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INTRODUCTION 

This document belongs to a series of reports regarding tripartite view on Work Based Learning (WBL) and 
continues investigations presented in [1]. 

The Project  

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

Work Based Learning Qualifications (WBLQUAL) is a European, Erasmus (EACEA, 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. 

Often organisations have many talented employees working in technically skilled jobs with little or no 
formal qualifications, at least not in relation to their employment. These employees are disadvantaged as 
their skill and experience is not recognized formally and they may be undervalued by themselves, their 
colleagues and employers. Employers are often less interested in qualifications than performance so a 
tripartite approach is necessary to include the employer's needs within work based learning. 

There are significant issues that will be researched including meeting the requirements of the students for 
recognized qualifications and changing the mind-set of Universities on how courses are planned, delivered 
and assessed. 

Aim of the research 

The aim is to develop a deeper and Europe-wide understanding of learner needs and aspirations. 
Integrating this knowledge with other workpackages we can come to a coherent understanding of the tri-
partite relationship between learner, employer and higher education institution (HEI). Most organisations 
have strategies for development of their employees, sometimes formal, with direction from the human 
resource (HR) department, sometimes informal, and undocumented. In either case, employees are used to 
having their performance observed, and appraised. If HEIs are to design and deliver effective collaborations 
with industry, it is essential that they understand how performance measurement can be used to promote 
work force development. Each partner contributes to this package, working with different types of 
employees (students, graduate trainees, permanent employees), across national boundaries (Italy, Poland, 
Latvia, Denmark, UK), within different business areas (business, computing, tourism) and with topical 
economic drivers (economic, demographic, political) 

Objectives 

1. Investigate the needs and aspirations of Work Based Learners. 
2. Investigate the Work Based Learners view of methods and approaches used in the assessment of 

performance in the work place within academic programmes. 
3. Investigate the Work Based Learners view of methods and approaches used by employers in the 

assessment of performance in the work place outside of academic programmes. 
4. Identify opportunities for the better measurement of work performance. 

 Methodology 

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

1. Country Specific Reports, focusing on: 
- General sector overview, particularly on 

o What education/qualification is required in the sector 
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o What are the educational possibilities in the sector? (a) Public, (b) private and (c) HEI 
programmes 

- Employee assessment techniques in the sector, particularly on 
o What is the process and criteria to assess employee performance in the workplace 
o Frameworks and standards 
o Educational practices in the sector 

-  Role of universities in WBL, particularly on 
o (a) profession and (b) further development 
o best examples of WBL done in HEI programmes 
o What is employees view on the education in HEI 

2. Online Questionnaire addressed to employees and focusing on 
- General information (current or recent employment if not employed at the moment) 
- Learning needs 
- Education 
- Methods and approaches used in the assessment of performance in the work place 

o within academic programmes 
o outside of academic programmes 

- Similarities and differences in the way learner’s performance is accessed 
o By employer in the work place 
o By academic supervisor 

3. Case Studies based on employees in-depth interviews that aim to highlight 
- learner’s profile 
- reasons for study 
- selection of the course 
- learners’ experience of course 
- employer’s involvement 
- educators understanding 
- short-term impact 
- long-term impact  

 Structure of the report 

The Report: 
- first, analyses and compares general sector overviews, employee assessment techniques and role of 

universities in WBL; 
- after, focuses on learning needs, education and similarities and differences in the way learner’s 

performance is accessed in different countries; 
- then, focuses on selection of the course by learners, learners' experience of course, employer's 

involvement, educators understanding as well as on short and long-term impacts; 
- and finally summarizes and comments all findings in order to give easy access and spread these 

information among potential readers. 
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PART I (Based on Country Specific Reports) 
 
1. General sector overview 

The template for country specific report is given in “ANNEX 1. Country Specific Report Template” on page 
86. 

1.1. Sectors observed 

SU (UK) CESIE (IT) RTU (LV) UL (PL) CRR (DK) 
a) information technology (IT); 
b) Health and Care (H&C) 

Childcare IT - information about 
sector’s particularities in 
(1) on page 11 

Business Tourism - information about 
sector’s particularities in (2) on 
page 11 

1.2. What education/qualification is required in the sector? 

UK (IT)i UK (H&C)ii Italy (childcare) LV (IT) DK (tourism) 
IT students require a 
degree (they were all 
registered on BSc 
Honours ‘sandwich’ 
programmes) and 
their curricula are 
necessary for 
accreditation by the 
relevant professional 
body (most often the 
British Computer 
Society).  
IT is not yet a 
graduate profession 
and a high proportion 
of employees in IT 
who are not on 
placement as part of 
a degree course were 
required by their 
employers to 
undertake further 
qualifications. 

The H&C students 
are studying for 
professional 
nursing 
qualifications 
(again at 
undergraduate 
level) in 
conjunction with 
HEIs who are 
accredited by the 
professional care 
bodies to offer 
such qualifications. 
The UK National 
Health Service 
(NHS) has worked 
hard to make 
nursing a graduate 
profession and 
other caring 
professions are 
moving in the 
same direction. 

The day childcare educator must 
have a special education in the 
sphere of the childcare to work in 
public kindergarten. For private 
ones – it is an advantage but is 
not obligatory. In these private 
institutions it is enough to have an 
attestation of a child educator 
with at least 300 hours of practical 
training. This kind of educational 
courses can be provided by 
private training schools. For 
example, the course that takes 
usually 3 – 6 months and trainees 
study basic knowledge as specific 
needs of pedagogy, psychology, 
specifics of infant behaviour, 
childcare and education, hygiene, 
nutrition, safety, etc. 
To work as specialized worker in 
childhood communities may any 
person who is 14 years old and 
more, has a leaving certificate 
awarded by a three years post 
elementary course, and has 
attended the course of 900 hours. 

Constantly exist 
requirements for highly 
skilled ICT professionals 
withiii: 
− international 

project experience 
(including project 
management), 

− good language 
skills, 

− combination of 
western-style 
working culture 
with knowledge of 
the Russian market. 

Top 10 of the most 
claimed skills are as 
follows: JavaScript - 10% 
of all requirements, PHP 
– 8%, HTML – 8%, .NET -
7%, C# - 6%, CSS – 6%, 
SQL -6%, WEB -6%, JAVA 
– 5%, XML – 4%. 
More details in (3) on 
page 11. 

Employees 
have to meet 
certain 
standards in 
order to carry 
out specific job 
functions. In 
the tourism 
sector you 
need to have 
licence from a 
training course 
on hygiene in 
order to handle 
and sell food 
stuff for 
example. But 
the sector is 
open for 
employees with 
all educational 
backgrounds. 
More details in 
(4) on page 12. 

More details in (5) on page 12. 

 

                                                        
i The differences in sector, course and stage of career mean that for some questions the types of responses produced by these two 
groups are noticeably different. The most notable difference between the two sets of results is the importance of ‘improved 
employability (elsewhere)’, which is top for the IT students and bottom for the H&C students. 
ii Both types of professional body (IT and H&C) recognise standards form of curriculum in their respective areas. 
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Only for childcare occupation in Italian public sector special education is required, for the rest of considered 
sectors (IT, H&C, tourism) the main is appropriate qualification and high skills – sectors are opened for 
employees with all educational backgrounds. UK governmental authorities are worked hard to make IT and 
nursing a graduate profession, however it is just ongoing process. 

                                                                                                                                                                                        
iii http://www.liaa.gov.lv/eng/trade_with_latvia/industry_profiles/ict/ 

                                                        

Additional details regarding education/qualification required in the sector 

1 - Details of Latvian IT sector 
The main areas of specialisation for Latvian IT enterprises are software development and re-engineering, 
information system design, development and implementation, the introduction of enterprise resource 
planning systems, implementation of state-of-the-art Internet B2B solutions, development of computerised 
software tools, development of payment card systems, and localisation of imported software. 
As a result of Latvian IT businesses being able to offer world-level quality and lower costs, the value of 
"near-shore" and offshore services have increased over recent years. The largest and most dynamic export-
oriented ICT companies, and those that offer global services to 80% of the ICT market in Latvia, are IS 
Cluster members. Exports of software services have increased to the other Baltic States, to EU and CIS 
countries, and to the United States. 
Site www.likeIT.lv now launched a brand fresh research on the current demand for Latvian and foreign 
information technology sector businesses and freelance professionals. Focuses on Latvia's IT professional 
and occupational skills, compared to providing an overview of the situation outside the borders of Latvia.  
The study collected data from the largest Classifieds site, where can find jobs in the information technology 
sector. Overall, nearly 700 with IT-related jobs have to sketch in the industry's professions, as well as the 
greatest professional skills, which of the employees expect employers in Latvia. IT skills top is based on data 
obtained from the sector of the labour market. 
 
2 - Details of Danish tourism sector 
Tourism is a diverse sector comprised of hotel and restaurant businesses, but also leisure and culture 
activities and wider experience economy of creative industries. The traditional view of the tourism sector 
has 22 branches included in 4 main areas: Hotel and accommodation (conference centers, camping, yacht 
harbors etc.), restaurants and nightlife (bars, cafes, discos etc.), information and communication (travel 
agencies, tourist agencies, rental services, etc.), activities and entertainment (amusement parks, museums, 
sports facilities etc.). The workforce is younger than the average workforce (30% compared with 14% 
average) and very seasonal oriented in activity levels. 
 
3 - Details of education/qualification required in the Latvian IT sector 
Information technology companies in Latvia experience in deficit after skilled programmers. They take lion's 
share of all job vacancies in the professional direction – more than half, or 61%. 
For IT profession, it should be said that the number of job openings is distributed similarly expressed a 
great demand of one or other of the categories of specialization. 

http://www.liaa.gov.lv/eng/trade_with_latvia/industry_profiles/ict/
http://www.likeIT.lv
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Somewhat surprising is the Java skills relatively low because these professionals have traditionally been 
among the most popular ones. However, the situation abroad shows that the need for these professionals 
will not lose actuality – firstly thanks to mobile application development. According to a study, Android, 
iPhone and IPad projects abroad experienced rapid growth, particularly for freelance IT professionals for 
the Android project, nearly doubled, reaching 99% increase when compared with the previous quarter, 
while the iPhone reached 43% jump (http://www.notepad.lv/ prese/11001/petijums-prasibas-it-specialistiem-lv-un-
arzemes/). 
To the question what hinder training programs theory and practice for proportional allocation, 57% of 
employers say that lack of cooperation between educational establishments and firms, 64% of employers 
believe that the outstanding legal issues, practice management, etc.  
However 18% of the employers' threat to see other circumstances: 
- the State does not encourage company’s specialists of participation in teaching and practice,  
- schools have older teaching staff, 
- lack of training practices funding, 
- insufficient cooperation between educators and employers ' associations or professional organizations. 
Employers, employing new specialists, confronted with the following problems 
(http://www.aic.lv/Obs_2002/ pi_dt_lv/employers.htm): 
- ethical and behavioural failure, 
- lack of motivation, 
- ignorance of (lack of) foreign languages, 
- communication skills shortages, 
- unwillingness to work in good faith. 
However, in the field where there is a high demand for new specialists, first of all in information technology 
area, employers are willing to hire even students without work experience. 
Job offers share of 5-7% of the total number of vacancies distributed by: 
- Web designers, 
- System administrator, 
- Systems analysts, 
- Data entry operators, 
- IT project manager. 
On the question of to what education graduates are given preference when choosing professionals for their 
company, employers say (http://www.aic.lv/Obs_2002/pi_dt_lv/employers.htm):  
- 62% prefer national education institutions  
- 28% prefer private education institutions,  
- 10% other variants, such as Microsoft, Novell, Cisco and certification centre. 
 
4 - Details of education/qualification required in the Danish tourism sector 
You do not need to be an educated hotel manager to manage a hotel or cook to run a restaurant (though 
most are). In the wider experience economy conception of tourism, you include transportation (drivers’ 
licenses) and travel industry, design, arts and cultural trades and medias. Here exists a variety of different 
educational possibilities. There are few legal requirements to meet in order to carry out different creative 
job functions. 
 

http://www.notepad.lv/
http://www.aic.lv/Obs_2002/
http://www.aic.lv/Obs_2002/pi_dt_lv/employers.htm


 

13 

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 

                                                                                                                                                                                        
5 - Details of education/qualification required in the UK IT and H&C sectors 
The UK questionnaire specifically targeted respondents from two industrial sectors – information 
technology (IT), where the majority of respondents were University students undertaking a work-based 
placement as part of their studies, and Health and Care (H&C) students who are in permanent employment 
and who undertake work-based study as a part of their professional qualification. The majority of 
respondents 38 of the 41 (93%) were currently in an academic programme. Respondents from both sectors 
are aware of Life-long Learning (LLL) as a means of ‘upskilling’ and continuous professional development 
(CPD). 
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1.3. What are the educational possibilities in the sector? (a) Public, (b) private and (c) HEI 
programmes? 

1.3.1. Qualification 
1.3.1.1. Overall statements 

UK (IT) & (H&C) Italy (childcare) 

WBL opportunities are available to learners in a number of forms in the 
IT and H&C sectors. The main forms of WBL are: 
- sandwich courses at postgraduate and undergraduate level, 
- work-based projects in undergraduate and postgraduate courses, 
- private short courses. 

Work-based projects on undergraduate and postgraduate 
programmes: 
Many HEIs in the UK used to offer sub-degree (i.e. Diploma level) 
courses in CIT and H&E, but since the middle 1990s, Diploma courses 
have tended to be offered by institutions in the Further Education (FE) 
sector – lower in terms of educational standing than the HEI sector. 
Most such programmes are accredited by Edexcel, a private body that 
was formed by the merger of two previous accreditation bodies, BTEC 
(Business & Technology Education Council) and ULEAC (University of 
London Examinations and Assessment Council).  

The regions issue a qualification certificate to 
those considered as having successfully taken 
the courses. On the basis of this, the District 
Sections for Employment (Sezioni 
Circoscrizionali per l’Impiego) issue a certificate 
enabling a person to enter working life with a 
specific job profile. 
Certain regions have set up their own 
certification committees, whose task is to 
ensure that the examinations comply with the 
vocational standards set out in collective 
agreements or demanded by the labour 
market in the region concerned, in order to 
ensure that the supply meets the local demand 
for labour. 

1.3.1.2. Public sector 

UK (IT) & (H&C) Italy (childcare) LV (IT) DK (tourism) 

In practice, many courses 
described in previous 
section are overseen by 
HEIs through partnership 
schemes between a HEI 
and one or more Further 
Education Institution 
(FEIs). Many such courses 
in the FE sector offer the 
opportunity of a project 
that can be set in the work 
place, constituting WBL. 
Diploma courses are 
usually of two years 
duration. At the other end 
of the educational scale 
many postgraduate 
courses (including those 
CIT courses that are 
labelled as MBAs) are 
available in the part-time 
mode and usually include 
a work-based project that 
is structured and assessed 
in an academic manner. 

Regional courses 
Mentioned in previous section 
certificate is a valid title allowing its 
holder to sit public competitive 
examinations for specific occupations. 
The examinations are the conclusion of 
a training path characterised by 
experiences that must be approved by 
the regional Training Departments 
(Assessorati alla Formazione 
Professionale).  
Apprenticeship 
As far as apprentices are concerned, the 
new regulations, which have just come 
into force, are based on the low, which 
states that the training commitment 
should average at least 120 hours’ 
annual training, conducted either in the 
workplace or outside the enterprise. 
Training outside the workplace has the 
value of a training credit within the 
integrated training system (school and 
vocational training), and is entered in 
the worker’s CV.  
More details in (6) on page 16. 

Since November,9 2010 
Latvian Association of 
Computer Technology 
(LACT) in collaboration 
with the State Agency 
"Latvian investment and 
development agency" 
using financial support 
of European Social Fund 
coordinates the ICT 
industry and other 
technology company 
employee’s skills 
training course. So far 
have been realized more 
than 108 different 
training courses, in 
which have been 
participated 1109 ICT 
sector merchants. LACT 
project actively pursues 
during 2012 and 2013 
when ICT specialists and 
related industries. 

Example of Diploma 
course: Title: 
Turistføreruddannelsen 
(Tourist guide) with 
diploma. The two-year 
part-time program 
allows students to 
combine paid work with 
training. The program 
aims to train students 
through the integration 
of practice and a 
development-based 
approach to gaining 
skills as professional 
cultural operators and 
experience designers in 
the experience sector, 
and within Danish 
business and leisure 
tourism specifically. 
More details in (7) on 
page 16. 
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There are different types of involvement of public sectors institutions into the process of gaining of 
required qualification. It could be partnership schemes between a HEI and one or more Further Education 
Institution, endeavours of State Agencies using financial support of European Social Fund, initiatives of 
certain regions having set up their own certification committees or university’s programme lead to gaining 
of Diploma. Qualification courses more often have a form of two-years part-time program aims to train 
students through the integration of practice and a development-based approach. Later acquired certificate 
could be a valid title allowing its holder to sit public competitive examinations for specific occupations. 

1.3.1.3. Private sector 

UK (IT) & (H&C) Italy (childcare) DK (tourism) 

The UK training 
industry offers many 
types of short course in 
specific aspects of CIT, 
such as: 
- IT project 

management, 
-  systems analysis 

and design,  
- commercial 

programming 
languages and 
packages.  

There are many such 
private training 
companies 
participating in work-
based training in 
conjunction with 
employers. However, 
because of their short 
duration and lack of 
integration they usually 
cannot be considered 
as ‘education’ but are 
rather training courses.  
 
There are some private 
short courses in H&C, 
but these are not so 
common. 

Some of private schools offer their 
students the course of 900 hours 
(300 hours of theory, 370 – 
practice and 180 – training in the 
childhood centres). In the end of 
the tuition they get the Attestation 
of a specialized worker in 
childhood communities.  
For example there is the Carpan 
Associationiv which provides free 
course for unemployed women 
graduated the secondary school, 
residents of Sicily. By the end of 
the course they get the attestation 
of the professional qualificationv.  
More details in (8) on page 16. 
 
The 3 years of vocational training 
in order to become a Social 
Assistant Operator for children is 
open for all candidates. This is a 
three years training course with 
20% reduced hours of the 
Curriculum of Social science 
lyceum, which guarantees the 
students obtaining basic and 
necessary knowledge in technical, 
scientific, social competence and 
childcare in generalvi. 
More details in (9) on page 16. 

Courses in Professional Higher Education: 
Service Industry Economist Education. 
The program is a 2-year vocational training program which 
consists of a mandatory part, an elective part (thesis), an 
internship and a final exam. More details in (10) on page 
17. 
In addition to these courses, there are some special 
education programs and courses in different sectors of the 
tourism industry. At technical schools, students can be 
educated as zookeepers. The zookeeper program takes 3 
years and 5-11 months, and education as a zookeeper 
assistant takes 2 years. The program alternates between 
school and practice. More details in (11) on page 17. 
 
Another example of special education programs are the 
hygiene courses. In Denmark it is mandatory to have a 
hygiene certificate to obtain employment in a kitchen or 
other places where food is involved. A number of 
companies offer the course. The Hotel and Restaurant 
School offers a range of professional programs training 
students as waiters, chefs, caterers, culinary assistants, 
nutritional assistants, nutrition aids, and receptionists. 
These are courses of varying length and with much 
practice-oriented teaching and internships. 
 
A third example is a training program for greenkeeper. The 
program takes 3 years and 2 - 8 months, and the program 
lines for greenkeeper assistant and grounds assistant take 
1 year and 3 months. The program qualifies the graduate 
for work at golf courses, football stadiums, or in related 
positions. 

Many private training companies offer many types of short course in specific aspects. Usually they are two-
year vocational training programs which consist of a mandatory part, an elective part (thesis), an internship 
and a final exam. Some of them are realized in conjunction with employers.

                                                        
iv http://www.carpan.it/ 
v http://www.emagister.it/corso_operatore_per_l_infanzia-ec2461626.htm 
vi http://www.emagister.it/corso_operatore_sociale_per_l_assistenza_all_infanzia-ec2487509.htm 

http://www.carpan.it/
http://www.emagister.it/corso_operatore_per_l_infanzia-ec2461626.htm
http://www.emagister.it/corso_operatore_sociale_per_l_assistenza_all_infanzia-ec2487509.htm
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Additional details regarding qualification 

6 - Details about qualification in public sector in Italy 
The vocational skills acquired in the workplace are certified by the employer, who notifies the local public 
body responsible for employment services that the training objective has been achieved. 

Certification of the skills acquired by training outside the workplace will be regulated by individual regions 
as laid down by the regulations referred to above 
(http://www2.trainingvillage.gr/etv/vetsystems/report/IT_Aug2000_EN.pdf). 

The National Observatory for Childhood and Adolescence is an organism of coordination between Central 
Administrations, Regions, Local Authorities, Associations, Professional Organizations and NGO dealing with 
childhood. 
It has been created, along with the Parliamentary Committee for Childhood, that is regulated by D.P.R. 
(Decree of the President of the Italian Republic). Its task consists in establishing, every two years, the 
National plan of Action and Intervention for the protection of human rights and the growth of individuals in 
their age of development, achieving the goal to give priority to the programs addressed to youngsters and 
to empower the cooperation for the improvement of childhood in the world. 
 

7 - Details about qualification in public sector in Denmark 

Educational institution: Roskilde University. Duration: One academic year full time or 2 years part-time. 
The program consists of a combination of classroom teaching, workshops, workshop exercises "on 
location", and major project work. Instruction is based on appropriate business practices and applied 
theory. Half of the students’ time is spent in the classroom at Roskilde University, and the rest is spent on 
company visits, study tours with practice exercises, and in cultural institutions. The emphasis is on student 
autonomy, interpersonal skills, personal performance, and the ability to contribute to the discipline’s 
development. 
 
8 - Details about free course for unemployed women provides by Carpan Association (Italy)  
It is financed by the Sicilian region in compliance with the regional law and with the contribution of the 
European Social Fund. The course is authorized by Regional Labour Assessorate.  
 
9 - Details about the course for Social Assistant Operator (Italy)  
The general research shows that the subjects taught during the course in order to obtain knowledge of a 
childhood care specialist and to meet educational needs are the following: 
- The English language 
- Basic knowledge of informatics 
- Rights for work and labour unions 
- Hygiene and safety of working place 
- Hygiene and nutrition 
- Elements of psychology 
- Professional ethics and pedagogy 
- Children education 
- Operative methodology 

http://www2.trainingvillage.gr/etv/vetsystems/report/IT_Aug2000_EN.pdf
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- Painting 
 
10 - Details about the course of Service Industry Economist (DK) 
This mandatory section of the program consists of a series of core courses, courses of specialization, an 
internship and a thesis. Students can specialize in subjects such as service management, tourism and 
hospitality management. A large number of schools in Denmark offer the program. 
 
11 - Details about zookeeper program (DK) 
The vocational training for zookeepers qualifies the student for employment at stud farms (horses), 
positions in the pharmaceutical industry (animal) and/or in zoos. 
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1.3.2. HEIs 
1.3.2.1. Overall statement 

UK (IT) & (H&C) Italy (childcare) LV (IT) 

WBL opportunities are available to 
learners in a number of forms in the 
CIT and H&C sectors. The main forms 
of WBL are: sandwich courses at 
postgraduate and undergraduate level, 
work-based projects in undergraduate 
and postgraduate courses and private 
short courses. 
A typical CIT curriculum will include 
software design, hardware and 
communications, commercial 
programming languages, systems 
analysis and systems design. 
Many undergraduate sandwich 
courses are of four years duration and 
have a compulsory work placement 
while others offer an optional work 
placement. A corresponding 
undergraduate ‘full-time’ course (i.e. 
without a placement) would be of 
three years duration.  
The recent introduction of student 
fees has had an effect on the use of 
work-based placements in HEI courses. 
Fewer postgraduate courses in CIT 
include a work placement, but such 
programmes are popular as a means of 
gaining work experience.  

The introduction of university diplomas has 
brought Italy in line with the other European 
countries where there has long been a short-
cycle ‘lower’ level of university education closely 
linked with the local economies. 
Integrated training (formazione integrata) with 
State schools aims at promoting links between 
the school system and the regional training 
system. Within that arrangement, the most 
common procedure is that of post-qualification 
specialisation, i.e. two-year courses designed for 
young people from the Vocational Institutes who 
have obtained their third-year qualification and 
who wish to continue their studies by 
specialising in the same stream. State Vocational 
Institutes are obliged to offer post-qualification 
training integrated with the regional vocational 
training system in order to relate the courses 
more closely to jobs and create effective links 
with the labour market. The training route 
consists of three areas: two for which the school 
is responsible and one for which the regional 
training system is responsible. It leads to a 
twofold final qualification: the vocational 
certificate (maturitą professionale) and the 
regional certificate (qualifica regionale). 

In the sphere of higher 
education, the Ministry of 
Education and Science 
continues to support the 
optimisation of studies within 
budget resources by 
increasing the number of 
students in physical and 
engineering sciences. A 
national programme has 
been developed to ensure 
that the quality of teaching in 
the physical and engineering 
sciences is improved. This will 
ensure that study 
programmes are modernized, 
qualifications of lecturers 
raised, premises in higher 
education institutions 
renovated and 
implementation of doctoral 
programmes supported. 
More than 6000 students are 
studying in the ICT sector, 
and 123 are postgraduate 
(Doctor’s degree) studentsvii. 

 

  

                                                        
vii http://www.liaa.gov.lv/eng/trade_with_latvia/industry_profiles/ict/  

http://www.liaa.gov.lv/eng/trade_with_latvia/industry_profiles/ict/
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1.3.2.2. Public sector 

1.3.2.2.1. Bachelor programmes 

LV (IT) DK (tourism) 
Regarding to portalviii there are 29 educational 
institutions in Latvia (26 High schools and 3 
Colleges) providing study programme for first level 
of Higher education related to Information 
Technology. 
There are 12 Bachelor study programmes, 11 
Professional bachelor study programmes and six 1st 
level professional study programmes providing by 
Latvian Higher education institutions from 5 Latvian 
cities – Riga (15 institutions), Daugavpils (4), 
Ventspils (2), Valmiera (2), Jelgava (2). All 
programmes could be implemented in Latvian, 
however 4 of them also in Russian and 2 in English. 
From 29 institution 28 realises full-time 
programmes and 9 – part-time programmes.  

Title: Business Administration and Service Management. 
Educational institution: Copenhagen Business School (CBS). 
Duration: 3 years. 
About the program: This English language program is based on 
economics, but with a focus on the service industry. Teaching 
methods include lectures, team teaching and project work. 
 
Title: BA. negot in International Tourism and Leisure Management. 
Educational institution: University of Southern Denmark (SDU) 
Campus Esbjerg. Duration: 3 years. 
About the program: The program contents are split equally 
between economic subjects and linguistic-cultural subjects. The 
main language is English with German as a second language. 
Teaching varies between lectures and classroom instruction with 
language exercises. 

                                                        
viii http://niid.lv/ – (Nacionāla Izglītības Iespēju Datubāze – National Learning Opportunities Database) 

 
1.3.2.2.2. Professional Bachelor programmes 

DK (tourism) 
Title: Bachelor of Natural and Cultural Heritage management. About the program: The program consists of a 
combination of theoretical and practical training. Areas of study include nature, culture, languages, English and German, 
forms of communication, social studies and development work. Teaching varies between classroom teaching, group 
work, flexible IT-supported teaching, and an interdisciplinary project with fieldwork. The Bachelor project is based on a 
development assignment for a public or private company. There is a compulsory semester long internship, which can be 
taken within the tourism industry. 
Educational institution: CVU North Jutland. Duration: 3 years. 

Title: Bachelor of Leisure Management.  
About the program: Teaching is conducted in English. Students are assigned one or more companies within the 
experience economy over the course of study, and the 6th semester is devoted to a ½-year company internship within 
the tourism industry.  
Educational institution: Business Academy Sealand, Campus Nykobing Falster and Roskilde. Duration: 3 years. 
The program aims to use a wide range of teaching and learning methods to optimise the students’ theoretical knowledge 
and practical problem solving skills. In addition to traditional lectures, the program offers the students the chance to 
experience project work, seminars, guest lectures, topic days, excursions, innovation camps, casework, practical training, 
etc. 

1.3.2.2.3. Master programmes 

UK (IT) LV (IT) DK (tourism) 
At the other end 
of the 
educational scale 
many 

There are 14 High schools 
providing study programme for 
second level of Higher education 
related to Information 

Title: Master in Tourism. About the program: The University offers 
both a 2-year Master, and a 2-year graduate program that contains 
a module of elite tourism. 
The program is in English. Teaching varies between lectures, 

http://niid.lv/
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postgraduate 
courses 
(including those 
CIT courses that 
are labelled as 
MBAs) are 
available in the 
part-time mode 
and usually 
include a work-
based project 
that is structured 
and assessed in 
an academic 
manner. 

Technology. 
There are 10 Master's study 
programmes and 4 Professional 
Master’s programmes providing 
by Latvian Higher education 
institutions from the same 5 
Latvian cities – 10 in Riga and by 
one in Daugavpils, Ventspils, 
Valmiera and Jelgava. Thirteen 
programmes are implemented in 
Latvian, 3 in Russian and 2 in 
English. 
All programme are realises as 
full-time programmes and 5 as 
part-time programmes.  

classroom instruction with student presentations and discussion, 
courses and project work (often in groups). The program includes a 
three to six month internship. 
Educational institution: Aalborg University. Duration: 2 years. 
Elite Education in Tourism focuses on destination development, i.e. 
the processes that lead to the development of specific areas / 
cities / countries as centres of tourism. There is particular focus on 
the interplay between three perspectives, each of which has great 
influence on the development of tourism destinations: marketing, 
organization and management, and tourism policy. The two main 
aspects of the Elite Education module are Global Tourism 
Development (first semester) and Innovation Processes in Tourism 
(2nd semester). 

More information about Master programmes in Tourist sector in 
Denmark in (12) on page 22.  

1.3.2.3. Private sector 

1.3.2.3.1. Overall statement 

UK (IT) & (H&C) 
Sandwich courses at undergraduate and postgraduate level with a work placement: 
Degrees in Computing and Information Technology subjects are offered by many UK HEIs at undergraduate and 
postgraduate level. There is a variety of ‘flavours’ of CIT and some courses (e.g. Business IT) are hosted by faculties of 
business while others (e.g. Computing Science and Network Engineering) are hosted by faculties of engineering, 
computing or technology. 
IT courses tend to include some focus on the application area – the type of business or organization in which the CIT will 
be used – while computing courses tend to focus on the underlying technology. There is a wider variety of curriculum in 
IT courses than with corresponding (more technical) computing courses. Most CIT courses are accredited by professional 
bodies. 

Negotiated and portfolio-based WBL courses: 
Negotiated WBL courses at undergraduate and postgraduate level are more recent development in the HEI sector, in 
both the CIT and H&E sectors. Such WBL programmes are aimed at learners who are already employed (usually a 
condition of acceptance on the course) and are therefore usually only available in the part-time mode. The structures of 
negotiated programmes of study are usually similar to more conventional (i.e. taught) programmes but consist of ‘shell’ 
modules that specify the learning outcomes and the assessment criteria in a general way without prescribing the content 
in detail. The content of the modules is therefore agreed (i.e. negotiated) between the learner and HEI (and in many 
cases the employer). The accreditation of prior learning and experience (APEL) and flexible ‘fast-track’ validation of new 
programmes are both features of negotiated WBL. Portfolio-based courses are common in H&E (less so in CIT) and are 
usually based on the learner producing (by APEL or study) a selection of work outcomes produced as a result of their 
normal employment, which are subject to reflective reporting as a learning experience in an academic manner. Such 
programmes integrate well with continuous professional development (CPD), which is common practice in H&E. 
Sandwich courses are also common in the H&C sector and have similar features. 

1.3.2.3.2. Bachelor programmes 

UK (IT) 
Title: BSc (Hons) Business Information Technology.  
Educational institution: Staffordshire University, Faculty of Computing, Engineering and Technology. Duration 4 years. 
About the programme: The first year of the course introduces learners to a variety of IT aspects including analysis, design 
and development of systems, website publishing and hardware and network elements. The second year covers the 
development of IT systems for business, including planning and forecasting, networking, databases and the web, and 
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human-computer interaction. An optional one-year placement period can be integrated into the course or alternatively 
you may choose to undertake a shorter work experience module that develops an ability to apply IT solutions. The 
emphasis of the final year is on developing a specialism. This is accomplished by a choice of options and work on a major 
project, culminating in the development of a software artefact, together with a reflective report. 

Title: BA(Hons) Advice Studies (Distance Learning.  
Educational institution: Staffordshire University, Faculty of Health. Duration 3 years full-time, up to 8 years part-time. 
About the programme: The degree in Advice Studies is a course developed for people who work or wish to work in the 
‘advice giving industry’. It has been developed in consultation with the National Association of Citizens Advice Bureaux 
and the City of Birmingham Money Advice and Welfare Rights teams who are leaders in the advice industry. It is 
therefore very practice-orientated and offers learners an opportunity to realise their academic potential whilst 
improving their skills as an advice worker. With this award learners can make an important contribution to the welfare of 
the citizens in our communities. 

 
Title: BSc (Honour) Human Biosciences (part time).  
Educational institution: Coventry University. Faculty of Health and Life Sciences. Duration 5 years part-time. 
About the programme: Learners on this course initially gain a broad knowledge of biochemistry, molecular biology, 
microbiology, cell biology, genetics and human physiology. Later they are able to build a personal programme of study 
and thus pursue their developing specialist interests by the choice of optional modules. At the final level there is a wide 
range of module choices, covering applied aspects of biology, such as genomics and biotechnology, medical 
microbiology, cancer biology, clinical physiology, pharmacology and immunology. Laboratory practical sessions are an 
important component of this course, providing appropriate practical and experimental skills to support the theoretical 
programme. IT skills are also developed, including use of statistics and data analysis packages and bioinformatics giving 
familiarity with the use of the range of biological sequence databases available today. Study may be enhanced by the 
inclusion of a professional training year in a research or industrial placement. The course shares a common first year 
programme with some other biology based degrees, allowing flexibility of choice in degree title. 

1.3.2.3.3. Master programmes 

UK (IT) UK (H&C) 
Title: MSc Computing Solutions for Business (Part Time).  
Educational institution: Staffordshire University, Faculty of Computing, Engineering and 
Technology. Duration 5 years part-time. 
About the programme: This course is for Computing/IT graduates who wish to extend their 
studies into the area of applied business computing and would like to take a breadth of 
subjects at postgraduate level. Heavy emphasis is placed on theory and practical issues in 
order to gain the ability to develop business computing artefacts and implementations. 
This award includes an optional placement in industry. This period is particularly valuable if 
you wish to enhance your skills in a working environment. Frequently the work in industry 
drives the focus the student has in the Dissertation. At the end of the first study period 
learners are eligible for the Postgraduate Certificate, at the end of the second, the 
Postgraduate Diploma and at the end of the Dissertation module, the Masters degree. 
Learners have to study six core modules over the duration of the course, plus two specific 
options and finally a dissertation to complete the Masters degree.  

Title: MSc Business Information Technology (part time).  
Educational institution: Southampton Solent University. Duration 2 years part time 
The MSc Business Information Technology is designed to address the needs of managers in 
a business and organisational context. The focus is on understanding IT within commercial 
business practice and the information systems (IS) that support it. For graduates and 
professionals looking to propel skills in IS and management, this course provides an 
integrated approach to strategy, process, information and enterprise effectiveness. 

Title: MSc Negotiated 
Learning in Health and 
Social Care.  

Educational Institution. 
Staffordshire University, 
Faculty of Health. Duration 
3 years part time. 
This is regarded as an 
innovative award in which 
students negotiate their 
own module pathway 
through the award. In effect 
learners can devise their 
own bespoke programme 
of study and negotiate their 
own module content. A 
personal tutor who remains 
with the learner throughout 
the award links the 
learner’s work based 
activities to the academic 
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Learners develop a sound theoretical and practical understanding of web and business IS as 
well as technology and associated strategies. The flexible approach means that learners 
own learning style can be followed without compromise. A system of individual and team-
based practical assignments guides the learners through inquiry based, problem driven 
activity, a learning method with particular application to work-based projects. A work-
based Dissertation is the final outcome of the course of study. 

programme and 
assessment. Learners are 
also able to exploit the 
opportunity to choose a 
title to suit their 
professional needs. 

There are not essential differences between public and private HEIs in regards to different levels of 
education. One could find both academic bachelor programmes and professional (vocational) bachelor 
programmes, as well as master programmes realized by either public of private HEIs. Also different possible 
forms of realisation like full-time or part-time exist. Teaching varies between lectures, classroom instruction 
with student presentations and discussion, courses and project work (often in groups). Majority of 
programmes also include several-months internship.

                                                        
Additional details regarding HEIs 
12 - Another examples of Master programmes in Danish tourism sector 

Title: Master of Social Science in Service Management. About the program: Teaching is conducted in 
English. Students can specialize in four core areas: Travel and Transportation Management, Tourism and 
Hospitality, Meeting and Event Management or Trade. 
Educational institution: Copenhagen Business School (CBS). Duration: 2 years. 

Title: negot. International Tourism and Leisure Management. About the program: The program is a dual 
focus education, where half of the teaching includes social science and economics courses and the other 
half linguistic and cultural subjects. Educational institution: University of Southern Denmark, Esbjerg. 
Duration: 2 years. 

There is instruction in subjects such as leisure and tourism economy, project management, innovation 
management, sustainable tourism development, tourism, branding etc. Teaching methods include lectures, 
independent projects, and case solutions. The main language is English and German is a second language. 
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2.1. What is the process and criteria to assess employee performance in the workplace? 

2.1.1. Overall statements 

UK (IT) & (H&C) DK (tourism) 

This section was designed to investigate of the 
perception of the work based assessment within 
academic programme. The majority of respondents 
were CIT students, most of whom had carried out 
work placements as a part of their course, so a large 
numbers of ‘placement’ responses was expected. 

Appreciative Inquiry (AI) is in accordance with the “Agreement on 
Competency Development”ix. 
In 2007, the Danish government prepared a quality reform policy, 
“Better welfare and greater job satisfaction”x. The policy states 
that "there must be a strengthening of the planning of employee 
skills development through more extensive use of performance 
reviews”.  

European Framework: One of the seven EU's framework programmes - Digital Agenda for Europe [2] – 
provides several activities for development in the field of IT skills. There's a position - till 2013 in all EU 
countries should be developed for IT skills certification system. Since the enlargement of the internal labour 
market and migration, Europe is faced with the necessity to assure knowledge obtained in another country. 

2.1.2. Process of assessment in the workplace 

UK (IT) & (H&C) PL (business) DK (tourism) 
The assessor of the WBL component varied.  
Overall, 70% of respondents were assessed by both tutor and 
work-based supervisor (usually the line manager), 10% said 
they were assessed by just their work-based supervisor and 
20% said they were not assessed on their WBL at all. More 
details in (13) on page 25. 
In (14) on page 25 is shown the type of assessment used to 
evaluate the work based component. The most common types 
of assessment in order of rank these were reports, 
observations, presentations and essays.  
Data presented in (15) on page 25 shows that more than half 
(55%) of respondents identified the HEI as being responsible 
for writing the assessment criteria, as opposed to 23% for the 
employer. Perhaps a greater degree of collaboration in 
assessment setting could have been expected and this is noted 
as good practice. 
The responses to the question on ‘if’ and ‘how’ the employer 
contributes to the grade were interesting, in that they appear 
to conflict with some of the other responses. Only 55% (13) of 
the respondents claimed that their employer had contributed 
to the grading of the work-based assessment, whereas 80% 
(24) of respondents claimed that their work-based supervisor 
had been involved in the assessment of the work based 
component. Of the respondents that said the employer did 

The predominant method of 
assessment of performance in 
the work place within academic 
programmes is a report, with 
quite a minor role played by 
examinations as an assessment 
method. The responsibility for 
the assessment of the learner’s 
performance at work outside of 
academic programmes lies 
almost completely with line 
managers. More details in (16) 
on page 26. 
Appraisal from manager is the 
most frequently used method of 
the employees’ assessment in 
the work place outside of 
academic programmes. In 
relatively many cases appraisal 
comes from the employee 
himself. More rarely it is 
customer or peer appraisal. In 
half of the cases the assessment 
is made in no exact period, which 

In Denmark, public 
sector employers 
must conduct 
Appreciative Inquiry 
(AI) interviews with 
employees, while it is 
strictly voluntary in 
the private sector. In 
public workplaces, 
these interviews 
(dialogues and 
conversations) must 
take place annually. 
Appreciative Inquiry 
interviews serve as a 
dialogue between 
manager and 
employee about 
expectations 
regarding work 
assignments, job 
satisfaction, 
competency and 
career development, 

                                                        
ix http://perst.dk/~/media/Circular/2011/022-11.ashx 
x http://www.kvalitetsreform.dk/page.dsp?page=428 

2. Employee assessment techniques in the sector 

http://perst.dk/~/media/Circular/2011/022-11.ashx
http://www.kvalitetsreform.dk/page.dsp?page=428
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contribute, the largest proportion (75%) said that the learners 
made a formal contribution to the grade. It is clearly good 
practice to involve both employer and learner in the setting 
and assessment of WBL. 

may suggest that assessment of 
employee performance at work 
is not a well-established and 
formalized process. 

and result in a plan 
for each employee. 

RTU (LV) stated that IT employers are valuing skills of new specialist in different ways, there is a different view of 
requirements, which should be a competitive new IT specialist, what subjects should be given greater emphasis in the 
Studio. 

For all of considered sectors the predominant method of assessment of performance in the work place 
within academic programmes is a report following in descending frequency by observations, presentations, 
essays, research papers and in a very few cases by examinations. In majority of case both tutor and work-
based supervisor take part in the assessment process. 

Assessment of the learner’s performance at work outside of academic programmes predominantly made 
by interviews examining expectations regarding work assignments, job satisfaction, competency and career 
development, and resulting in a plans for further employee’s development. These interviews more often 
are conducted by line managers and end by written agreement between manager and employee regarding 
further employee’s development. 

Applied rules differ in public and private sectors, when in public sector implementation of certain 
procedures are mandatory while in private sector they could be strictly voluntary. 

2.1.3. Criteria of assessment in the workplace 

UK (H&C) LV (IT) DK (tourism) 
The small number of H&C 
students reported a wide 
range of work-based 
components within their 
academic programmes as 
may be expected from a 
negotiated programme. 
The results presented in 
(17) on page 26suggest that 
in the majority of cases the 
learner’s own portfolio of 
work provides sufficient 
evidence to the HEI and 
employer to demonstrate 
work-based competence. 
The relevance of the 
assessment to the learner’s 
job, how useful the 
assessment content was to 
improving the learner’s job 
performance and how 
accurately the learner felt it 
reflected his or her job 
performance showed a 
greater consistency of 
results.  
More details in (18) on 
page 26. 

All surveyed employers considered that 
students have not sufficient practical skills 
so that they could get started quickly; a 
good theoretical knowledge is not 
guaranteed to become a good and 
competitive IT specialist.  
Two out of three surveyed employers 
considered that English knowledge is 
sufficient, but need to learn technical 
concepts that ignorance in frequent cases 
can lead to a technical mistake. 
Assessing the skills to work with computers 
and their impact on the specialty, all 
surveyed employers considered that basic 
skills are sufficient, but there were no skills 
required by industry specific programs that 
often the learning process never teaches. 
More details in (19) on page 26. 
Prospective IT professionals greater 
attention should be paid to the practical 
skills development, in addition to the 
training programmes should be conducted 
contents of individual job advertisements 
survey on the requested computer usage 
skills and find the time and desire to learn, 
because employers value the direct practical 
skills rather than theoretical knowledge. 
More details in (20) on page 26. 

The AI interview is not designed as a formal 
measurement instrument, but as a tool for 
the "ongoing development of state 
employees' skills and qualifications." The 
purpose of the agreement, i.e. the holding of 
employee development interviews, is "to 
commit both management and employees to 
a goal of prioritising increased job and skill 
competency, the means for which include 
continuing education and training," (page 5 
of the Agreement on Competency 
Development). It is recommended that AI 
interviews end in a written agreement 
between manager and employee. 
It varies how these interviews are viewed 
and assessed by different employees. The 
National Centre for Competence 
Development website includes some of the 
best examples of leader and staff 
assessments of performance and 
development interviews. While there are 
many examples of leaders' reflections on AI 
as a tool, there are few examples of 
employees who reflect on AI interviews as a 
skills development tool. A single example, 
though, is an employee who says that the 
way in which her workplace uses the AI tool 
means that the conversation "is about 
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development, not just evaluations.”xi 
 

UL (PL) stated that in business sector mainly quality of job results, job-related knowledge and skills, organizational skills 
and quantity of job outputs are mentioned as factors of good performance by the employees 

Criteria for performance measurement differs form sector to sector, however in majority of cases it 
includes quality of job results, job-related knowledge and skills, organizational skills and quantity of job 
outputs. Often the learner’s own portfolio of work provides sufficient evidence to the HEI and employer to 
demonstrate work-based competence. 

It isn’t a surprise that employers much more value direct practical skills rather than theoretical knowledge. 
They consider that appropriate practical skills could get started quickly in labour market. Very often 
proficiency in English is mentioned as one of mandatory skill. Employers noted rather good knowledge of 
informal language, but lack of technical concepts. Ignorance of technical concepts in frequent cases can 
lead to a technical mistake. 

Employees for their part pointed that assessment criteria set by employer much better relevant to their 
job, more useful to improve their job performance and acquired grades more accurately reflect their job 
performance.

                                                        
xi http://www.kompetenceudvikling.dk/content/film-med-medarbejdere-fra-ph-metropols-koncernadministration 

                                                        
Additional details regarding process and criteria to assess employee performance in the workplace 

13 - Differences in assessment in IT and H&C sectors 

There were differences between the responses for the CIT and H&C students. All of the CIT students said 
they were assessed by either tutor and work-based supervisor or just the work-based supervisor. By 
contrast only two H&C students said they were assessed by both tutor and supervisor, the other five said 
they were not assessed on WBL at all. It is clearly best practice to assess the WBL component. 
 
14 - Type of assessment of WBL components in UK IT and H&C sectors 
Type of Assessment of WBL components (number of responses from 32 Responds): Reports - 22, 
Observation – 14, Presentations – 5, Research papers – 2, Essays – 4, Examinations – 0, Multiple choice 
tests – 0, Vivas – 1, Other – 3 

Almost half (43%) of respondents indicated that reports were the most prevalent type of assessment. Given 
the nature of WBL it is perhaps surprising that only two respondents reported research papers being used 
for assessment, although it is recognised that the difference between a research paper and a report may be 
difficult to differentiate. As research aids reflection it may be good practice to use research papers as 
methods of assessment more often. 
 
15 - The bodies writing the assessment criteria for employee’s assessment in UK IT and H&C sectors 
The bodies writing the assessment criteria for employee’s assessment: HEI – 12, Employer – 5, Accrediting 
body (NVQs etc) – 1, External organisation (such as Accountancy, CISCO etc) – 1, Other - 3 
 
 
 

http://www.kompetenceudvikling.dk/content/film-med-medarbejdere-fra-ph-metropols-koncernadministration
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16 - Details of the process of assessment in the workplace in PL 
The prevalent majority of the employees assess their performance at work to be either very good or 
excellent. Their positive view of their own performance at work is mainly based on positive feedback 
received from line managers. Half of them also receive positive feedback from their customers and 
colleagues which allows them to believe they perform well. 
Continuous personal development is primarily used by employers in the assessment of the employees’ 
performance in the work place outside of academic programmes. 
 
17 - Types of assessed work based component within academic programme for IT / H&C students 
Types of assessed work based component within academic programme for IT / H&C students respectively: 
Placement – 20/2, Internship – 0/1, Work experience – 1/4, None – 0/3 
 
18 - Details regarding attitude of assessments by UK IT and H&C students 
Responses were generally positive and favoured the assessments set by the employer. An obvious reason 
for this difference is that the employer had a better understanding of the specific job in case and the 
criteria by which its performance should be assessed. The average rating for the relevance of job 
performance was close, depending on who set the assessment, while the average rating for the usefulness 
of the assessment in improving performance was slightly lower. This reinforces the view that employers 
have the knowledge and capability to assess WBL and marks it as good practice. Here is respondent’s 
opinion of different statements regarding the relevance of the academic assessments: 

Statement Overall 
Grading 

HEI Set 
Criteria 

Employer Set 
Criteria 

The assignment set was relevant to my job 4.0 3.9 4.2 

The content of the assessment was useful to improve my job performance 3.7 3.3 4.2 

The grade I was given accurately reflected my job performance 4.0 3.6 4.6 

 
19 - Details of employers’ considerations in LV 
After the employers' opinion, study time greater attention should be paid to the programming, statistics, 
calculus, logistics and be able to find free time to acquire additional literature or software programs. 
The lack of practical skills and situations where the University’s Curriculum content is not relevant in 
practice, application of technology, students are unable to function effectively with the latest technologies 
and impedes the rapid integration into the labour market. 
 
20 - Details of employers’ considerations regarding employee’s practical skills development in LV 
Of course, every employer has its own specific requirements for potential IT workers who depend on the 
nature of the work, but language skills are required, particularly as it relates to English technical level.  
Young IT professionals make it easy to save their competitive on the labour market if they paid more 
attention to the various foreign languages learning, with a particular emphasis on directing English 
language learning at technical level. 
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2.2. Frameworks and standards 

UK (IT) & (H&C) ITALY (childcare) LV (IT) 
Many of the ICT and H&C 
courses had professional 
standards for knowledge, skills 
and performance that define the 
curricula and in some cases the 
structure of the courses. These 
are agreed between the HEI and 
the accrediting or certifying 
professional bodyxii. Both sets of 
standards are described in the 
curricula of the relevant courses. 
Individual HEIs also have their 
own frameworks, often based on 
learning outcomes. Staffordshire 
University has the following 
framework of learning outcomes 
that are used to inform all of its 
undergraduate modules and 
awards: 
− Knowledge & Understanding 
− Learning 
− Enquiry  
− Analysis 
− Problem Solving 
− Communication 
− Application 
− Reflection 

In addition, each award may 
specify one or more award-
specific learning outcomes that 
relate to the relevant area of 
work and/or study. 

The Italian Standards 
Organizationxiii had 
published the normsxiv 
for childhood 
requirements. 
The educators must have 
the secondary school 
diploma in pedagogy or 5 
years of experience in 
the sector supported by 
the specialization curse 
in pedagogy. 
Minimum skills and 
knowledge are required 
on the following 
subjects: 
- The English language 
- Basic knowledge of 

informatics 
- Rights for work and 

labour unions 
- Hygiene and safety 

of working place 
- Hygiene and 

nutrition 
- Elements of 

psychology 
- Professional ethics 

and pedagogy 
- Children education 
- Operative 

methodology 
- Painting  

Standards. 
There is approved on Government level the “Set of 
Profession’s Standards” in Latvia [3] that defines in details 
what knowledge and skills required for particular position. 
As an example follows some extractions from the 
“Programming engineer profession standard”. 
Standard consists of 5 parts devoted to: 
- General questions 
- Description of the employment 
- Necessary professional competence to pursuit the 

professional activities 
- Skills required for professional activities mission 
- Knowledge required for professional activities mission. 
There are defined: 
- 55 particular professional competences necessary for 

pursuing of professional activities, 
- 31 particular professional skills 
- 3 sets of required knowledge (on the picture, 

awareness and usage levels). 

More details in (21) on page Error! Bookmark not defined.. 
 
Certification. 
There are two directions in certification relating to IT skills 
and qualifications: 
- one for professionals, 
- the other to a wide range of people, from whom the 

employer require computer skillsxv. 
So there are two certification strands:  
- IT professionals who work with developments in 

businesses or organizations in the system is 
administered by other organizations, 

- and the second part - a large number of users having IT 
skills required in carrying out daily duties. 

More details in (22) on page 28. 
UL (PL) stated that out of 253 standards of qualifications defined so far, 19 are in the area of business and include for 
instance standards for financial analysts, accounting specialist, HR advisor, sales representative, commercial broker, 
marketing analyst and others. The qualification standards define skills and competences required for a given job. 
CRR (DK) stated that in tourist sector professional standards for knowledge, skills and performance are described in the 
curricula of the educations and practical educations have apprenticeship elements build into the programmes. 

                                                        
xii e.g. the British Computer Society – http://certifications.bcs.org and Royal College of Nursing – 
http://www.rcn.org.uk/development  
xiii Ente Nazionale di Unificazione Italiano - UNI http://www.uni.com 
xiv UNI 11034 (2003) “Servizi dell’infanzia – Requisiti del servizio” – (Services for childhood – Service requirements) 
xv -It usually is a skill to work with PowerPoint, Word, Excel, and minimal technical expertise, ability to send emails, work on a file 
server. In English, it is even a term - "Office productivity". 

http://certifications.bcs.org
http://www.rcn.org.uk/development
http://www.uni.com
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In majority of participating countries exists a set of professional standards for knowledge, skills and 
performance that define the curricula and in some cases the structure of the courses. These standards 
determine framework of learning outcomes as well as minimum level of skills and knowledge required. 
Sometimes (e.g. in Latvia) description of required competences, skills and knowledge is extremely detailed. 
Certification in IT sector envisages two directions -one for professionals and another one for a wide range 
of people. Therefore there are two certification strands: one for IT professionals who work with 
developments, maintenance or administration of IT systems and the second one for a large number of 
users having IT skills required in carrying out daily duties. 
Specific industry certifications are important, both for employees and companies. If the IT company wishes 
to participate in the tender for international projects, very often are asked: how many do you have certified 
technicians who will work on this project? Only then it may qualify for competitions. 

                                                        
Additional details regarding frameworks and standards  
21 - Details regarding “Programming engineer profession standard” in Latvia 

Description of the employment: 
programming engineer developing software based on functionality, quality and resource capacity, 
configuring the development environment and writing program code in accordance with design and coding 
guidelines; implement and maintain the software, and advises its users; preparation of the environment for 
the implementation of the software, as well as prepare a software test plan and carry out the required 
software changes; analysis of the existing situation; planning software projects; specific requirements and 
prepare the required user documentation; organized and run by programmers working groups, as well as 
systematic updating of knowledge and skills. 

Programming engineer working in companies engaged in software development, deployment, and 
maintenance. 

There are defined 55 particular professional competences necessary for pursuing of professional activities, 
starting from “The ability to encode, reading and understanding software design descriptions” till “Ability to 
communicate in the state language and two foreign languages”. 

There are defined 31 particular professional skills starting from “Use information technology industry 
standards” till “Manage two foreign languages at the level of communication”. 

There are defined also 3 sets of required knowledge: 
- on the picture level 
- on the awareness level 
- on the usage level 

To the first group refer “labour protection and ergonomics” and “software development project 
management”. Second group consists of 9 items from “economy and business” till “professional terms in 
the state language and two foreign languages”. Third group consists of 11 items such as “math; 
communication and professional ethics; application for classification and assignment; programming 
languages; database technologies; software development technologies; object-oriented programming; data 
structures and algorithms; internet technologies” and of cause state language and two foreign languages  
 
22 - Details regarding certification of IT skills in Latvia 
There is a set the standards, required in this qualification, and, by doing this, the person is issued a 
certificate. Specific industry certifications are important, both for companies and employees. If the IT 
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company wishes to participate in the tender for international projects, very often are asked: how many do 
you have certified technicians who will work on this project? Only then it may qualify for competitions. 
IT pros are mostly required for so-called manufacturer or vendor certifications - e.g. MS Certified network 
administrator or Cisco certified network administrator. 
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2.3. Educational practices in the sector 

2.3.1. Overall statements 

UK (IT) & (H&C)  DK (tourism) 
In 2006 the Leitch Review of Skills [4] identified the development of the UK’s workforce as 
one of the key elements in ensuring the UK’s competitiveness in the global economy. The 
government through the UK Commission for Employment and Skills (UKCES) and Sectors 
Skills Councils are promoting National Occupational Standards as a framework for identifying 
skills gaps and managing performance within organisations. This is in additional to other 
sector specific initiatives like the Knowledge and Skill Framework [5] in the H&S sector and 
the SFIA (http://www.sfia.org.uk/) in the CIT sector. This increasing awareness/use of 
performance management within organisations provides them with a better understanding 
of amount and type of training they need to improve workforce performance. In terms of 
work based learning this may lead to an increase in demand for work-based courses that can 
be linked specifically to the development objectives of the individual and the organisations 
work force through the WBL courses developed by the HEI. 
If HEI’s wish to capture this market then they will need to demonstrate the value of their 
academic programmes to employers by showing them the relevance of the learning 
outcomes (see above) to the employer’s performance targets. 
The WBLQUAL study is taking place at a time when ‘skills gaps’ are an important issue for the 
UK Government. Interestingly, the skills frameworks maybe useful in the alignment of 
academic and employer assessment in that they provide a common vocabulary and sets of 
standards, which both the HEIs and employers can use when discussing their needs. From 
the HEI perspective, the results of this study demonstrate the main drivers for undertaking 
WBL are either employability or career enhancement. HEIs are seeking to align the academic 
assessment of work based learning more closely with employer assessment to increase the 
relevance of the academic programmes and the value to potential learners.  

All agree on the need for 
stronger education, further 
education and life long 
learning on all levels in the 
sector: both practical skills, 
language skills and 
management skills. The 
Danish regions have in their 
input to a national strategy 
for tourism stresses the 
need for competence 
building and education in 
tourism, especially in the 
areas of creative and 
commercial competencies 
such as market and 
business development, 
innovation, IT, organization 
and management, 
communication, service and 
hospitality [6]. 

2.3.2. Educational practices 

UK (IT) UK (H&C) ITALY (childcare) LV (IT) DK (tourism) 
In the IT sector 
educational 
practices are 
informed by the 
skills frameworks 
adopted by 
industry. There 
are two main 
skills 
frameworks: the 
National 
Occupational 
Standards (NOS) 
produced by e-
Skill, which is the 
Sector Skills 
Council for IT and 
Telecoms and; 
the BCS’s Skills 
Framework for 
the Information 

The health and 
care sector has a 
relatively well 
developed 
assessment and 
development 
framework. Like 
the IT sector it has 
a set of national 
occupational 
standards, it also 
has the NHS 
Knowledge and 
Skills Framework 
(the NHS KSF). The 
KSF defines and 
describes the 
knowledge and 
skills which NHS 
staff need to apply 
in their work in 

In addition to the various institutional-
type measures, some training is 
conducted by employers for their own 
employees. Such activities may be 
funded solely out of the employers’ 
own resources or they may be eligible 
for a contribution from public bodies. 
 
The public provision of training 
 For example, the regions 
– as part of their continuing training 
activity – fund schemes conducted by 
training agencies or by employers 
themselves. Under Law 236/93, on 
the other hand, company training 
actions are funded directly by 
employers. 
More details in (25) on page 32. 
 
The private provision of training 
Besides the public-sector job-related 

Companies, 
of course, 
gladly accept 
certified 
professionals 
with specific 
knowledge. 
But at the 
same time, 
the IT 
company for 
a very large 
number of its 
employees 
are taught 
and certified 
by same, IT 
companies, 
staff training 
and further 
training 

Further education in the 
tourism sector is 
dominated by a mix of 
mandatory activities in 
order to carry out your 
business and job function, 
which is supplied by the 
public technical schools, 
sometimes in 
collaboration with 
business organisations) 
and often more fashion 
like activities (hot topics) 
offered by private actors 
by marketing channels.  

The educational profile is 
lower for tourism than the 
average and fewer 
employees have a further 
education. The 

http://www.sfia.org.uk/
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Age (SFIA). These 
two frameworks 
are 
complementary 
and describe the 
skills, knowledge 
and 
understanding 
required to 
complete a broad 
range of roles at 
different levels of 
seniority.  
More details in 
(23) on page 31. 

order to deliver 
quality services 
and; provides a 
‘single, consistent, 
comprehensive 
and explicit 
framework’ on 
which to base 
review and 
development of 
staff.  
More details in 
(24) on page 32. 

training provided by the school system 
and the regional vocational training 
system, the private sector also offers 
training without any support from the 
public purse but funded through 
enrolment and attendance fees paid 
by trainees. 
In some cases the regions grant 
recognition (riconoscimento) or 
authorisation (autorizzazione) to the 
providers of private vocational 
training, so that the certificates they 
issue are treated as equivalent to 
certificates obtained in the regional 
system. More details in (26) on page 
32. 

occurs 
continuously. 
Often the 
certification 
costs are as 
high as the 
same training 
course. 
More details 
about post-
graduate 
training in 
Latvia see in 
(27) on page 
33. 

explanation can be found 
in overrepresentation of 
SME´s and especially very 
small firms in the sector, 
the few educational 
possibilities specific for the 
sector and the location of 
the sector. Tourism is 
strong represented in rural 
and peripheral areas, 
where the educational 
level of the population is 
below average. 
More detail in (28) on 
page 33. 

Educational practices are informed by the skills frameworks adopted by industry. Majority of observed 
sectors have a relatively well developed assessment and development framework. In addition to the 
various institutional-type measures, some training is conducted by employers for their own employees. 
Especially it is typical for IT companies with a very large number of their employees – employees are taught 
and certified by the company. In such companies staff training and further training occurs continuously. 

Such self-training and self-certification may be funded solely out of company’s own resources or they may 
be eligible for a contribution from public bodies. 

Sometimes (like in Denmark tourist sector) the educational profile is lower than the average and fewer 
employees have a further education due to overrepresentation of SME´s and especially very small firms in 
the sector. 

The educational practices in several countries (Denmark, Latvia) are weak as the supply of sector specific 
educational possibilities, especially in HEI. For instance, the role of Latvian Universities in professional 
development and training of working graduates are minuscule that explains absence of information 
regarding Latvia in following section. 

                                                        
Additional details regarding educational practices in the sector 

23 - Details regarding competences required in UK IT sector 
The competencies defined in the frameworks cover a comprehensive range of issues associated with all 
aspects of a task from implementation, legal and business issues, management, communication and links to 
other processes, wider objectives and long term developmental plans. The primary focus of the 
competencies changes based on the seniority of the role, developing from mainly implementation to 
management. In addition to issue of process the senior competencies deal with issues of responsibility, 
specifically mentioning accountability and authorisation, and formal business and communication skills, 
again the competencies make mention of business strategy, negotiation, advice and mentoring. The 
importance of business and organisational skills within the IT sector is also echoed by the proliferation of IT 
standards in service delivery and governance, such as the IT Infrastructure Library (ITIL) and Control 
Objectives for Information and Related Technology (COBIT). 
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24 - Details regarding competences required in UK H&C sector 
The NHS KSF is made up of 30 dimensions. The dimensions identify broad functions that are required by the 
NHS to enable it to provide a good quality service to the public. Six of the dimensions are core which means 
that they are relevant to every post in the NHS; these are communication, personal and people 
development, health, safety and security, service improvement, quality and equality and diversity. The NHS 
also promotes the ‘Essence of Care’, which aims to support localised quality improvement. An integral part 
of the Essence of care is the promotion the use of benchmarking to define standards, against which 
performance can be evaluated. 
 
25 - Details regarding public provision of training in Italy 
In March 1997 in Italy 352 426 workers received specific in-house training. The schemes were directed 
towards initial job training for recruits/upgrading of skills, and the introduction of new technologies and 
organisational change, in almost equal proportions. Only a very small percentage of trainees were involved 
in continuing training for the purpose of retraining in other skills. 
Regarding the duration of the initiatives, on the whole the training has been for short or very short periods, 
less than a week or a month. This suggests that most continuing training schemes are directed at middle-
ranking or senior practitioners (executives, managers, etc.). 
In 1996 this training provision in general consisted of the conduct of 5 067 courses. Within the Public 
Administration, the departments offering the most extensive training were the central authorities. 
In ministerial departments, although this was where the largest number of civil servants were trained, it 
should be pointed out that only 33.4% of the personnel in service took advantage of these training 
initiatives and of these only 20.9% were women. 
The target groups for the training were mainly middle- and senior- level managers and intermediate 
executives, because of the need for modernisation in public administration. 
Initiatives promoted by the Chambers of Commerce which are independent associations performing the 
function of providing support to the system of companies, making use of 131 special agencies that offer 
highly specialised services. Training schemes are among the services they offer. 
With particular reference to continuing training activities, in 1996 the Chambers of Commerce directly 
administered 484 courses and, through special associate agencies, they conducted 1 556. Overall the 
number of participants was 49 859. 
 
26- Details regarding private provision of training in Italy 
Private-sector training, a dynamic and by now a quite considerable contributor to the overall supply of 
training, is greater in the service sector, at which 74% of the courses are directed (mainly concentrating on 
office work, which accounts for over 30% of total provision), followed by industry. The courses with highest 
attendance are in the fields of clothing/fashion, information technology, office work and various specialist 
branches of beauty care, followed at some distance by courses for careers in public relations and 
advertising, creative crafts, entertaining and the media. 
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27 - Details regarding post-graduate training in Latvia 
Regarding to portal http://niid.lv/ there are 13 professional development and training courses in Latvia 
devoted to Information Technologies and computers. From them 12 are related to overall professional 
growth and personal development and one specifically to Teachers’ training /professional development. 
Thematic areas are: Computer science - 8, Commerce and Administration - 4, Civil and military defence - 2, 
Teacher education and educational science - 1. 
Distribution by cities is as follows: Riga - 8, Jelgava - 2, Balvi - 1, Daugavpils - 1, Jekabpils - 1. All courses are 
implemented in Latvian; however 6 of them could be in Russian as well. 
Almost all courses (12) are implemented in “face to face” mode, one also could has distance learning mode 
and another one - e-learning mode. From 13 courses 12 are realised by private training companies and just 
one by High School. 
 
28 - Details regarding educational practice in Denmark 
The educational practices are weak as the supply of sector specific educational possibilities, especially in 
HEI. As a consequence of this the Region of Southern Denmark has established a project „experience 
academy” for the sector with EU funding for competence building in a partnership with tourist companies, 
municipalities and educational institutions (http://www.oplevelsernesacademy.dk/). 

http://niid.lv/
http://www.oplevelsernesacademy.dk/
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3.1. The role of HEI in providing WBL for (a) profession and (b) further development 

3.1.1. Overall statements 
UK (IT) & (H&C) ITALY (childcare) DK (tourism) 

Certain HEIs in the UK have 
considerable strengths in the 
provision of WBL. Typically, it 
is the ‘post 1992’ HEIs (i.e. 
those which were once 
polytechnics and colleges of 
FE) that provide the broadest 
range of WBL provision. 
Among the current leaders in 
WBL provision are Anglia 
Ruskin Universityxvi, the 
University of East Londonxvii, 
the University of Chesterxviii 

and Staffordshire 
Universityxix. 
More details in (29) on page 
35. 

The rise in the number of young 
people completing upper 
secondary school education and 
obtaining the diploma tends to 
defer the need for job-related 
training at tertiary level and has 
caused an explosion in the 
demand for post-diploma courses 
(within and outside the school, 
university and non-university). This 
has led to the need to develop this 
segment of training, in particular 
promoting differentiation by 
offering several training routes 
that reflect the various demands 
expressed by users.  

The WBL concept of individually negotiated 
learning with the employer, the employee 
and the university is not developed in 
Denmark. The university can have a dialogue 
with employers on curricula needs and ideas 
for seminar activities etc., but HEI offerings 
are typically open for all (with a fee) and not 
exclusively made for one employer. The 
employee (in job or unemployed) can have 
public support to 1 year of further education 
based on an individual learning plan. This can 
consist of different courses from different 
HEI programmes. This is based on an 
agreement between the HEI and the 
individual person entitled to the 1 year grant. 

3.1.2. WBL for profession 
UK (IT) & (H&C) ITALY (childcare) DK (tourism) 

The UK Government has a number 
of current programmes and 
initiatives that support WBLxx, 
although the emphasis appears to 
be on training and short courses 
rather than work-based education. 
HEi’s can therefore be expected to 
take the initiative in exploiting their 
relationships with employers and 
learners and using their strengths in 
vocation and reflective education to 
develop and deliver relevant WBL 
programmes that are attractive to 
the learner and useful to the 
employer. 

The courses generally take the form of short one-year 
cycles and in a few rare cases two-year cycles. They 
are aimed at young people who have taken their 
diploma of upper secondary education. This type of 
training is characterised by its high level of 
experimentation and a marked variety in the 
methodologies and teaching content. 
Training for special target groups (formazione per 
utenze speciali) embraces a wide and varied mixture 
of intervention measures, currently funded to a great 
extend by European Community funds. These include: 
initiatives aimed at groups at risk of exclusion, 
initiatives for women, and training schemes 
introduced by specific State or regional laws. 
More details in (30) on page35. 

HEIs in Denmark 
have a lot to offer 
in providing work 
based learning. 
The HEIs are also 
very active in 
offering open 
education activities 
(Masters, 
Diplomas, single 
courses and 
seminars) and it is 
an expanding type 
of activity. 

 

                                                        
xvi http://business.anglia.ac.uk/work-based-learning-uk.cfm 
xvii http://www.uel.ac.uk/wbl/ 
xviii http://www.chester.ac.uk/wblu 
xix http://www.staffs.ac.uk/ 
xx http://www.direct.gov.uk/en/EducationAndLearning/AdultLearning/TrainingAndWorkplaceLearning/index.htm 

3. Role of universities in WBL 

http://business.anglia.ac.uk/work-based-learning-uk.cfm
http://www.uel.ac.uk/wbl/
http://www.chester.ac.uk/wblu
http://www.staffs.ac.uk/
http://www.direct.gov.uk/en/EducationAndLearning/AdultLearning/TrainingAndWorkplaceLearning/index.htm
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3.1.3. WBL for further development 

UK (IT) & (H&C) ITALY (childcare) 
WBL is often linked with 
the concept of lifelong 
learning (LLL). Both 
exploit the ‘open’ 
relationship between 
the HEI and the learner 
through joint curriculum 
development, flexible 
entry and delivery and 
curriculum negotiation. 

Further legislative references to promoting their integration are to be found in the 
regulations on apprenticeship, work/training contracts and placements. Other 
opportunities arise from the two sectors which, in the European Community’s 
‘Employment’ initiative, are directed to disadvantaged groups, ‘Integra’ and ‘Horizon’. 
The main types of alternance training are apprenticeship and work/training 
contracts.More detail in (31) on page36. 
Apprenticeship (apprendistato) is a contract of employment that on the one hand 
places an obligation upon the employer to provide adequate vocational preparation by 
having the apprentice work side by side with skilled personnel and, on the other, 
imposes an obligation on the young person to attend training courses outside the 
workplace. More details in (32) on page36.  

Rising number of young people completing upper secondary school lead to the need for job-related training 
at tertiary level and has caused an explosion in the demand for post-diploma courses. Readiness to this 
differs between HEIs of participating countries Certain HEIs in the UK have considerable strengths in the 
provision of WBL especially those which were once polytechnics and colleges of further education whereas 
in Denmark the WBL concept of individually negotiated learning with the employer, the employee and the 
university is not developed. As was already mention HEIs of such countries like Latvia have not WBL 
programmes almost at all. This has led to the need of particular promoting differentiation by offering 
several training routes that reflect the various demands expressed by users. Such differentiating could be 
reached by offering of individual learning plans. It can consist of different courses from different HEI 
programmes and most probably has a duration of 1 year. 

 

                                                        
Additional details regarding the role of HEI in providing WBL 
29 - Details regarding the role of higher educational in UK 
The current economic climate in the UK is an obvious weakness to the proliferation of WBL as the rate of 
unemployment is high at the moment at 2.46 million. Also, the lack of experience of WBL on the part of 
some employers and HEIs may be holding back WBL as a growth sector in education. Clearly, the adage 
‘train your way out of recession’ is not being followed in some sectors as the press reports that ‘growthless 
jobs’ are common (http://www.guardian.co.uk/business/2011/may/18/uk-unemployment-what-
economists-say). 
 
30 - Details regarding WBL for profession in Italy 
Istruzione e Formazione Tecnica Superiore (IFTS) – Technical Higher Education: promoted by the Ministry of 
Public Education in all regions of Italy in order to response the labour market needs and to improve the 
professionalism of individuals. These educational and integrational ways (realized in collaboration between 
schools, universities, enterprises and educational agencies) in order to provide education for specialized 
engineers and professionals on post-secondary level. IFTS offers: 
- Complimentary course; 
- Certificate of obtained skills recognized on the national and European levels which allows working 

mobility 
- Education in public structures and stage within the enterprises, etc 

(http://www.unict.it/Pagina/Portale/Didattica/IFTS_Istruzione_e_Formazione_Tecnica_Superiore.aspx). 

http://www.guardian.co.uk/business/2011/may/18/uk-unemployment-what
http://www.unict.it/Pagina/Portale/Didattica/IFTS_Istruzione_e_Formazione_Tecnica_Superiore.aspx
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Istruzione professionale – Vocational Education: provides the occupational competences needed to enter 
the working world in the form of the basic competences needed to continue on to secondary or university 
education or to enter civil society. It is currently administered by the MIUR. Following the reform of the 
Constitution, it will be transferred to the Regions (http://www.isfol.it/isfol/dnload/vs_the italian vocational 
and educational%20system.pdf). 
 
31 - Details regarding work/training contract in Italy 
The work/training contract (contratto di formazione e lavoro) has performed a crucial role over the past ten 
years as a good channel for access to the labour market for young people. The arrangement caters for 
young people aged from 15 to 32. There are two types of contract: 
- the type A contract, aimed at the acquisition of advanced or intermediate vocational skills. The maximum 

duration is 24 months and there are 130 hours of theoretical training in the case of advanced skills and 80 
hours for intermediate skills. 

- the type B contract, facilitating integration into work by providing work experience that helps a young 
person adapt his or her vocational abilities to the production and organisation12 context. It may last for 
up to 12 months and include a minimum of 20 hours’ theoretical training. 

Subject to national regulations to the contrary, in initiating a work/training contract, the employer must 
draw up a training plan setting out the timing and procedures for the conduct of training and work and 
submit it to the competent Regional Employment Commission for approval. On-the-job training is not 
permitted. 
 
32 - Details regarding WBL for further development in Italy 
The regions have responsibility for implementing training programmes for apprentices. Nevertheless, 
although there are many regional regulations providing incentives for the recruitment of young people 
under apprenticeship contracts, the stabilisation of their occupational status and the reimbursement of 
training costs incurred by employers, only in a few cases have arrangements been made to set up the 
outside training courses. 
To make apprenticeship a more effective training instrument, Law 196 of 24 June 1997, ‘Regulations on the 
promotion of employment’, has outlined a new model of apprenticeship. This includes:  
- extending the age group concerned: the maximum age at which a young person can take up an 

apprenticeship is raised from 20 to 24 (26 for Southern Italian regions, while 29 continues to be the age 
limit for the craft trade sector). The minimum age is 16; 

- a reduction in the maximum duration of the contract from 5 to 4 years, with a minimum limit of 18 
months; 

- lifting of the restrictions on educational qualifications required for access to the apprenticeship contract; 
- the average number of hours to be devoted to training outside the workplace is 120, with contribution 

relief being granted to employers on condition that the apprentices actually attend the training activity. 
At present the laws and regulations and implementing directives are being defined and preliminary trial 
projects are being launched. 

Continuing training measures pursuant to Law 236/93. 

http://www.isfol.it/isfol/dnload/vs_the


 

37 

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 

                                                                                                                                                                                        

Law 236/93, under which part of the resources derived from the employers’ contributions of 0.30% of the 
wage bill are allocated to continuing training measures, has been implemented only in the past few years. 

The difficulties encountered by the regions in implementing Objective 4 led to different options being 
adopted in implementing Law 236, especially as regards procedures. The mechanism identified for the 
allocation of resources - order of presentation of applications and meeting requirements as to suitability, 
with priority being given to schemes agreed by the social partners - enabled the arrangement to be set up 
rapidly. 
The resources have been allocated to system schemes, schemes for the re-skilling and retraining of training 
agency operators: and in-company training schemes. For 1998 the sphere of company training schemes has 
been extended to include ‘individual training initiatives’ (azioni di formazione individuale), which consist of 
measures designed to balance and develop the skills already possessed by workers in employment, based 
on plans drawn up by the individual workers. 
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3.2.  Best examples of WBL done in HEI programmes 

3.2.1. Overall statements 
UK (H&C) ITALY (childcare) DK (tourism) 

Professional qualification for 
nursing and midwifery in the 
UK offers a good example of 
the integration of WBL into the 
CPD of a professional body. 
The UKCC Commission for 
Nursing and Midwifery 
Education undertook a review 
of pre-registration nursing and 
midwifery education in the UK 
in the late 1990s. Its report [7] 
recommended a substantial 
revision of the existing pre-
registration nursing and 
midwifery curriculum to 
accentuate the quality of 
learning ‘on the job’, more 
involving clinical placements, 
more flexible entry and exit 
points and collaborative 
working. 

Adult Education (EDA) is the 
set of formal educational 
opportunities (through school 
and vocational training) and 
non-formal (similar initiatives 
that are cultural, social, or in 
any case related to various 
aspects of community life), 
and informal for citizens in 
adulthood. Together, they 
are designed to ensure the 
right to lifelong learning, and 
also to one’s full exercise of 
citizenship. Adult learning in 
the education system is made 
possible through the 
Permanent Regional Centres 
(CTPs) and their networks of 
schoolsxxi. 

WBL is generally found in HEI programmes (especially 
open university masters’ programmes) as a part of 
blended learning methods, where students have project 
based assignments (individually or in groups) and work 
problem based. It is here possible for the students to 
work with tasks related with their workplace and job 
functions. Often students choose a topic for their 
project work (and master’s thesis project) which is 
relevant for their present or anticipated future job 
functions. This kind of work related learning is often 
seen in cases, where student fees is paid by the 
employer and the learning activity is part of an 
agreement on the training and further education 
activity. 
Work based learning is also indirectly and informally 
activated in HEI programmes in the form of student 
networking and exchange of experiences. Participation 
in further learning activities gives room for self 
reflection and exchange of experiences among the 
students and this is often promoted as part of blended 
learning methods. 

3.2.2. Best examples 
UK (H&C) ITALY (childcare) 

The Nursing and Midwifery Council (NMC), which 
replaced the UKCC, now sets standards for nursing 
education and sets guidelines for practice and 
professional conduct that inform nursing 
education in all HEIs. The NMC's Standards of 
Proficiency (SoP) for pre-registration nursing 
education (Nursing & Midwifery Council 2004) and 
the Quality Assurance Agency (QAA) Subject 
Benchmark Statement for Healthcare programmes 
(Quality Assurance Agency for Higher Education 
2001) provide a general framework for providing 
consistency in pre-registration nursing. The NMC 
sets the standards for clinical placement 
arrangements and requires that, ‘The balance of 
learning ... [to] be 50% practice and 50% theory in 
both CFP and branch programmes. A period of 
clinical practice of at least three months, towards 
the end of the pre-registration programme, is 

SISSIS – La Scuola Interuniversitaria Siciliana di Specializzazione per 
l’Insegnamento – Sicilian Post – University school for specialization 
in higher education teaching. It is a didactical structure of 
Universities from Catania, Messina and Palermo with the aim – 
education providing for teachers of secondary school of I and II 
grades in order to meet interests of the potential employersxxiii. 
ISFOL– Istituto per lo Sviluppo della Formazione Professionale dei 
Lavoratori, Via G.B. Morgagni 33 00161 Roma, Italy. ISFOL is the 
Institute for professional training for workers, an agency of the 
Ministry of Labour and Social Security. It conducts and promotes 
activities of study, research, experimentation, documentation, 
information and evaluation, consultancy and technical assistance to 
the State, Regional and Provincial Administrations about two macro 
themes: labour market and the social policies; training policies and 
systems. In particular, the research activities in the field of policies 
and training systems concerns: policies and supplies for initial, 
continuing and permanent vocational training; accreditation and 
quality of training system structural and human resources; guidance 

                                                        
xxi http://ifl.regione.marche.it/Thematicfield/Education/EDAAdultEducation.aspx 

http://ifl.regione.marche.it/Thematicfield/Education/EDAAdultEducation.aspx
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required to enable students to consolidate their 
education and their competence in practice. xxii 
Nursing students are required to ‘be directed 
throughout by the approved educational 
institution’ (Nursing & Midwifery Council 2004). 

policies and devices to support lifelong learning policies; learning 
and eLearning methodologies aimed at defining standard and tools 
for certification and recognition of competences. Concerning 
eLearning subject, ISFOL carried out the online Permanent Training 
System project (SPF online)xxiv. 

WBL is generally found in HEI programmes (especially open university masters’ programmes) as a part of 
blended learning methods, where students have project based assignments (individually or in groups) and 
work problem based. Often students choose a topic for their project work (and master’s thesis project) 
which is relevant for their present or anticipated future job functions. It is recommended accentuate the 
quality of learning “on the job”, more involving placements, more flexible entry and exit points as well as 
collaborative working. It is recommended also that the balance of learning to be 50% practice and 50% 
theory herewith students are required to be directed throughout by the approved educational institution. 

                                                                                                                                                                                        
xxiii http://www.unict.it/Pagina/Sissis/Sissis_2.aspx 
xxii Nursing & Midwifery Council 2004, p. 17. 
xxiv http://www.formatex.org/micte2009/book/776-778.pdf 

http://www.unict.it/Pagina/Sissis/Sissis_2.aspx
http://www.formatex.org/micte2009/book/776-778.pdf
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3.3. Employees view on the education in HEI 

3.3.1. Overall statements 

This part of research partially is based on secondary analysis of already existing information (Denmark) and 
partially on the base of primary information derived from questionnaires (Italy, Latvia) described in Part II 
of this report. UK partner derives information from in-depth interview (IDI) described in Part III of this 
report whereas Polish case spans both primary and secondary data. 

UK (IT) UK (H&C) ITALY (childcare) LV (IT) PL (Business) DK (tourism) 
Consideration 
regarding UK 
IT sector was 
made on the 
base of in-
depth 
interview of 
Information 
Technologist 
in a 
Healthcare 
Trust – see 
learner’s 
profile in 
section 5.2.1 
on page 62. 

Consideration 
regarding UK 
H&C sector 
was made on 
the base of 
in-depth 
interview of 
Occupational 
Therapist in a 
Healthcare 
Trust – see 
learner’s 
profile in 
section 5.1.1 
on page 58. 

Results are 
derived from a 
non-
representative 
Local Survey 
which 
interested 
different 
engaged 
operators both 
in private and 
public sectors 
plus one NGO 
representative. 
Respondents 
are mainly 
active in 
businesses like 
Utilities, 
Educational 
services, Health 
care or social 
assistance and 
others. 
 

Majority of 41 
respondents 
represent IT 
sector working 
almost equally in 
private and 
public 
organisations. 
From them 15 
respondents 
work as 
programmers, 6 
as developers, 5 
– project / 
department 
managers. Rest 
of respondents 
work as 
consultants, 
administrators, 
system analysts 
and test 
engineers. 
Majority of them 
(90%) are full-
time employees. 
More details 
could be found in 
section 4.1 
starting from 
page 44. 

25 respondents 
represent 10 
sectors, mainly 
“Real trade”, 
“Manufacturing”, 
“Construction” 
and “Education “. 
Majority of the 
employees are 
working in the 
private sector 
organisations 
(80%). 
More details 
could be found in 
section 4.1 
starting from 
page 44. 
 

The national competence 
accounts, Ministry of Education 
(2005) includes an evaluation of 
further education in Denmark.  
Work life learning or learning on 
the job is measured along 5 
dimensions: 
− work in new groups/teams, 
− work with new challenges and 

work with new technology, 
− experienced change in 

responsibilities at work , 
− and experienced change 

number of collaborative 
partners at work. 

It is clear, that the higher level of 
education, the higher you score on 
the job learning in all 5 
dimensions. The same holds for 
the position in the organization: 
the higher managerial level, the 
higher on the job learning [8]. 
Learners’ evaluation of HEI 
education in tourism is not 
available. Employee views on 
education are reported with 
evaluations of further education 
and master programmes from 
other sectors. 

3.3.2. Employees views on the education in HEI 

UK (IT) UK (H&C) ITALY (childcare) LV (IT) DK (tourism) 
Learner in his IDI 
reported that WBL is 
something into which 
his organisation (the IT 
department of an NHS 
trust) should invest 
time, money and 
management 
encouragement and 

Learner in her IDI 
reported that the 
WBL programmes 
operated by the 
NHS trust are a 
sound basis for 
promotion or 
movement within 
organisation. She 

PRIVATE SECTOR. 
Interviewed considered 
HEI study programs 
really useful to acquire 
new skills and 
knowledge to work in 
this sector. 
They have appreciated 
the most the possibility 

Results of 
survey do not 
show 
satisfaction or 
dissatisfaction 
of student on 
suitability of 
academic 
study 

Evaluation of further education 
shows, that while 70% have 
experienced increased job 
satisfaction as a result, 50% 
experienced increased productivity 
and 35% experienced, that the 
further education resulted in 
extension of job functions. In the 
IDI with the employed project 
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effort. He feels that 
larger organisations 
such as his can take 
more of a risk in terms 
of the return they 
expect from such 
investments. His 
opinion is that smaller 
organisations (e.g. 
SMEs) need someone 
to come in quickly and 
do the job 
immediately, whereas 
large organisations 
(such as the NHS HIS) 
have more resources 
and can take more 
risks with people who 
are studying and allow 
them more time for 
study and reflection 
[9]. 
 
Learner feels that, 
based on his own 
experience, the 
returns for an 
employer are likely 
worth the investment 
of resources in WBL. 
The returns for the HEI 
are less easy to 
quantify, but it is 
noted that examples 
of WBL ‘best practice’ 
are beginning to find 
their way into the 
learning material that 
his university uses to 
deliver the WBL and 
he feels that this 
increases its 
relevance. 

anticipates that 
there will be 
opportunities for 
further WBL. The 
only problem she 
can see is the lack 
of funding for 
‘private’ external 
courses during the 
current economic 
crisis, but she 
knows that the 
employer (a NHS 
trust) will continue 
to offer courses 
and in-service 
training and 
shadowing 
opportunities for 
her that will help 
to develop end 
enhance her 
career. She feels 
that learners are 
very much 
encouraged to 
engage in formal 
WBL programmes 
in the NHS and this 
is put into people’s 
appraisals that this 
is what they are 
expected to be 
doing. Learner 
reports herself to 
be satisfied with 
the assessment 
and with the 
alignment of the 
learning objectives 
with her own 
educational needs. 
More details in 
(33) on page42. 

of great interaction in 
classroom setting, the 
practical nature of 
courses and finally the 
opportunity to exchange 
experiences with other 
few workers by a peer 
to peer approach which 
has been considered as 
an “added value”.  
Considering the impact 
of the course, in the 
short term it was more 
related to personal 
development (self 
reflection / awareness / 
confidence). While in 
the long run they’d like 
to have more 
opportunities related to 
their future career. 
 
PUBLIC SECTOR  
Interviewed considered 
HEI study programmes 
really useful also 
because they have 
compulsory 5 days 
training per year 
according to the Italian 
law. Most of them 
considered the course 
(details in (34) on page 
42) as not relevant for 
their job career on a 
short nor long term 
view, because most 
courses end in itself – 
no follow up, no 
multiplication effect 
peer to peer – no 
evaluation, no 
assessment – no impact 
on colleagues or the 
institution itself. 

programme 
to their 
profession. 
However 
regarding 
methods of 
assessment 
one can 
conclude that 
students 
consider 
them as so-
so. Students 
also consider 
that employer 
and academic 
assessment 
should be 
more closely 
aligned in 
variety of 
ways: in way 
students are 
assessed, 
their skills are 
assessed, 
criteria for 
judgement 
and feedback 
given. 
Meanwhile 
more close 
academia and 
employer 
assessment 
alignments 
should give 
more value to 
students, 
employer and 
encourage 
students to 
improve their 
performance 
at work. 

coordinatorxxv, it is stated that:  
- The possibilities for HEI further 

education is not visible and 
promoted; 

- The HEI offerings of diploma and 
masters do not feed employee 
needs in subjects and duration. 
Shorter courses are in demand 
(e.g. 3 weeks) with practical 
elements included; 

- Network opportunities with 
colleagues from other firms are 
highly valued as part of the 
learning outcome of further 
education activities. 

The general conclusions from 
available evaluations of HEI further 
education programmes observes 
that: 
- Blended learning methods are 

positive, but distant learning can 
not totally take over from class 
room activities and physical 
meetings; 

- Practical elements in teaching 
are considered positive; 

- Personal supervision is very 
important. 

Across areas, there has been 
recorded the largest satisfaction 
among the students on the 
contribution of supervision and 
the academic level. The individual 
supervision of the learner has a 
great importance for the learning 
outcome. Only approximate one 
quarter of students are satisfied 
with the organization of the 
activities and with communication 
and dissemination. More than half 
of the students response that the 
teaching „to some extent” been 
related to the learning objectives 
statedxxvi. 
More details in (35) on page 43. 

                                                        
xxv at Geocenter Møns Klint (Museum, South Sealand). The statements are based on the learners experience with a 1 day HEI course 
activity on social media communication. The activity was negotiated with the employer. 
xxvi These conclusions are based on an online survey among students at Danish Pedagogical University School (DPU), spring 2011, 
confined to organization and communication issues and academic level and learning outcomes 
http://www.dpu.dk/uddannelse/faktaomuddannelserne/evalueringer-foraar-2011/ 

http://www.dpu.dk/uddannelse/faktaomuddannelserne/evalueringer-foraar-2011/
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UL (PL). In Poland as many as 42.7% of graduates believe they do not receive suitable knowledge and skills on academic 
programmes. As it is claimed (eg. Jelonek 2011), the mismatch is not a qualification mismatch, but rather competence 
mismatch. As many as 64.2% of graduates regard their study programme only as a good basis for further learning on the 
job. 

An opinion of learners regarding education in HEIs differs from country to country and in private and public 
organisations even in the same or similar sectors. UK learner from H&C sector considers that programmes 
operated by the national authority are a sound basis for promotion or movement within organisation. 
Italian learners from private organisations in childcare sector considered that HEI study programs really 
useful to acquire new skills and knowledge to work in this sector. At the same time Italian learners from 
public organisations in childcare sector considered proposed courses as not relevant for their job career 
neither on a short nor on long term view, because most courses end in itself – no follow up, no 
multiplication effect peer to peer, no evaluation, no assessment, no impact on colleagues or the institution 
itself. Almost half of graduates in Polish business sector believe they do not receive suitable knowledge and 
skills on academic programmes. This mismatch is not a qualification mismatch, but rather competence 
mismatch. Two thirds of graduates regard their study programme only as a good basis for further learning 
on the job.  

Despite of a sector and country learners very appreciate possibility of great interaction in classroom setting, 
the practical nature of courses and finally the opportunity to exchange experiences with other few workers 
by a peer to peer approach. 

However regarding methods of assessment one can conclude that students consider them as so-so. 
Students also consider that employer and academic assessment should be more closely aligned in variety of 
ways: in way students are assessed, their skills are assessed, criteria for judgement and feedback given. 

It is interesting also what learners considered that WBL is something into which organisations should invest 
time, money, management encouragement and effort. Herewith larger organisations can take more of a 
risk in terms of the return they expect from such investments rather than smaller organisations (e.g. SMEs) 
which need someone to come in quickly and do the job immediately. As WBL barrier was mention the lack 
of funding for ‘private’ external courses during the current economic crisis. 

                                                        
Additional details regarding employees view on the education in HEI 
33 - Details regarding WBL in UK H&C sector’s HEIs 
There is probably a need to align assessment more closely would increase the value of the WBL. The 
analysis of the questionnaires showed that 75% of the respondents thought alignment would make both 
assessments more value to them personally and would encourage them to improve their work 
performance. Half of the respondents thought alignment would make assessment of more value to their 
employer. 
 
34 - Example of WBL courses in Italian childcare sector 

The courses for schoolteachers are provided by 
− private institutions/organisation that got accreditation by the Ministry of Education 
− or as in-door training inside the schools. 

The fee for the course (and the mobility to the training venue as well as subsistence costs) are often on 
own expenses. 
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Teachers know so well that courses need just for titles and certificates to have the chance of choice in 
which school they want to work in (geographical position). Teachers with the minimum score risk even to 
lose the job if there are not enough pupils to create a single class. In this case these teachers hope to at 
least can become replacement teachers. 
 
35 - Details regarding WBL in Danish tourist sector’s HEIs 
University of Southern Denmark has implemented a blended learning concept for its diploma programme in 
business economics (open university). The concept implies that the learner is not only engaged in class 
room teaching (after work hours) but also by means of other materials and methods applicable in distant 
settings. There is an e-learning platform, where learning activities takes place and a series of instructive 
videos have been produced for the students. Especially the videos with concrete examples and precise 
instructions are rated high as a learning tool for the students. 
Students have been asked to the practical relevance of the teaching and responds that assignments where 
practical oriented, but they miss more practical elements in the feed back to their assignments. Generally 
the students find that the blended learning concept is good as a supplement to traditional classroom 
education 
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PART II (Based on online Questionnaires for Employees) 
 
4. The answers 

The structure of Questionnaire is given in ANNEX 2 on page 89. Diagrams in further text show overall 
(integrated within partners’ countries) collected results while comments after diagram explain national 
particularities. Complete national versions of answers are given from ANNEX 4 till ANNEX 7. 

4.1. General information 

Q.1. What type of employer do you work for? 

Q.1.1. Organisation size (average employment) 

 

Majority from Polish respondents (36%) works in the organisations with “10-49” employees, 24% of 
respondents work in organisations with “50-249” employees and “250 and more” employees. Only 16 
percents work in organisations with “up to 9” employees. In Latvia employees are mainly working in 
organisations with “50-249” employees (37%) and “250 and more” employees (32%), less in organisations 
with “10-49” employees (24%) and “up to 9” employees (7%). One can conclude that large, medium and 
small companies are presented in the survey almost equally. Micro-companies are presented as well. 

Q.1.2. Main business activity of organisation 
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The questionnaire in UK targeted respondents from two industrial sectors and predominantly attracted 
responses from two different types of students, IT placement students and Health & Care (H&C) students in 
permanent employment. In Italy the employees are mainly active in businesses like Utilities, Educational 
services, Health care or social assistance and others. In Latvia respondents represent more than 20 industry 
sectors, however majority of them are from Information Technology sector (61%). Polish respondents 
represent 10 sectors, distribution of respondents between these sectors are more or less equal, e.g. 20 
percent from “Real trade”, by 12 percents from “Manufacturing”, Construction”, “Education “ etc. 

Almost half of respondents represent Information Technology sector, whereas Health and social care, 
Finance and insurance, Educational services and Retail trade totally form another third part of participants. 
The rest of sectors are presented scanty – about 1 percent each. 

Q.1.3. Private or public sector organisation 

 

In Poland majority of the employees are working in the private sector organisations (80%). In Italy the 
employees are mainly active in the public and the private sector plus one NGO representative. Distribution 
of Latvian respondents between the private and public sectors are more or less equal – 50% work in the 
private sector and 48% in the public sector. So totally private sector is presented almost as more as twice as 
public sector. 

Q.1.4. Geographic location 

105 respondents answered in total to questionnaire. 32 respondents were from UK, 7 – from Italy, 25 – 
from Poland and 41 – from Latvia. 

 
Q.2. Job title 

In Latvia 15 respondents work as programmers, 6 as developers, 5 – project/department managers. Rest of 
respondents work as consultants, administrators, system analysts and test engineers. 

 
Q.3. Type of employment 

 

In Poland and Latvia the respondents are mainly working as full-time employees – 80% in Poland and 90% 
in Latvia. 
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Q.4. If you are currently on the academic programme or recently graduated? 

 
56% of Polish respondents are permanent employees enrolled in academic programme, 32% currently are 
not on academic programme, rest of respondents currently are studying or are graduate trainees. In Latvia 
situation is similar to Poland, because majority of respondents are permanent employees enrolled in 
academic programme (77%). Only 15 percent of Latvian respondents are graduate trainees and 8% of 
respondents are currently studying. 

4.2. Learning needs 

Q.5. Which of the following best describe your learning needs? 

In Poland the most mentioned learning needs are the following: Managerial (44%), IT (24%) and People 
skills (16%). In Italy the most perceived learning needs include the following competences and skills: People 
skills (43%), Technical (29%) and IT (29%). In Latvia majority of respondents as learning needs mentions IT 
knowledge (65%), less – Technical knowledge (21%) and Management knowledge (9%). 

Q.6. Which of the following best describes your preferred method of delivery? 

 

In Poland the preferred methods of delivery are “Peer learning/project work” (56%) and “Work based” 
(56%). Rest of responses are more or less equal: “Lecturer led” (28%), “Collaborative” (24%), “Research 

8%

11%

13%

69%
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based” (24%), “Block release” (20%) etc. In Italy the preferred methods of delivery are (in the order of 
the most frequent selected items): “ Work based” (86%), “Collaborative” (71%), “Self-studies” (57%), 
“Books” (43%), “Research based” (29%), “Block release” (14%), “Distance learning, online” (14%). In Latvia 
the preferred methods of delivery are: “Work based” (63%), “Self-studies” (49%) and “Peer 
learning/project work” (43%). 

Q.7. Which of the following best describes your personal aspirations in regard to WBL? 

 

Answering this question, respondents had to rank answers: 1 (most important), so as less is the total score 
as important is considered aspect. In UK the highest ratings for personal aspirations IT students give to 
“Improved employability” (2.6) and “Career enhancement” (2.7), but Health & Care students – to “Career 
enhancement” (2.1) and “Personal development” (2.2). In Poland the highest ratings for personal 
aspirations respondents give to “Salary increase” (2.4) and “Personal development” (2.9). In Latvia the 
highest ratings for personal aspirations respondents give to “Upskilling” (2.0) and “Personal development” 
(2.8). 

Q.8. Which of the following drivers mostly affect your needs and aspirations? 

 

In UK 78% of the H&C students put ‘job security’ as their main driver, compared with on 23% of IT students. 
The majority of the IT student’s responses were evenly divided between the other options, ‘Economic’ and 
‘New Technology’. In Poland 48% of the respondents as main driver mention “Job security”, 40% – “New 
technology” and only 12% – “Economic”. In Latvia 78% of the respondents put “New technology” as their 
main driver and only 22% – “Job security”. 

4.3. Education 

Q.9. Are you currently in an academic programme? 

In Latvia 61% of the respondents currently are in an academic programme. 

 
Q.10. Have you recently (1-3 years ago) completed an academic programme? 
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68% of the Polish respondents and all Latvian respondents recently have completed an academic 
programme. 

Q.12. Which of the following types of assessment best describe those you were given in your academic 
programme? 

 
In Poland the highest ratings for types of assessment the respondents give to “Examinations” and “Multiple 
choice tests”. In Italy the highest ratings for types of assessment the respondents give to “Vivas” (80%), 
“Essays” (60%), “Examinations” (40%) and “Multiple choice tests” (40%). In Latvia the highest ratings for 
types of assessment the respondents give to “Examinations”, “Reports” and “Presentations”. 

Q.13. In your opinion to what extent were the assessments on your academic programme aimed at 
assessing? 

 

Answering this question, respondents had to evaluate answers using the scale: 1 (not aimed) – 5 (totally 
aimed). In UK the IT students the highest ratings give to “Academic knowledge” (4.3) and H&C students give 
to “Work based knowledge” (4.5). In Poland the highest rating respondents give to “Academic knowledge” 
(average rating 4.1). Italian respondents the highest ratings also give to “Academic knowledge” (average 
rating 4.8). Distribution of Latvian respondents between answers is more or less equal: “Academic 
knowledge” (4.0), “Work based performance of their job” (3.2) and “Work based knowledge” (3.0). 
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Q.14. Besides academic specific skills/knowledge have any of the following been assessed? 

 
In UK besides academic specific skills/knowledge as the most assessed skills are mentioned the following: 
“Team working skills” (83%), “Written communication skills” (76%), “Oral communication skills” (66%), 
“Time management” (66%) and “Attendance” (62%). In Poland as the most assessed skills are mentioned 
the following: “Team working skills” (88%), “Oral communication skills” (77%) and “Attendance” (65%). In 
Italy as the most assessed skills are mentioned “Oral communication skills” (80%) and “Attendance” (60%). 
In Latvia besides academic specific skills/knowledge as the most assessed skills are mentioned the 
following: “Attendance” (63%), “Time management” (63%) and “General IT skills” (60%). 

4.4. Performance assessment at work 

4.4.1. Within academic programmes 

Q.15. Did (does) your formal academic qualification contain a work based component? 

 

In UK the primary type of work based component for the IT students is a placement. By contrast the H&C 
students predominantly were involved in a work experience or had no academically assessed works based 
component in their academic programme. The majority of the Polish respondents state that formal 
academic qualification did not contain any of the mentioned work based components (52%). In 32% of 
responses as answer is given “Internship”. In Italy many formal academic qualifications include a placement 
as work based component in (43% of responses) while the other half states that none of the suggested 
components (Placement / Internship / Work experience) is/was foreseen by their academic studies. In 
Latvia formal academic qualification contains a “Placement” (52% of responses) and “Internship” (29% of 
responses) as work based component. 
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Q.16. This was assessed by 

 

In UK for the IT students a placement is assessed by their work supervisor or a combination of both 
academic tutor and work supervisor. By contrast the H&C students predominantly are involved in a work 
experience or have no academically assessed works based component in their academic programme, which 
meant the majority H&C students indicated that they were not assessed by anyone. Distribution of Polish 
respondents between the answers is equal (31%) for “Academic tutor”, “Work-based supervisor” and 
“None”. In Italy work based components are assessed by the academic tutor in 29% of the cases; same 
percentage for not assessed while the other 43% optioned for other. In Latvia work based components are 
assessed by the “Work-based supervisor” (54%) and “Both academic tutor and work-based supervisor” 
(38%). 

Q.17. What method of assessment was used? 

 
In UK the most frequently reported method used in assessment is “Reports” with 92% of responses; the 
next is “Observations” with 58% of responses, beyond this the number of responses is quite low, with 
presentations receiving only 20% of responses and essay just 17%. In Poland the most frequently reported 
method used in assessment is also “Reports” (88% of responses). The next are “Research papers” with 50% 
of responses, ”Presentations” (38%) and “Observations” (38%). In Italy the distribution of respondents 
between the answers is equal – 50% to “Observations”, “Presentations”, “Examinations” “Multiple choice 
tests” and “Vivas”. In Latvia the most frequently reported method used in assessment is also “Reports” 
(83% of responses). After this answer follow “Presentations” with 48% and “Vivas” with 39%. 
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Q.18. Which body writes (wrote) the assessment criteria for your assessment? 

 

In UK HEI’s are the most common criteria setting body (12 responses). However, there were five students 
whose assessment criteria had been written by their employer. In Poland the majority of responses are 
divided between “Employer” and “HEI” (63% of responses). In Italy the criteria for the assessment have 
been chosen by “Other” in 71% of cases, “Employer” and “External organisation” in 14% of cases. In Latvia 
the most common criteria setting body is HEI (68% of responses). The next is “Employer” with 37% of 
responses. 

Q.19. Does (did) your employer contribute to the grade you were given for your WB assessment if so 
how? 

 

In Poland by asking if the employer contributes to the grade you were given for your WB assessment there 
63% is given to answer “No”. Only 25% is to “Yes, informally” and 13% to “Yes, formally”. In Italy by asking 
if the employer contributes to the grade you were given for your WB assessment there is a half-half. In 
Latvia 57% of responses is given to answer “Yes, formally”. The next are “Yes, informally” with 33% of 
responses and “No” with 10%. 

Q.20. Which of the following best describes your opinion of the academic assessments taken during your 
work? 

 

Answering this question, respondents had to evaluate answers using the scale: 1 (totally disagree) – 5 
(totally agree). In UK the highest ratings are given to “The grade I was given accurately reflected my job 
performance” and “The assignment set was relevant to my job” (average rating is 4.0). In Poland the 
highest rating respondents give to “The grade I was given accurately reflected my job performance” 
(average rating is 2.9). Italian respondents’ ratings are equally divided between all answers (average rating 
is 3.5). In Latvia the highest rating is also given to “The assignment set was relevant to my job” (average 
rating is 4.2). 
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Q.21. Do you have experience of full time study within an HEI? 

 

In Poland 75% of respondents have experience of full time study within an HEI. In Latvia all respondents 
have experience of full time study within an HEI. 

Q.22. In your opinion were the policies and procedures the same for WB assessments and assessments of 
traditional (full time) programmes such as? 

 

In Poland 60% of respondents think that ”Feedback”, “Submission regulations” and “Grading criteria” were 
the same for WB assessments and assessments of traditional (full time) programmes. In Latvia 38% of 
respondents think that ”Feedback” was the same for WB assessments and assessments of traditional (full 
time) programmes. The next are “Submission regulations” with 31% of responses and “Grading criteria” 
with 19%. 

4.4.2. Outside of academic programmes 

Q.23. Who is responsible for assessing your performance at work? 

 
In UK for both sectors over 80% of respondents are assessed by their “Line manager”. In Poland it is “Line 
manager” who is responsible for assessing the performance at work. In Italy it is mainly the “Line manager” 
of the organisation who is responsible for assessing the performance. In Latvia in 93% of cases it is “Line 
manager” and in 45% of cases – “Peers”. 

Q.24. Can you confidently say that your performance at work is…? 
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In UK 93% of the respondents class their performance as either “ V ery good” or “Excellent”. In Poland 
73% of respondents say that their performance at work is “Very good”. In Latvia 41% of responses are given 
to “Very good” and ”Improving”. 

Q.25. Describe the criteria you use to justify your assessment of your performance 

 

In UK the largest proportion of respondents (86%) identified “Feedback from line managers” as justification 
for their assessment of performance. “Self awareness” (79%) and “Feedback from colleagues” (76%) were 
the next most cited criteria. In Poland respondents as most used criteria to justify their assessment of their 
performance mention “Feedback from line managers” (86% of responses). The next are “Feedback from 
costumers” (59%), “Self awareness” (55%) and “Feedback from colleagues” (55%). In Latvia respondents as 
most used criteria mention “Feedback from line managers” (76% of responses). The next most cited criteria 
are “Self awareness” (69%), “Feedback from colleagues” (69%) and Feedback from costumers” (45%). 

Q.26. Which of the following best describes your interpretation of ”good performance” when applied to 
your job? 

 
Answering this question, respondents had to rank answers: 1 (most relevant) therefore as less is the score 
as more relevant considered aspect is. 

In UK the results show broad similarities with the top ranked performance measures, like “Job results – 
quality”, “Job related knowledge and skills”, “Personal and people skills”, “Team performance” and 
“Organisational skills”, important to both sectors. In Poland the highest ratings are given to “Job results – 
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quality”, “Job related knowledge and skills” and “Job outputs – quality”. In Italy the interpretation of ”good 
performance” when applied to learners’/employees’ job is linked with the economical/profit aspect, 
directly proportional to the cost effectiveness and the profit generation. While personal and people skills 
and even the quality of the job results are less valued as important for a positive performance. In Latvia the 
highest ratings are given to “Job results – quality”, “Job related knowledge and skills”, “Job outputs – 
quality”, “Time management” and “Organisational skills”. 

Q.27. Which of the following best describes the methods and approaches used by employers in the 
assessment of your performance in the work place (outside of academic programmes)? 

 
In UK for both sectors over 70% of respondents are assessed using “Appraisals”. In Poland 41% of 
respondents are assessed using “CPD targets”, 32% using “Appraisals” and 23% using “Career increments”. 
Distribution of Latvian respondents between the answers is more or less equal – 35% to “Career 
increments”, 31% to “Appraisals” and 27% to “CPD targets”. 

Q.28. Which of the following best describes the type of assessment that you have? 

 
In UK “Manager appraisal” is the commonly selected option both overall and by sector. The rest of the 
results broadly similar across the sectors, the notable exceptions being: the formality of the assessment, 
which is mixed in the IT sector but mainly informal in the H&C sector and; the use of professional 
development objectives in the assessment of over a third of H&C respondents, but only 10% of IT 
respondents. In Poland “Manager appraisal” is also the most mentioned answer (59% of responses). The 
next most cited types of assessment are “Self-appraisal” (41%), “Customer appraisal” (32%) and “Peer 
appraisal” (32%). In Latvia the most selected answer is “Manager appraisal” (78% of responses). The next 
most cited types of assessment are “Informal” (44%) and “Self-appraisal” (37%). 
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Q.29. How often are you assessed at work? 

 

In UK the majority of H&C students were assessed annually, whereas the majority of responses from the IT 
placement students were split between ‘No exact period’ (37%) and ‘Once a year’ (32%). In Poland 50% of 
respondents do not have exact period for assessment. 18% of respondents are assessed once a year and 
once in half a year. In Latvia 37% of respondents do not have exact period for assessment. 30% of 
respondents are assessed once a year and 22% are assessed once in half a year. 

Q.30. Does your employer set you target objectives? 

 

In UK almost 80% of IT students and 50% of H&C students have their target objectives set by their 
employer. In Poland 73% of respondents have their target objectives set by their employer. In Latvia 81% of 
respondents have their target objectives set by their employer. 

Q.31. Do you have any influence on the target objectives you are set? 

Average rating within all respondents is 3.51. 

Answering this question, respondents had to rank influence using the scale: 1 (no influence) – 5 (full 
influence). 

In UK the average ratings for all the respondents are 3.8, which suggests that on the whole the employee 
have a degree of influence on their target objectives. In Poland the average ratings for all the respondents 
are 3.3. In Latvia the average ratings for all the respondents are 3.5. 

Q.32. Which of the following best describes how your target objectives are defined? 

 

In UK the results show that the majority of respondents targets objective are based on “Benchmarks for 
their job”, all but one of the other respondents says their objectives are based on “Outstanding 
performance”. In Poland 56% of respondents targets objective are based on “Outstanding performance”, 
31% says that their objectives are based on “Benchmark target required for job”. In Latvia 64% of 
respondents targets objective are based on “Benchmarks for their job”, 32% of respondents says that their 
objectives are based on “Outstanding performance”. 
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4.5. Assessment difference 

Q.33. Which of the following best describes your opinion when comparing academic assessment with 
employer job performance assessment? 

 
Answering this question, respondents had to rank answers using the scale: 1 (totally disagree) – 5 (totally 
agree). 

In UK all the ratings shown are less than the midpoint value of three, showing that on the whole the 
respondents did not feel that academic and employer were similar in any of the ways mentioned. In Poland 
all ratings are more or less equal – “The feedback I am given is similar” (average rating 2.8), “The criteria I 
am judged by are similar” (average rating 2.5), “The skills I am assessed on are similar” (average rating 2.5) 
and “The way I am assessed is similar” (average rating 2.2). In Italy when comparing academic assessment 
with employer’s job performance assessment, show the mismatch regarding the way of assessment, the 
skills assessed and the criteria their performance is judged by. While asking for the kind of feedback they 
get the rating varies a lot – none stated to be totally agree that the feedback actually is similar. In Latvia all 
ratings are also more or less equal – “The way I am assessed is similar” (average rating 3.0), “The criteria I 
am judged by are similar” (average rating 2.8), “The feedback I am given is similar” (average rating 2.8) and 
“The skills I am assessed on are similar” (average rating 2.6). 

Q.34. In your opinion should employer and academic assessment be more closely aligned? 

 

In UK response to this question are mixed, with slightly more respondents feeling they should not be 
aligned (57%). In Poland 68% of respondents doesn’t think that employer and academic assessment should 
be more closely aligned. In Italy the 43% of respondents think that employer and academic assessment 
should be more closely aligned, while the 57% doesn’t think it could be of any interest to align the 
assessment methods. In Latvia 64% of respondents think that employer and academic assessment should 
be more closely aligned. 

Q.35. In what way should they be more closely aligned? 

 
Answering this question, respondents had to rank answers using the scale: 1 (totally disagree) – 5 (totally 
agree). 
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In UK all ratings are more or less equal – “The way I am assessed” (average rating 4.1), “The feedback I am 
given” (average rating 4.1), “The skills I am assessed on” (average rating 4.0) and “The criteria I am judged 
by” (average rating 3.8). In Poland the highest rating is given to “The feedback I am given” (average rating 
4.0). The next are “The criteria I am judged by” (average rating 3.7), “The way I am assessed” (average 
rating 3.0) and “The skills I am assessed on” (average rating 2.3). In Italy the highest rating is given to “The 
feedback I am given” (average rating 4.3). The next are “The skills I am assessed on” (average rating 3.7), 
“The criteria I am judged by” (average rating 3.7) and “The way I am assessed” (average rating 3.0). In 
Latvia all ratings are more or less equal – “The skills I am assessed on” (average rating 3.7), “The criteria I 
am judged by” (average rating 3.4), “The feedback I am given” (average rating 3.4) and “The way I am 
assessed” (average rating 3.0). 

Q.36. Would a closer alignment result in any of the following? 

 

In UK 75% of the respondents felt that alignment would benefit themselves and their performance. Only 
50% thought that closer alignment would benefit their employer. In Poland 43% of the respondents say 
that alignment would benefit them personally. 29% of the respondents think that alignment would benefit 
their performance and their employer. In Italy more value of the assessment to me personally 67%. “More 
encouragement for me to improve my performance at work” received 33%. In Latvia all answers are 
selected more or less equally – 50% of respondents say that alignment would benefit their performance, 
45% say that benefit themselves and 30% that benefit their employer.  

Q.37. Do you have any other comments about work/academic assessments? 

Comments from Italy: 

- The work performance assessment does not correspond to my work skills and doesn’t consider the 
contribution these could make to improve the organization of the company. 

- Assessment is often too academic, little focused on personal autonomous growth of the 
learner/employee, too focused on the verification of the learned theoretical knowledge and not 
about how this knowledge might be translated into a skill or a competence. 
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PART III (Based on Case Studies) 

Foreword 

Case Studies are based on in-depth interviews (basically 2 interviewees per partner) carried-out according 
to guidelines presented in “ANNEX 3. Interview Template - The Learning Life Cycle” on page 96. 

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 employee’s comments and statements. It needs to be considered 
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 or with a sample person in one of the considered 5 EU Member 
States with regards to WBL. 

5. United Kingdom 

5.1. Learner A – Occupational Therapist in a Healthcare Trust 

5.1.1. Learner Profile 

Learner A is an Occupational Therapist and is currently in the mid-stage or her career progression (Band 6). 
Before taking up her present employment she had qualified by gaining a BSc (Honours) Occupational 
Therapy in three years – a qualification that is mandatory for anyone wanting to practice in the field. After 
Learner A qualified as an Occupational Therapist she worked in a physical health setting before moving into 
a mental health setting working with older adults with dementia. She has worked in this capacity for a NHS 
Trust in the UK Midlands for three years. 

Learner A’s undergraduate programme contained a mixture of assessment methods, the majority being 
work-based placements in local healthcare environments. The students on her award had to do three terms 
over the three year course which consisted entirely of work in a particular area of Occupational Therapy. 
This was essentially practical work and Learner A feels that she was essentially ‘being an Occupational 
Therapist’ during these placements. The training consisted of ‘shadowing’ and observing experienced staff 
and performing regulated tasks under qualified supervision. During the final year placement (near the end 
of the course) Learner A felt that she was essentially being judged as if she was a qualified Occupational 
Therapist. The work-based practice was assessed by a ‘practice educator’ – a member of staff working 
within that healthcare setting. The assessment of most of WBL was done by using a dual scoring system – 
the learner could score herself in relation to certain given criteria and the practice educator could do the 
same. The criteria would be agreed in advance and the Learner and a Practice Educator (employed by the 
hospital rather than the University) would work together for the whole of the placement (one term of 
study). Both the Learner and Practice Educator would be given the paperwork by the University in advance. 
A typical placement would be in one place working within the same team for ten weeks. 

The University Tutor and the Practice Educator met near the midpoint of the placement and again at the 
end when the University lecturer came to the workplace to review the Learners performance and 
assessment (i.e. the scoring). This was to assess whether or not the criteria for continued progression to the 
next stage are being met you are supposed to be at. If there were major issues the practice educator would 
phone the University tutor to discuss any issues and arranges an early meeting. A part of Learner A’s 
professional training was done in the University, using a more ‘academic’ approach of lectures and 
tutorials, and the assessment of this work involved formal written and viva voce examinations and 
individual and group presentations. Learner A’s view of her relationship between the level of academic 
assessment (e.g. grade points, class of honours, etc.) and the level of practical competence is interesting. 
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Her opinion is that with the balance between the WBL and academic learning being 50:50, the performance 
would ‘average out’ overall. She recognises that some learners will be better at the academic assessments 
and others will be better at the practical or work-based assessments. She feels that it would not necessarily 
follow that someone with first class honours in Occupational Therapy will be a better Occupational 
Therapist than someone who got a lower class of degree. 

However, due to this balance of academic assessment and work-based assessment, Learner A does not 
think that it would be possible for a very ‘academic’ learner to obtain a high classification of Occupational 
Therapy degree without also performing satisfactorily in practice as an Occupational Therapist as their 
marks would be severely lowered if he or she did not do well in his or her practice placement. 

5.1.2. Pre-Study 
5.1.2.1. Reasons for study 

Learner A has negotiated her programme of study with her line manager and has asked for and accepted 
their guidance and direction. Her organisation (a healthcare trust) offers a number of training courses ‘in-
house’ (e.g. line management training and development) and is also aware of the possibility of obtaining 
qualifications from external providers. These are formal learning opportunities, usually leading to 
recognised qualifications, and are clearly initiated by mutual agreement between the learner and her 
managers. Learner A has also initiated some informal learning experiences herself, such as shadowing other 
staff members, observing other professionals and taking part in other assessments that take place within 
the hospital where she works. Learner A indicates that the manager has to agree to her taking out time 
from her normal work to undertake the training courses, but she clearly has a considerable stake in her 
WBL. Most of the learning that she has done is driven by her requirements and what training she felt she 
needed in order to develop in her job. The WBL programme is therefore a mixture of a formal long-term 
professional development programme based on the Knowledge and Skills Framework (KSF) and 
spontaneously identified learning opportunities, which may be more short-term and informal. These are 
linked to the requirements of the workplace by the learner’s own judgement.  

The Trust has a formal appraisal process at which the learner’s progressive learning development is 
discussed. The process involves monthly supervisory meetings (with an immediate line manager) at which 
opportunities for training may be discussed and a more formal annual appraisal process that is based on 
the Knowledge and Skills Framework (KSF). As well as indicating and initiating training opportunities, the 
annual appraisal reviews any qualifications gained and learning outcomes met in the previous year and 
discussions can take place on the effectiveness of the learning process and its contribution to the individual 
learner’s career plan and performance in the workplace. During this process certain issues may be 
discussed such as the availability of funds for training and development courses and alternative ways of 
meeting the learning objectives is such cases. 

The Trust has recently adopted a new structure for its appraisal system, and Learner A has experience of 
the new process, which involves scoring by the learner and manager according to predetermined criteria, 
based on a Likert scale of 1-7. The appraisal meeting uses a formal document structured around the KSFs 
that are used within the NHS. It also includes less formal performance measures such as ‘team player 
factors’ such as reliability, trustworthiness, punctuality etc. It is expected that evidence will be offered to 
justify and explain the ratings for these measures, based on data in files and ‘logs’ that the learners keep of 
their day-to-day activities. Managers are also assessed on their management skills and Learner A has 
experience of both types of appraisal. She is generally satisfied with the process and its outcomes and feels 
that discussing and assessing individual and key skills can help to identify areas of performance that need 
improvement as well as identifying areas of strength. Learner A makes the interesting observation that a 
learner could use this information as an opportunity to ‘each someone else’ – in effect extending the WBL 
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through transferable skills. She goes on to say that through the appraisal process it is possible in her 
organisation to look at someone’s career plan and look at the results of assessments and see specific areas 
of need (i.e. Training Needs Analysis) being addressed by courses and strong areas being reinforced and 
used to spread ‘good practice’ in the workplace. 

5.1.2.2. Selection of course 

Learner A currently supervises four occupational therapists and she assesses their performance in the 
workplace. As a part of this process, she conducts formal supervision sessions with them on a regular basis, 
with the frequency depending on the level of the subordinate’s experience. As with her own appraisal 
meetings she gives them scores (again on a Likert scale of 1-7) on their various attributes in line with 
specific NHS-wide KSF criteria that must be met in order to achieve an adequate score. To help them to 
make sense of the assessments the learners have a handbook, prepared by the HR department, which 
contains information about what the scores mean. 

The need for WBL is identified by Learner A and her managers use a variety of means to research into WBL 
opportunities. Sometimes the person requiring the training agrees a ‘target’ with the supervisor or line 
manager and asks them to search on line. There are also many training courses that are run in the 
workplace by the NHS Trust which can be researched on the Trust’s intranet. If a suitable (and mutually 
agreed) internal course is not available, the provision of external training will rely on the availability of 
funds. If funding is not available (departments have a training budget) to do external training courses, the 
Trust will look at providing an informal course internally. This may involve a suitably qualified occupational 
therapy team member in running a ‘one to ‘one’ training session for the learner, depending on the type and 
subject of the required training.  

Most of the internal courses run by the Trust are usually based on attendance only, without an assessment 
component, but Learner A has done a few training sessions with practical assessments at the end (e.g. a 
course called Assessment and Motor Processing Skills). The training teaches the learner how to complete 
the end-stage assessment, which involves completing ten assessment items with members of the ‘client 
group’ (i.e. ‘patients’) or people without a diagnosis. The learner will need to submit ten such assessments. 
The assessors calibrate the learner and assess if he or she is doing the assessment correctly and is at a level 
where he or she can use the assessment in a work setting.  

If the learner does not pass on the first occasion then he or she have to repeat the assessment (i.e. do 
another ten assessments) and re-submit it. If the second attempt is not successful he or she will need to do 
the entire training course again. In theory, if a staff member wanted to undertake an external training 
course that was directly related to their job but not provided by the Trust they could fund the training 
themselves, but in fact it is rare for people to do this. 

The NHS Trust has a long term relationship with educational institutions (one university in particular) that 
trains nursing students, physiotherapists and other healthcare workers. This relationship has existed for a 
long time (Learner A does not know how long) and there have been placements in hospitals from the 
beginning. It is now in the job descriptions of staff with the Trust that one of the standards that it must 
meet is to take on placement students from the University on a regular basis. The needs of the workplace 
are linked to the provision that the University offers and the Trust is careful to ensure that the relevance of 
the contents of the course to the learner’s work is maintained. 

Learner A believes that the external training organisations have long-standing relationships with the Trust 
and have delivered the same courses repeatedly. The people with whom she did her line management 
training had been used for years to deliver this type of training. In order to keep the content of the courses 
highly current, the ‘private’ trainers need to have good relationships with the Trust and must be willing to 
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be flexible, for instance modifying the course content should things in the work place change or new 
methods and techniques come into practice in the workplace. 

When Learner A did her training the new appraisal system had only recently been adopted, but the ILM 
people were involved in training the Trust’s staff to use the new system. The company involved had good 
contacts with the HR function in the Trust and this collaboration was extended into other forms of training. 
Learner A would definitely say the content and delivery of ‘private’ courses was tailored to address the 
learner’s needs. 

In this scheme, students can obtain loans and bursaries for their costs. In the University based part of the 
programme the University pays for travel expenses or the learner can claim those expenses back from his 
or her bursary. During this part of the programme the Trust or the learner’s department does not incur any 
expenses. The funding for Learner A’s course was the last bit of funding that her department could obtain 
(i.e. before the effect of UK Government cuts). Her employer would therefore be examining her result 
carefully, as if she failed as they would have to pay for the whole course again. In the current economic 
climate she doubts if they would do this.  

5.1.3. Experience of WBL 
5.1.3.1. Learner’s experience of WBL 

Learner A feels that the course that she did was relevant because she had the opportunity to see different 
work areas in the hospital and had the chance to work in them. The programme was made up of short 
placements which occurred at regular intervals. For instance, Learner A undertook four placements, the 
first two being of five weeks duration and the other two of ten weeks. She is satisfied that the 
competencies and skills that she needed were contained within the course, including some aspects of her 
management training. 

Learner A also feels that the WBL experience was more relevant than it would have been if it was delivered 
in the University. In particular, the placement at the end of final year was very useful as it was in the final 
term so she did her placement and when she moved immediately into her working life she was already 
functioning at the required level. Learner A rates the relevance of what she learned in the workplace highly 
because it was delivered by WBL. She feels that it was more relevant than it might have been if it was 
delivered in the University. She feels that WBL is good for putting put things into context and putting theory 
into practice.  

At a time when the relevance of University-based nurse training to patient care is being questioned, 
Learner A feels that the WBL that she and her colleagues do are extremely relevant. In fact, they cannot 
undertake any training unless they can demonstrate that it will be of benefit to the patients that they work 
with or the team in which they work. In short, the experience of WBL met Learner A’s expectations, fulfilled 
her requirements and gave her the skills and confidence that she feels she needs in the workplace. 

5.1.3.2. Employer’s involvement 

During the last phase of the WBL, Learner A did not have anyone in a supervisory role looking at how she 
performed on that course. Instead, when she came back to the workplace she provided feedback about the 
learning to her supervisor, who had also done the course and had relevant experience. Learner A feels that 
her supervisor gave her the support that she needed to do the course and included a discussion of the 
training in her next appraisal session to include feedback. 

5.1.1. Post WBL 

In terms of the short term impact of the WBL on her career, Learner A thinks it allowed her to take on more 
responsibility while fulfilling her personal ambitions at the same time. For instance, both of the courses she 
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did recently allowed her to increase her management skills as well as patient assessment (an important 
part of her work). Although it may not have lead to promotion directly it may have enabled Learner A to 
have a greater chance of promotion when the opportunity arises. She feels that it is good to have these 
courses on her curriculum vitae. She thinks that the organisation encourages its staff to take part in WBL 
because it wants its staff to be as effective as they possibly can. She believes that the Trust offers the 
training because the staff members need to meet certain policies and procedures in the workplace. They 
therefore want the staff members to be working as effectively as possible and working appropriately as a 
team and helping to drive through new developments. 

5.1.2. Feedback 

Learner A thinks that the Trust will continue to encourage her to learn throughout her career and that WBL 
will be a part of a continuous learning environment. The only problem she can see is the lack of funding for 
‘private’ external courses during the current economic crisis, but she knows that the trust will continue to 
offer offers courses and in-service training and shadowing opportunities. You’re very much encouraged to 
do that and this is put into people’s appraisals that this is what they’re expected to be doing. 

In Learner A’s role as supervisor, if she were put in charge of planning WBL programmes for the people she 
supervises, she feels that she would want to make it as practical as possible, based on ‘learning by doing’ 
rather than theory. She is planning to deliver some training in the near future for people on the assessment 
that she has just learned to do and she intends to make it very practical and encourage the participants to 
do the practical assessments and score them on their practical competences. 

In her view, reflective learning (i.e. reflection, critical analysis etc.) would be encouraged and in order to 
meet the necessary professional standards. All qualified Occupational Therapists have to carry out 
reflections on their work-based experiences. Several models of reflection exist that can be used and help 
should be available to help people to use those models if needed. 

5.2. Learner G – Information Technologist in a Healthcare Trust 

5.2.1. Learner Profile 

Learner G has been working in the healthcare information service (HIS) in a Healthcare Trust in the UK 
Midlands for two years. He started work at the HIS on the service desk answering customer enquiries and 
solving technical problems and after gaining familiarity with the organisation and IT systems and 
technology he was recently promoted to his current position. Before his present employment Learner G 
had worked for a number of small companies delivering IT support. He then worked for a large 
multinational company (Company E) that manufactures IT peripherals and that enabled him to get his 
present job with the HIS. 

Learner G has considerable experience of learning in the part-time mode. He is 26 years old and started 
studying when he was 20. He did not enjoy his experiences at school, but began studying at a further 
education college to improve his qualifications. He did not know what he wanted to do when he left school 
and has always been ‘sporty’ and musical, rather than academic. However, he had enjoyed computing as a 
subject, so he researched going to college to study IT-related subjects. He left college with a BTEC National 
Diploma. Learner G started his working career at Company M, a Midland food company doing an 
apprenticeship building training systems and this is where he first thought that he needed to go to 
university. Learner G’s initial experience was not always good. His local college started a college-based 
programme but withdrew. His employer ‘filled the gap’ in terms of training by allowing him to take an 
apprenticeship which led to a National Vocational Qualification. Unfortunately the employer ended the 
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arrangement because it was not working well and Learner G’s contract was effectively ended after six 
months. 

5.2.2. Pre-Study 
5.2.2.1. Reasons for study 

The food company in its factory had equipment for which they needed training programmes conduct tests. 
It was Learner G’s job to design computer-based training material and multimedia presentations. Initially he 
thought that he was ‘out of his depth’ because he had no experience of computer programming, but he 
was ‘thrown into the deep end’ and learned on the job. Learner G then thought that he needed to improve 
his employment potential with a degree but did not want to study in the full-time mode, because of the 
cost and the limit it would place upon his economic and social opportunities. He thought that if he studied 
part-time he could learn new skills and reduce the costs of learning. The skills that he was seeking were 
transferable skills such as group working and other skills that he perceived to be associated with degree-
level study. When Learner G approached his local University the staff gave him useful and constructive 
advice on his future studies, which orientated him towards a degree in IT as a qualification that would give 
him the flexibility to follow a general career in IT. He was therefore looking to obtain general skills to help 
him cover a wide range of topic areas because he felt that the type of job he was seeking needed a wide 
range of skills, including IT and transferable skills such as presentational and interpersonal skills. 

During his apprenticeship at the food company Leaner G had acquired some experience of the use of IT, but 
he was unfamiliar with some of the skills that would be required in a helpdesk role. Specifically, he had not 
done telephone work before and had not had the opportunity to practice problem solving techniques. He 
saw these as weak areas in his personal profile and was proactive in trying to remedy these deficiencies. 
From the food company he went to work for a company just outside on the border between England and 
Wales in a role that involved more use of IT. Other job offers followed and the training in his first three jobs 
was very informal ‘on the job’ or learning as he went along. He started his university studies when he went 
to work for Company E in a customer support and helpdesk role. The initial impetus for the requirement for 
extra qualifications was that the job he had applied for at a major company would expose him to database 
technology, with which he was essentially unfamiliar. Once more, Learner G confesses to having been 
concerned about being ‘out of his depth’. The company informed him honestly that it needed someone 
with more technical experience, as he was just starting his degree studies and had not covered many of the 
topics that he would need to know. He realised that he would need more time to develop these skills, so 
from this point Learner G realised that he needed to adjust his employment ambition and carry on with the 
degree but in the event he decided to investigate less technically challenging jobs, and was successful in 
securing a job at Company E in a customer service technician role, dealing with user and customer queries. 
He found that he had good support from the company and was able to combine training in the workplace 
with his academic studies to improve his skills an increase his experience. 

At this stage he was about half way through his degree and was gaining the skills he felt he needed. He then 
went to a smaller IT company in his local town. This involved him in site visits and carrying out first, second 
and third line customer support. He maintains that his University studies were instrumental in helping him 
to meet the challenges of this role. Learner G worked for this company for approximately a year and a half 
years before he saw the job at the NHS in Stafford advertised. He was attracted by the size and reputation 
of the organisation (the NHS is one of the largest employers in Europe) and the level of benefits. Learner G 
stated that he was doing a relevant degree at the University at his interview and discussed it with the 
interview panel, including which of the managers would be best to help him with his studies. He feels that it 
was the fact that he was studying database design and technology that were instrumental in helping him 
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through the interview. In the event, he was successful in obtaining the job and started on the service desk, 
finding that his degree curriculum was more relevant than with his previous employment. 

In terms of performance management in the HIS, workers have agreed career pathways that they are 
aiming for and line managers that are interested in their progression or development. When Learner G 
started on the service desk at the HIS he was looking to move up and his two immediate managers were 
really helpful. They let him know when the vacancy was available for the next logical the job in terms of his 
career progression (i.e. the job he has now) he was given encouragement to apply and told that his degree 
made him stand out. In Learner G’s opinion the management at the HIS looks after its workers well and 
wants them to progress. There is a lot of opportunity to move up as a result of having a relevant the degree 
this is one of the necessary qualifications for moving through the relevant ‘gateways’ of the Key Stage 
Framework (KSF) that makes up one’s career pathway. 

Learner G reports that progress through along a pathway is monitored informally as well as formally he has 
a lot of informal chats with his managers, with whom he works quite closely In addition, he has regular 
formal KSF and yearly reviews. The KSF is a general skills framework for transferable and professional skills 
(e.g. people skills and communication skills) and, when Learner G was potentially in a position to move 
from first line service desk support to second line support the HIS monitored his telephone calls, checked 
his responses and saw that he was doing well. This practical assessment proved his experience and gave 
useful feedback on his performance and advice on areas of improvement. As a result, when he went for his 
last job interview he could do second line support tasks but went into a lower paid job (in any case it was 
better pay than his previous job) and he believes that the managers were able to witness his skills in this 
role as a result of these practical assessments during his KSF progress. 

5.2.3. Experience of WBL 

There were some modules in Learner G’s programme that he had to study because they were a part of the 
structure of his award and some modules that he had to study were not particularly relevant to the career 
direction in which he wanted to go. At the time he felt that subjects such as ethics and professionalism 
were not particularly relevant to the type of work he wished to do. Having seen himself as pursuing a more 
technical direction to his previous studies, he had not studied thus type of subject and found them to be 
difficult. With hindsight, he can now see the importance of such topics, but at the time it did not seem 
relevant to the job he was doing. There were also potential problems with the content of some of the 
technical modules as the technology that he was learning at university was not always the same as the 
technology that was used in the HIS. However, Learner G feels that he was fortunate as his organisation 
used Microsoft Sequel and the database module (that it had been specifically suggested that he study) used 
Oracle SQL. There is not a great deal of difference between the two query languages. An Oracle database 
course was in fact offered by the university, but he was not able to choose it for timetabling reasons. 

There was a written examination at the end of every taught module, but many modules also included an 
element of course work (i.e. non time-constrained assessment), which Learner G feels was more suitable 
for study in the part-time mode. He liked to be able to go away, read the assignment and do it in his own 
time at his own pace. There was also a mixture of group work and individually assessed coursework in his 
programme. Learner G was comfortable with both of these types of assessment. The long-term part time 
students became used to working with the same groups of students and the smaller number of groups 
(than individuals) enabled the tutors to spend more time giving tutorial support and giving feedback to 
students . In any case Learner G thinks that he could work better in smaller groups as he feels that to a 
certain extent he could tailor the assessments around his individual needs. This was because in a work 
group there were people with different skills who were strong in certain areas so that it was possible to 
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split up the assessment work so that each student was best able to use his or her strengths and experience 
and the group would meet every few days to co-ordinate and integrate the work. 

Learner G feels that this type of study and assessment (group-based course work) relates most closely to 
the method of working at the HIS and was therefore more realistic and useful. However, sometimes people 
chose the same role in the team that they would tend to have at work and sometimes they chose another 
role to give them a depth of experience. He estimates the ratio as 50:50, indicating a good balance of 
reinforcing existing skills and acquiring new ones. There was also a sort of ‘task rotation’ in place as if a 
research phase was involved, for instance, the group members would take the phases in turn so that 
everyone in the group could have experience of each phase and then the group would discuss and compare 
what each member had done and integrate them into the final assessment. He reports that while some 
people were better at certain things they all had an opportunity to perform the same tasks and all took a 
meaningful part in the work – the groups were not ‘carrying people’. 

If two people from very different job roles had different aspirations (e.g. one person was working on a 
service desk and another was seeking a career in web-development) they both may have ended up on the 
same computing degree but would be able to tailor their studies to their requirements subject to the 
previously-mentioned resourcing constraints. His degree was a generic course which included subjects as 
diverse as web-development and computer gaming, and some people changed their studies from one 
award (subject area) to another half way through the programme and finished on a different award. 

The difference between full- and part-time studies is crucial in this case, as on Learner G’s award full time 
students had the full range of modules from which to choose and part time students did not. This was 
probably one of two causes for complaint that Learner G had about his university course, the other being 
that he feels he did not receive enough pastoral and tutorial support due to staffing cutbacks. In spite of 
the HIS allowing him time off work for his studies, there were a number of modules of study that were of 
potential interest that were unavailable to him due to timetabling restrictions. In his last year of study there 
were three modules that fit his timetable and one that did not. In this case he was not able to attend any of 
the lectures and had to study the module at home and download the learning material from the Internet. In 
general, therefore, Learner G feels that there was a limited choice of subjects for him and sometimes he 
had to sacrifice the necessary level of support in order to achieve the choice of modules that he wanted. By 
the by the sixth year Learner G just wanted to see his studies finished. 

The NHS gave him time to study for his degree and he feels that they respected what he was trying to do. 
Where previous employers had recognised his studies, they had only given him notional support for his 
studies. In spite of this, Learner G has never received funding for his studies from any employer. On the HIS 
service desk his manager allowed him to take a half day from his work to go to university so that he was 
able to attend during the daytime, could choose what course of study he wanted and was not limited by 
the restriction of ‘evening only’ courses. 

Although the NHS HIS managers took an interest in what he was learning, the process was relatively 
informal. There was no regular formal review of the learning outcomes, but his manager would occasionally 
ask him what modules he had passed and what modules he was planning to study. This led to him being 
invited to become involved in different tasks and different areas of the company. In effect the employer 
looked at opportunities for Learner G to use the knowledge he had gained rather than specifying the 
knowledge that they wanted him to acquire. This meant that the direction of his career and the 
opportunities created for him in the HIS came from what he had learned on the course, rather than from a 
formal training plan or training needs analysis (TNA). They tended not to identify the need for skills in the 
workplace and require him to study the relevant subjects but to look at what he was studying and 
indicating that they could use those skills in the workplace. 
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In effect it may appear that the managers assessed Learner G’s performance in his then current role and 
then looked at his degree and used the degree result as confirmation that he was ready to go onto the 
second line support role. He is definitely of the opinion that typical line managers in the HIS (not specifically 
his alone) look at just the level of qualification as well as the content of the curriculum when considering a 
worker for a ‘step up’ through a career gateway. Learner G feels that managers are interested in what the 
workers were doing to a certain extent but it was the achievement of the level of qualification that meant 
to them that one had reached a stage where they could start thinking about the next step in a worker’s 
career. 

In such a workplace situation, it is important that everyone knows whether they are doing a good or a bad 
job. When on an academic course a student (ideally) gets timely feedback in terms of a provisional and 
formative feedback. In the workplace it is equally important that workers receive some sort of feedback on 
their job performance. Learner G reports that feedback usually consisted of regular informal chats, a yearly 
review meeting and frequent e-mails giving advice or feedback on specific problems and tasks. While he 
was doing his studies there was some correlation between the feedback Learner G received on his 
academic studies and feedback on his work performance, although this was not completely consistent. He 
suspects that that this is because the University and the workplace are totally different environments. In 
the academic environment he feels that one has time to think about one’s performance and ain the 
workplace one usually hasn’t. He feels that at work it is all about working under pressure and time for 
reflection is not always available. However, he believes that the link between the two is important, as the 
HIS managers are always interested in his studies whereas in his previous jobs if he was doing well in his 
academic work and the employers were not aware of it and then he used to think that he was wasting his 
time studying. 

Learner G feels that the HIS degree by work-based learning is broadly similar to his previous taught 
qualifications in terms of the way is structured, the modules and the accreditation for prior learning and 
experience (APEL). In some ways he feels as if he is starting his studies again. However, there is a significant 
difference in terms of curriculum content, as the modules are more geared to his work and are not generic 
like those on the university degree course. Whereas the employer’s role for his first degree was rather 
‘hands off’ (i.e. giving some recognition for performance but with little other involvement) for the HIS 
qualification the employer is a lot more involved in terms of his line manager knowing what he is doing and 
having regular contact with the University staff. There is also a significant difference in the social 
implications of study by WBL. 

5.2.1. Post WBL 

Learner G’s part-time first course was of six years duration and had a noticeable impact on his private life 
outside and inside of work. He reports that late nights of studying in the classroom and the travelling and 
the lack of a social life made his leisure time scarce and placed a strain on his relationships with friends and 
family. Also the costs of travelling were a significant drain on his resources. However, he feels that there 
was something of value coming out of his studies or he would not have carried on for six years. He 
attributes this to the fact that he was enjoying his studies, in spite of the strain. Also he wanted to prove 
people wrong, when they said initially that they thought that he would not be able to complete his studies. 
In fact, when he started to enjoy it he found that he was developing a higher level of skills from his studies. 
He feels that six years of study has made him more confident, better at planning, better at dealing with 
different types of people in the workplace, better at group work, able to meet deadlines more consistently, 
and able to do more effective research. Perhaps most significantly, he feels that he is more willing to learn. 

In terms of his role at work, Learner G feels that his degree has enabled him to achieve promotions and to 
take on more responsibilities. He is not sure that he would have achieved those things without the 
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confidence gained from having taken the course. He feels that progress in his career would have come 
eventually but thinks that doing the degree allowed him to progress through the KSFs and move up his 
career path more quickly than he would otherwise have done. In this way he feels that his learning was 
accelerated. He thinks that he would have learned the same things informally in the workplace but not as 
quickly or as effectively. He feels that the university gave him the realisation that he could obtain better 
jobs than he had been doing. If he had stayed where he was there is no guarantee that he would have risen 
to his current position and role. Learner G thinks that people studying for formal qualifications such as the 
one that he did have a measurable impact on the HIS organisation as a whole. He feels that it is something 
into which the organisation should invest time, money an d management encouragement and effort. He 
feels that larger organisations can take more of a risk in terms of the return they expect from such 
investments. His opinion is that smaller organisations (e.g. SMEs) need someone to come in quickly and do 
the job immediately. Large organisations (such as the NHS HIS) have more resources and can take more 
risks with people who are studying. The returns are, he feels, definitely worth the investment of resources 
in study. 

Learner G thinks that he will carry on learning at work. Before he obtained his current job in the HIS he was 
tempted to do a Masters Degree because he wanted to be able to achieve promotions. However, he is now 
looking at doing smaller courses (e.g. Microsoft certification) and sees this as ‘a bit of a break’. He does not 
feel that most universities cater well enough for part-time study and short courses such as the ones he 
wants to study. He also feels that learning technologies such as virtual learning environments (VLEs)  
e-mails, Skype, voice conferencing etc. have a place in WBL, but when he selected his course he definitely 
wanted one that had some personal involvement and face-to-face contact with tutors and other students. 

6. Italy 

6.1. Childcare [Private] Sectorxxvii 

6.1.1. Learner Profile 

Learner X, employed since 3 years in the private childcare sector in Sicily – Italy, has lately undertaken an 
in-service training provided by a private training institution. The course lasted 50 hours distributed 
over 5 months and, was fully covered by own expenses of the employee. 

Her educational background is a recognized qualification as child educator (300 hours of practical 
training). The course was provided by a private vocational training institution in Sicily acquiring basic 
knowledge of pedagogy, psychology, specifics of infant behaviour, childcare and education, hygiene, 
nutrition, safety, etc. 

6.1.2. Pre-Study 
6.1.2.1. Reasons for study 

Learner X is employed since several years in the private childcare sector inside a pre-school centre, having 
a temporary contract (six-months based). Seeking for professional and economic stability she wanted to 
deepen her studies through supplementary recognized skills by attending a WBL training course > a 
recognized certification to include in her CV hoping in a better employment opportunity. Her need for 
learning and further training was mainly based on an economic interest rather than of professional and/or 
personal interest or importance to update skills and competencies. 

                                                        
xxvii The childcare educator must have a university education in the sphere of the childcare to work in public kindergarten. For 
private ones – it is an advantage but is not compulsory. In these private institutions it is enough to have an attestation of a child 
educator with at least 300 hours of practical training. This kind of educational courses can be provided by private training schools. 
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The will for learning was driven by the expectations for better job opportunities elsewhere; the 
motivation was solely individual even if discussed with the manager of the centre. 

In the centre she is working for the performance assessment is done informally and mainly based on the 
clients/parent’s feedback regarding the well-being of their children by attending the centre. The centre is 
organized with a vertical structure – superiors or senior colleagues report to the general manager 
strengths and difficulties of the employees and the impact the person has on the rest of the staff (still 
informally). 

6.1.2.2. Selection of the course 

The choice related to the kind of course to attend was mainly dictated by the cost of the course being 
the fee covered on X’s own resources. From a qualitative point of view, X says to have focused on training 
opportunities that could provide innovation into the sector through new approaches and methodologies. 
Internet was the main mean for finding a suitable course related to cost/geographical 
location/duration/objectives directly linked to X’s learning needs. The professional surrounding was not 
very helpful for the research and consequent choice of the course being that the centre she works for 
has no educational partner(s) so far. 

6.1.3. Experience of WBL 
6.1.3.1. Learners’ experience of course 

The course was relevant in terms of possible future opportunities but not really providing new knowledge 
or skills for the learner. The course was actually relevant only by having introduced the frame of the 
sociological/demographic change in societies, thus the need to include intercultural activities in the 
classrooms. The anti-bias methodologies have impacted on X as a professional as well as on personal 
level ensuring self-reflection, important long term skill to develop further. Not relevant for X were the 
basic childcare   

To meet X’s expectation she would have appreciated a more interactive classroom setting and some more 
practical examples to apply with the children. She perceived it still as worthy to attend having had the 
opportunity to exchange experiences with other few workers, the peer to peer aspect has been an 
important point. 

6.1.3.2. Employer’s involvement 

The employer has not been formally informed about X’s attendance of the course, but colleagues yes. The 
multiplying effect on the whole staff has had its impact. 

There was no formal involvement of the employer, apparently not needed, given that the course was 
held in the afternoon and the work in the centre is in the mornings. The progress was not monitored in 
terms of skills and competencies while she noticed the increasing self-confidence at work. 

6.1.3.3. Educators understanding 

The training organisation was aware X being a WBL, or better, X doing an in-service training and being 
already enrolled in a childcare centre. X states that the organisation did not consider any link between 
the course and work based assessment. The only standardised assessment done was regarding the 
acquired knowledge in order to get the attendance certificate but actually not related to the job itself. The 
assessment was done through a written questionnaire and an oral interview. The content of the training 
sessions were not tailored to address WBL needs, sooner for beginners providing basic knowledge more 
than stimulating innovation and creativity – which she expected to can increase through the WBL training. 
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6.1.4. Post WBL 
6.1.4.1. Short-term impact 

The impact of the course on X and her professional surrounding was more related to personal 
development (self reflection / awareness / confidence) rather than being specifically related to job 
performance. 

After completing the training X couldn’t get any promotion at work (major responsibility or even better 
payment) due to the fact she was already aware of that the childcare centre is very limited in staff and 
human resources, so that there was no possibility to ameliorate her working conditions. This brings back 
to her motivation > to find other job opportunities where she might find a more structured internal 
organisational system that support her best. 

6.1.4.2. Long-term impact 

As mentioned before, the only impact X is hoping for is on a long term view by finding a new employment 
with a permanent contract that ensures more stability and follows the worker’s rights legislation 
(maternity leave, paid vacations, pension, personal emergency leave, family medical leave, 
termination notice and termination pay, etc.). 

6.2. Childcare [Public] Sector 

6.2.1. Learner Profile 

Learner Y is an educator in a public kindergarten for children aged 3 to 6. He is employed since 15 years in a 
public pre-school institute. 

6.2.2. Pre-study 
6.2.2.1. Reasons for study 

The reason for study for Learner Y is given to the Italian legislation art.62 of school legislation. In particular, 
paragraph 5 states: "Teachers are entitled to the use of five days during the school year for participation in 
training with the exemption from service and replacement under the legislation in force in short supply 
teachers on different school levels”. 

The courses for schoolteachers are provided by (i) private institutions/organisation that got accreditation by 
the Ministry of Education or as (ii) in-door training inside the schools. 

The school/kindergarten passes the information of the opening of new course through an official circular 
letter to teachers and those interested apply for it and communicate to the headmaster the days the school 
needs to organize the replacement for the personnel benefiting from the entitled training days. 

6.2.2.2. Selection of course 

Learner Y chose the course to attend among the list provided by the school headmaster (also available 
under the website of the Ministry of education). There is actually no consultation between the teacher and 
the school managers regarding the topic of the training, it’s the personal interest of the teacher/educator 
to determine the choice. 

Teachers/educators just have to communicate their choice because the headmaster needs to authorize the 
teacher for participation. Without an official writing the teacher has no right to participate. 

In general, as stated by Y, most of the teachers choose to attend a course whether than another according 
to the venue of the training. The majority of the trainings available (and actually accessible and feasible to 
attend) are in-house and free of charge for the teachers > the schools are in charge of the payment of the 
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speaker(s) covered by the annual school budget (budget line training). He and his colleagues use to take 
advantage of the annual training opportunity of 5 days (about 20 hours). 

There are also the private centres offering training opportunities, but these out-door trainings are little 
attended if not in the immediate surroundings. Moreover, the fee for the course (and the mobility to the 
training venue as well as subsistence costs) are often on own expenses. Teachers can request the school of 
belonging to co-finance, but too often without positive response – schools have too little budget 
available to be able to support WBL for their employees out-door. 

The range of offers of training opportunities is not planned considering the learning needs of the 
teachers – [it can vary from Yoga courses, to creative writing workshops, etc.] that don’t have to 
obligatory be related with the school system and not necessarily of efficiency to their teaching in the 
classrooms. 

6.2.3. Experience of WBL 
6.2.3.1. Learner’s experience of course / employer’s involvement 

The course was not relevant to my job, says Learner Y, not on a neither short nor long term view. Most 
courses end in itself – no follow up, no multiplication effect peer to peer – no evaluation, no 
assessment – no impact on colleagues or the institution itself. 

6.2.3.2. Educators understanding 

The educational organisation was aware that Learner Y was a WBL, because the course was financed 
through ministerial funds and approved by the headmaster. The course that Learner Y had chosen was 
not job related, even if there was some course opportunity tailored to address WBL needs. 

6.2.4. Post WBL 
6.2.4.1. Short-term impact / long-term impact 

The main motivation (and consequent impact) stays in the getting “credits” towards the ranking in national 
teacher placements that entitles the teacher in choosing in which school to carry out the service – the less 
credits the more possibility to become a temporary/substitute teacher or to lose the job. The Italian 
school system works with credits the teachers get considering (i) length of servicexxviii [for each year of 
service, or other pre-role services recognized or recognizable for career, or for each year of pre-service role, 
or other role in pre-school], (ii) family    needsxxix [for each child under six years, for each child over the age of 
six years, but has not turned eighteenth, family reunification, for the treatment and care of handicapped 
children, mental or sensory impairment, drug addicted family members], (iii) titles and certificatesxxx 
[promotions, for the passing of an ordinary public competitive examinations and qualifications, for each 
degree of specialization achieved in post- graduate courses, etc.]. This final score is important for the 
teacher to be able to choose in which school s/he wants to work in (geographical position). The teacher with 
the minimum score risks even to lose the job if there are not enough pupils to create a single class. In this 
case these teachers hope to at least can become replacement teachers. 

The teachers’ work is not performance based but is instead measured in credits acquired. 

  

                                                        
xxviii Possible 3 up to 10 credits, (cumulative) 
xxix Possible 3 up to 6 credits 
xxx Possible 1 up to 12 credits 
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7. Poland 

7.1. International Company providing Engineering Software 

7.1.1. Pre-study 

In this company, mainly employees express the need for training, although there are cases when the 
management, while planning the careers of their employees, try to adjust training courses to their needs. 
Employees were motivated to take part in training courses by their willingness to gain knowledge and the 
possibility to get promoted. The training process was pre-planned and its substantive level was very high. 
The training courses were conducted by training companies known on the Polish market, which guaranteed 
an adequate level of the conducted classes. The level of satisfaction with the training is high, and the 
acquired knowledge is used in work.  

The topics of both on-site and off-site training courses cover a number of fields related to the company’s 
organisational culture and employees’ responsibilities. On-site training courses included motivation, team 
management, risk management, requirements management, Oracle and SQL. Post-graduate studies chosen 
by the employees were: Microsoft Certified System Administrator (MCSA), Microsoft Certified System 
Engineer (MCSE) and Cisco. Moreover, the company places great emphasis on the knowledge of English, so 
there are also training courses in English. Training is a result of encouragement and the necessity to keep 
up-to-date with the business.  

Company’s employees are assessed in terms of fulfilling their responsibilities with the use of assessment 
sheets. Also the level of satisfaction among customers is analysed. Formal assessment is made by superiors 
and co-workers. There is no non-formal assessment in the company. The assessment criteria (marked on a 
five-point scale) are: (1) promptness, (2) work planning and organisation, (3) specialist knowledge, (4) 
reliability, (5) initiative, (6) independence, (7) information management, (8) the ability to work in a team 
(focus on self-development), (10) improving qualifications.  

The training subjects were chosen by the employees with the approval of the general management. 
Training companies were chosen based on their offers and the scope of training courses. When choosing 
training providers, the company took into consideration commercial companies, universities and 
institutions offering training courses financed by the European Union funds.  

The company does not have constant educational partners. The training courses were strictly related to the 
company’s strategy, the needs of work teams and individual employees. The topics of training courses are 
adjusted to the used work method, i.e. working on specific projects.  

The on-site training courses usually include all employees, while off-site courses are specialist and adjusted 
to two categories of implemented projects, so they are meant for programmers and software testers. The 
training courses proposed by the company are financed by the employer, and every employee has two 
hours of English course a week refunded by the company. Employees pay for post-graduate studies 
themselves and there is no possibility of getting them refunded.  

7.1.2. Post WBL 

A notable effect of the training is a signal for the employees that the company cares for them and treats 
their need for development seriously, which has a great influence on improving their motivation. The 
employees can see that training gives them new possibilities in relation to undertaking more difficult tasks, 
which can also be reflected in their remuneration.  

The training process supports the identification of the employees with the organisation and a better 
understanding of its mission and objectives. Clearly presented values and objectives are better understood. 
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When employees are able to determine the objectives of their organisations, they are also aware of what 
they can do to achieve them. Training courses influence the internal communication of a company. 
Employees get a chance to meet people from other departments, exchange experiences and get to know 
each other. They learn how to cooperate and develop effective ways of communication between different 
levels of management. Training is a way to disseminate and share the key values of the organisational 
cultures. Employees familiarise themselves with these values and learn the activity patterns established in 
the organisation. 

7.2. International Company in the Banking Sector 

7.2.1. Pre-study 

The need for training in this company is found by the training department but superiors and employees can 
also express the need for improving their competences or participation in a specific form of training. A 
periodic assessment is helpful when making a decision on the need for training. The assessment is 
formalised and based on management by objectives (MbO). The objectives are given to the President by 
the board, the President cascades them to directors, directors cascade them to managers and managers to 
employees. The fulfilment of objectives is assessed every quarter and annually, and the objectives are 
strictly dependant on the responsibilities on a given position and the contribution to the bank’s results. Also 
attitudes are assessed, so the company has a canon of values which is one of the elements of the 
assessment.  

Training of the employees is planned over time. They take part in central events (obligatory manager 
programmes, programmes concerning banking requirements, such as money laundering prevention etc.). 
All training courses are also available on the e-learning platform used by the bank. Furthermore, traditional 
training courses are planned, which are usually obligatory for the employees. Apart from the training 
courses on the e-learning platform, such as: compliance, money laundering prevention, manager standard, 
coaching management style, courses in Excel, PowerPoint, Access, English, presentation standards, 
employees have access to a cafeteria of training courses adjusted to their positions, both on the e-learning 
platform and in a form of traditional training courses.  

60% of training courses are organised to fulfil training programmes resulting from expectations, while 40% 
are a result of the employees’ initiatives and needs related to the change of the scope of employees’ 
responsibilities.  

The bank uses the assessment programme MbO – the application is available on-line and employees can at 
all times check the progress in task fulfilment, while managers can see the effects of the employees’ work. 
Apart from the MbO assessment, a 360 degree feedback is also used, which is centrally managed by 
company’s strategic shareholder. The criteria of fulfilment of MbO’s objectives are a formal assessment. It 
covers the improvement of employees’ competences and monitors the number of e-learning training 
courses completed by employees. Each manager receives reports including such data every quarter.  

Apart from the obligatory central programmes, the decision on participation in a training course is made by 
a superior and approved of by the training department, which is also responsible for choosing a training 
institution by tender. The bank has educational partners – the local universities. 

Each training course has to have a business justification and be related to the company’s objectives. The 
main forms of training are: e-learning, traditional training courses, follow-up. All 
courses/training/conferences are paid by the employer who later verifies the employees’ progress. The 
main methods of assessment are: assessment forms, questionnaires, evaluation questionnaires. 
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7.2.2. Post WBL 

Notable effects of the training process are: increase in the quality of the performed tasks, higher efficiency 
and effectiveness. 

8. Latvia 

8.1. Information Technology Sector 

8.1.1. Learner’s Profile 

Learner A is a doctoral degree student currently studying Computer Systems at university and he was 
working during his studies.  

8.1.2. Pre-study 

The need for learning and to acquire new knowledge and skills was identified only by Learner A, therefore 
this choice did not have any influence from the organisation’s side. The studies were planned starting from 
bachelor level till doctoral studies. During the studies Learner A wanted to improve more practical skills, 
because there were taught more theoretical things that were also important (for example, systems design, 
etc.), but the point is that all students, who start working, cannot design systems by their own. Therefore 
the practical experience is important, for example, in the system’s development that can be acquired in 
courses taught by educators at university. Learner A has only the positive memories about those courses. 

In the organisation, where Learner A was working (now he has left this workplace), was not done special 
assessment of his performance, but when something was finished there could follow a premium or other 
bonuses. Learner A also thinks that there could be some correlation between the assessment and career 
progression, because, if employee doesn’t work well all the time, there can’t be career progression. 

The studies at this university were chosen only by study programme. There were considered also other 
universities and at the end choice was made between two possible educational institutions. Learner A 
started to study in the professional programme due to technically oriented courses in this programme. He 
wanted to avoid from such courses like Physics, Chemistry, Electrical Engineering and others, but then got 
to study them all in one semester. 

While Learner A was working in the organisation, there was also cooperation with educational institutions. 
There was working at least one student who after graduation continued to work in this organisation. 

8.1.3. Experience of WBL 
8.1.3.1. Learner’s experience 

The selected study programme was relevant to Learner’s A job, because there were important courses for 
Learner A, such as Databases, PROLOG Programming and other good courses, like Ada Language and HTML 
Language, although Learner A does not use it in daily life. One of the things that Learner A mentions about 
courses is that in most of the courses many topics were presented only theoretically not taught directly. If 
the presented topic was the one he needed then he could also go deeper into this topic. However there 
were many things that he didn’t know before but could use after that. 

Learner A also mentions one course that was not relevant for him during the studies. This course was 
related to system modelling. He did not like this course, although he studied hard in this course and got the 
highest mark – 10. Learner A says that there was not something wrong with the course, but since he went 
to professional programme, it was somehow inappropriate for him. For others, who study the system 
analysis, this course was definitely relevant, because there were taught all those things, models etc, which 
are necessary for system analysts. For him and also for his study colleagues this course was not relevant. 
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In general, the selected study programme improved Learner’s A knowledge and also helped to acquire new 
ones. 

8.1.3.2. Employer’s involvement 

During the studies Learner’s A employer knew about his studies, but that was all. Employer was not 
interested to know more about the study programme itself and did not monitor or assess Learner’s A 
progress and acquired knowledge. Learner A thinks that employer maybe even did not know in which study 
programme Learner A was studying. However, employer allowed having a flexible work schedule for 
Learner A, so that he could easily join work with studies. 

8.1.3.3. Educator’s understanding 

At the university some of the educators were aware that Learner A was working during the studies and 
there were educators who understood that by themselves. But there were not advantages for them who 
are working. Maybe sometimes educators came towards, but Learner A used this rarely, because he did not 
have problems to join studies with work. 

8.1.4. Post WBL 
8.1.4.1. Short-term impact / long-term impact 

Learner A thinks that after finishing the studies there was not a direct impact of the studies on the 
organisation or him. There also did not follow changes in the role, because Learner A was working alone 
there and this was the only position in the organisation, so there was nowhere to grow. Learner A thinks 
that there was more long-term impact, because, when you have higher education, your value grows in the 
labour market and for Learner’s A organisation this ended with his leaving. 

8.1.5. Feedback 

Learner A suggestion how to facilitate the obtaining of the degree for people who are working is related to 
the schedule of the courses, because there were situations, when lectures were somewhere in the middle 
of the day. So lectures could be, for example, three days from 8 a.m. until 2 p.m. and rest of the days could 
be free. Of course, there will be students, who would say that they can’t wake up so early, but for Learner A 
it could be better solution. 

8.2. Information Technology Sector 

8.2.1. Learner’s Profile 

Learner B is a master degree student currently studying Computer Systems at university and he was 
working during his studies. 

8.2.2. Pre-study 

The decision about need to start learning at first was initiated by Learner’s B parents and when he was 
already working in the organisation, he realized that employer needs to distinguish those people who know 
something and who – do not. And, of course, the priority is to those people who have a diploma. If Learner 
B was employer, he would also first of all take employees who have diplomas and only then he would look 
at people who are saying that they know a lot of things etc. Learner B thinks that, if you have diploma or 
you have had some training, you are in the front of others and employer will invite you first for an 
interview. 

Studies were planned and Learner B is also planning to continue studies and promote his qualification, also 
gain knowledge and skills at work and, perhaps, obtain additional education, for example, abroad. 
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During the studies Learner B wanted to improve his skills in programming, because he thinks that he 
perhaps has chosen inappropriate study programme for himself. Now, he is studying at master’s academic 
programme. Learner B says that maybe he had to choose professional programme, although he chose 
academic. But, as say his friends and colleagues, these programmes do not differ so much. Programming at 
master’s professional programme is not more than in academic programme and he really would like to 
have more practical works, more programming and develop more thing by himself. He thinks that the best 
way of learning is when you do something and learn from your own mistakes rather than when you are told 
something and you think that know this, but you do not know how to act in the deadlock situations. Your 
knowledge does not give you any advice. For example, if your knowledge says that it is so and so, but, when 
you start to develop something, this is not so and you do not know what to do. You get confused. Many 
people in this case may refuse from further action at all, because they cannot overcome difficulties. And 
practical work provides such knowledge and skills to act in the deadlock situations, because, if something 
did not work out, you still need to do this. 

In the organisation, where Learner B is working, is done assessment of his performance. Learner B is a 
software developer, designer and tester for his work and he assesses it by himself and also the main 
programmer assesses his work. The main programmer is like Learner’s B teacher (a very good person) and 
he have learned very much from him. The main programmer assesses his works and determines their 
quality. Only currently there are no links between the assessment and career progression in this 
organisation. 

Learner B started to work when he was studying at the bachelor’s level programme, but after that he quit 
the job, because he did not have enough time for work and studies. But he was told in organisation that, 
when he finishes the bachelor level studies, he can return there and work further. And he finished the 
studies and returned. He thinks that his employer is interested in so that he finished master’s level studies, 
because employer also has master degree obtained at this university and he knows that it is quite difficult, 
but it is necessary for anybody who wants to know and be able to do something. 

Learner B decided to study at this university, because he thinks that it is better university, although there 
was considered another university and he was admitted also there. 

Currently Learner’s B organisation does not have educational partners, where to send employees to acquire 
the necessary knowledge and skills. 

8.2.3. Experience of WBL 
8.2.3.1. Learner’s experience 

The selected study programme was indeed relevant to Learner’s B job, although many things he learned at 
work, however, at university he also learned a lot and it helps him to work and many things were very 
useful in real life, such as XPath Language, Databases, Web Programming and PHP courses. He also 
participated in such courses as 160 hours training in software development using C++ language. These were 
additional courses and they were also useful. Learner B believes that any knowledge is useful. So he cannot 
say that some of the courses were relevant and some of them do not. Because he does not know what will 
be useful for him later in life. 

Learner B also thinks that if there were more programming in this university, it would be better, because 
there is a lack of practical works and programming. 
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8.2.3.2. Employer’s involvement 

During the studies Learner’s B employer was aware of his undertaking of the study programme. Learner B is 
working for part-time, therefore there are no problems that he is at university and studying. Employer also 
studied at this university and he understands Learner B. 

Employer specifically does not follow to Learner’s B progress and acquired knowledge. Sometimes, when 
they talk freely, employer asks about studies at university and about grades etc. Employer sees that Learner 
B is able to do almost everything and employer can give any task for him and he will try to solve it. The only 
question is the time necessary for adapting to new task in order to solve it. 

Learner B thinks that the employer’s assessment of the study programme is positive, because this 
programme gives the opportunity to acquire additional knowledge to that Learner B gets at work. And he 
will also have a diploma. Although in this situation Learner B sees the threats, because the more we will 
have diplomas, the more we will want something better and we can quit the job. He thinks that employer is 
interested in so that employees work for him, but employee, who has many qualifications, assesses himself 
higher and wants also the higher salary. 

8.2.3.3. Educator’s understanding 

At the university some of the educators were aware that Learner B was working during the studies, but 
others did not know. Sometimes educators came towards in the situations when Learner B could not 
manage something in time. Of course, he informed educators that he did not have enough time to do this. 
In such situations he tried to make an agreement that he did not have to do some of the tasks, because he 
already knows this and does that at work. We all are people and understand. 

8.2.4. Post WBL 
8.2.4.1. Short-term impact / long-term impact 

Learner B says that after finishing the studies the salary has not increased, however, it satisfies him. He 
gained more knowledge and he feels that his knowledge has increased. He also wants to talk to his 
employer so that employer assessed him higher, too. 

Learner B thinks that these studies gave positive long-term impact on his organisation, because he will use 
more time for work. He thinks that maybe when he will finish his studies, he can work not only as 
programmer, but as designer or project manager and from this point of view he thinks that may increase 
the operation of the organisation and there can follow also a career progression. 

Learner B also wants to obtain additional education abroad, but he does not know, whether he succeed or 
does not. 

8.2.5. Feedback 

Learner B has some suggestions how to facilitate the obtaining of the degree for people who are working. 

For example, if somebody works in some field or knows some programming languages then maybe there 
can be excluded similar courses for him/her. Some courses can be automatically recounted for those 
people, because they are already working with it. In such a way university could facilitate the obtaining of 
the degree. 

These people could be asked also to tell about their work for those, who only study and do not work. For 
example, if someone (an adult – about 30 years old) wants to obtain higher education (for example, master 
degree) at university, he/she has much to tell and show for those students like we – young people, how 
everything is happening within the organisation. As a result, perhaps for them can somehow facilitate 
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studies, for example, by reducing credit points etc. In other words, involve these people, so they train 
students and participate in the learning process. 
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SUMMARY AND CONCLUSIONS 

Main conclusions – based upon CSR (Part I) 

Conclusions are based on information regarding UK IT sector, UK H&C sector, Italian childcare sector, 
Latvian IT sector, Polish business and Danish tourism sectors. 

Only for childcare occupation in Italian public sector special education is required, for the rest of considered 
sectors (IT, H&C, tourism) the main is appropriate qualification and high skills – sectors are opened for 
employees with all educational backgrounds. UK governmental authorities are worked hard to make IT and 
nursing a graduate profession, however it is just ongoing process. 

Regarding educational possibilities in the sector we discover that many private training companies offer 
many types of short course in specific aspects. Usually they are two-year vocational training programs 
which consist of a mandatory part, an elective part (thesis), an internship and a final exam. Some of them 
are realized in conjunction with employers. 

There are not essential differences between public and private HEIs in regards to different levels of 
education. One could find both academic bachelor programmes and professional (vocational) bachelor 
programmes, as well as master programmes realized by either public of private HEIs. Also different possible 
forms of realisation like full-time or part-time exist. Teaching varies between lectures, classroom instruction 
with student presentations and discussion, courses and project work (often in groups). Majority of 
programmes also include several-months internship. 

For all of considered sectors the predominant method of assessment of performance in the work place 
within academic programmes is a report following in descending frequency by observations, presentations, 
essays, research papers and in a very few cases by examinations. In majority of case both tutor and work-
based supervisor take part in the assessment process. 

Assessment of the learner’s performance at work outside of academic programmes predominantly made 
by interviews examining expectations regarding work assignments, job satisfaction, competency and career 
development, and resulting in a plans for further employee’s development. These interviews more often 
are conducted by line managers and end by written agreement between manager and employee regarding 
further employee’s development. 

Applied rules differ in public and private sectors, when in public sector implementation of certain 
procedures are mandatory while in private sector they could be strictly voluntary. 

Criteria for performance measurement differs form sector to sector, however in majority of cases it 
includes quality of job results, job-related knowledge and skills, organizational skills and quantity of job 
outputs. Often the learner’s own portfolio of work provides sufficient evidence to the HEI and employer to 
demonstrate work-based competence. 

It isn’t a surprise that employers much more value direct practical skills rather than theoretical knowledge. 
They consider that appropriate practical skills could get started quickly in labour market. Very often 
proficiency in English is mentioned as one of mandatory skill. Employers noted rather good knowledge of 
informal language, but lack of technical concepts. Ignorance of technical concepts in frequent cases can 
lead to a technical mistake. 

Employees for their part pointed that assessment criteria set by employer much better relevant to their 
job, more useful to improve their job performance and acquired grades more accurately reflect their job 
performance. 
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In majority of participating countries exists a set of professional standards for knowledge, skills and 
performance that define the curricula and in some cases the structure of the courses. These standards 
determine framework of learning outcomes as well as minimum level of skills and knowledge required. 
Sometimes (e.g. in Latvia) description of required competences, skills and knowledge is extremely detailed. 

Certification in IT sector envisages two directions -one for professionals and another one for a wide range 
of people. Therefore there are two certification strands: one for IT professionals who work with 
developments, maintenance or administration of IT systems and the second one for a large number of 
users having IT skills required in carrying out daily duties. 

Specific industry certifications are important, both for employees and companies. If the IT company wishes 
to participate in the tender for international projects, very often are asked: how many do you have certified 
technicians who will work on this project? Only then it may qualify for competitions. 

Educational practices are informed by the skills frameworks adopted by industry. Majority of observed 
sectors have a relatively well developed assessment and development framework. In addition to the 
various institutional-type measures, some training is conducted by employers for their own employees. 
Especially it is typical for IT companies with a very large number of their employees – employees are taught 
and certified by the company. In such companies staff training and further training occurs continuously. 

Such self-training and self-certification may be funded solely out of company’s own resources or they may 
be eligible for a contribution from public bodies. 

Sometimes (like in Denmark tourist sector) the educational profile is lower than the average and fewer 
employees have a further education due to overrepresentation of SME´s and especially very small firms in 
the sector. 

The educational practices in several countries (Denmark, Latvia) are weak as the supply of sector specific 
educational possibilities, especially in HEI. For instance, the role of Latvian Universities in professional 
development and training of working graduates are minuscule that explains absence of information 
regarding Latvia in following section. 

Rising number of young people completing upper secondary school lead to the need for job-related training 
at tertiary level and has caused an explosion in the demand for post-diploma courses. Readiness to this 
differs between HEIs of participating countries Certain HEIs in the UK have considerable strengths in the 
provision of WBL especially those which were once polytechnics and colleges of further education whereas 
in Denmark the WBL concept of individually negotiated learning with the employer, the employee and the 
university is not developed. As was already mention HEIs of such countries like Latvia have not WBL 
programmes almost at all. This has led to the need of particular promoting differentiation by offering 
several training routes that reflect the various demands expressed by users. Such differentiating could be 
reached by offering of individual learning plans. It can consist of different courses from different HEI 
programmes and most probably has duration of 1 year. 

WBL is generally found in HEI programmes (especially open university masters’ programmes) as a part of 
blended learning methods, where students have project based assignments (individually or in groups) and 
work problem based. Often students choose a topic for their project work (and master’s thesis project) 
which is relevant for their present or anticipated future job functions. It is recommended accentuate the 
quality of learning “on the job”, more involving placements, more flexible entry and exit points as well as 
collaborative working. It is recommended also that the balance of learning to be 50% practice and 50% 
theory herewith students are required to be directed throughout by the approved educational institution. 
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An opinion of learners regarding education in HEIs differs from country to country and in private and public 
organisations even in the same or similar sectors. UK learner from H&C sector considers that programmes 
operated by the national authority are a sound basis for promotion or movement within organisation. 
Italian learners from private organisations in childcare sector considered that HEI study programs really 
useful to acquire new skills and knowledge to work in this sector. At the same time Italian learners from 
public organisations in childcare sector considered proposed courses as not relevant for their job career 
neither on a short nor on long term view, because most courses end in itself – no follow up, no 
multiplication effect peer to peer, no evaluation, no assessment, no impact on colleagues or the institution 
itself. Almost half of graduates in Polish business sector believe they do not receive suitable knowledge and 
skills on academic programmes. This mismatch is not a qualification mismatch, but rather competence 
mismatch. Two thirds of graduates regard their study programme only as a good basis for further learning 
on the job.  

Despite of a sector and country learners very appreciate possibility of great interaction in classroom setting, 
the practical nature of courses and finally the opportunity to exchange experiences with other few workers 
by a peer to peer approach. 

However regarding methods of assessment one can conclude that students consider them as so-so. 
Students also consider that employer and academic assessment should be more closely aligned in variety of 
ways: in way students are assessed, their skills are assessed, criteria for judgement and feedback given. 

It is interesting also what learners considered that WBL is something into which organisations should invest 
time, money, management encouragement and effort. Herewith larger organisations can take more of a 
risk in terms of the return they expect from such investments rather than smaller organisations (e.g. SMEs) 
which need someone to come in quickly and do the job immediately. As WBL barrier was mention the lack 
of funding for ‘private’ external courses during the current economic crisis. 

 

Main conclusions – based upon online Questionnaire (Part II) 

This set of conclusions is based upon information derived from 105 questionnaires filled by learners in four 
participating countries: 32 in UK, 7 in Italy, 25 in Poland and 41 in Latvia. Large, medium and small 
companies are presented in the survey almost equally. Micro-companies are presented as well. Almost half 
of respondents represent Information Technology sector, whereas Health and social care, Finance and 
insurance, Educational services and Retail trade totally form another third part of participants. The rest of 
sectors are presented scanty – about 1 percent each. Private companies are presented almost as more as 
twice as public. Majority of respondents (86%) are full-time employees, another 14 percent almost equally 
share part-time and contract employees. About 80 percents of respondents have recently (1-3 years ago) 
completed an academic programme. Overwhelming majority (93%) has experience of full-time study within 
HEI. 

Current learning needs of respondents almost repeat distribution by sectors – almost half (45%) was 
mentioned IT knowledge following by management knowledge (21%), technical knowledge (17%) and 
people skills (11%). 

More than a half (58%) of respondents as a preferred method of delivery pointed work-based mode 
following by peer learning / project work (40%) and self-studies (34%). Collaborative, lecture lead and block 
released methods are less popular (around 20% each) when research-based, books and distant/online 
learning are the least popular (about 15% each). 
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Personal development is the most important aspect in regards of WBL following by career enhancement, 
upskilling and salary increase. It is interesting that improved employability is the least aspired. 

New technology without doubts is the strongest driver that affect learners needs and aspirations whereas 
economic driver is the weakest with job security on the middle. 

Types of assessment within an academic programme are one of the most interesting for us aspects. More 
than a half (51%) of respondents mentioned examination as the most frequently applied following by 
reports (24%) and multiple- choice tests (14%). Vivas, essays and observations are far away from leaders 
(from 8 till 6 percents) when the most rare used are presentations (4%) and research papers (2%). 
Respondents consider that assessment on academic programmes aimed at assessing more academic 
knowledge rather than work-based knowledge and even less than work-based performance. Respondents 
also consider that besides academic specific skills/knowledge the most often are assessed such skills as 
team working (71%), attendance and oral communication skills (by 68% each) whereas time management 
(54%), general IT skills (50%), written communication skills (45%) and leadership (37%) are rarer assessed. 
Even rare are assessed such skills as punctuality and motivation (by 33% each) and organising and 
management skills (by 29% each). 

As work based component within academic qualification much often than other is meat placement (46%) 
when internship just in 19 percentage of case whereas work experience only in 9 percent. It is interesting 
that literally 27 percent of academic programmes have not any work based components. It is important for 
us who assess work based component of academic qualification. In majority of cases (41%) it is work-based 
supervisor and only in 7 percent of cases it is academic tutor. In each third case (33%) both academic tutor 
and work-based supervisor are involved into this process. It is surprising that in 17 percent of cases work-
based component is not evaluated at all! When work-based component is still evaluated in majority of 
cases (84%) it is done by report whereas observations (38%), presentations (36%) and vivas (20%) are used 
rarer. Essays, research papers, multiple choice tests and examinations are used very rare. 

Despite that on work-based component students are more often assessed by work-based supervisor, the 
assessment criteria more often are written by higher education institutions (59% of cases) comparing to 
employer (35%). Influence of external organisations and accrediting bodies are minor in this matter (just 8% 
for each). However in three quarters of cases employer contribute to the grade students are given for their 
work-based assessment either formally (42% of cases) or informally (32%). In turn students consider that 
set of assessment criteria is relevant to their job as well as given grade reflected their job performance as 
just “so-so” (both 3.58 on 5-points scale). Moreover they consider that content of the assessment is useful 
to improve their job performance even less (3.23 on 5-points scale). 

Regarding the similarities of policies and procedures applied in work-based assessment and assessment of 
traditional (full-time) programme respondents consider that the most common are feedback (43%), 
submission regulations (38%) and grading criteria (29%). Rules for referrals and re-sits (14%) close this list. 

Assessing of job performance at work most usually (90% of cases) is done by line manager when peers are 
doing this just in 22 percent of cases. It is very surprising that Human Resource manager was not 
mentioned as assessor even once! In assessment most often are used such methods and approaches like 
appraisals (46% of cases), CPD targets and career increments (about 25% each). Therefore manager 
appraisal is the most often (68% of cases) type of assessment that respondents have. In 40 percent of cases 
assessment is informal while in 33 percents – formal and in 30 percents it is self-appraisal. Customer and 
peer appraisals are meat rarer (each in 19% of cases) while professional development objectives and team 
appraisal are used even rarer (in 12% and 10% cases respectively). “Full-circle” appraisal is used quite 
seldom (5%) and assessment centres are not used almost at all (1%). 
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More often employees are assessed at work once a year (41% of cases) and on irregular basis (40%). 
Assessments once in half a year are meat rare (12%), once a quarter – even rarer (5%) and more often than 
once in a quarter just in 3 percent of cases. Meanwhile in 75% of cases employer sets target objectives for 
employee herewith employee weakly can influence on these targets (3.51 on 5-points scale). In majority of 
cases these targets are defined as benchmark required for job (53% of cases) or outstanding performance 
for job (40%) while minimum standard acceptable for job are used quite rare (7%). 

Regarding self-assessment in 8 percent of cases respondents can confidently say that their work 
performance is excellent; however 70 percents consider it as very good and 18 percent as improving – 
totally 96 percents of pollees that looks like a bit much overrated self-evaluation. On the other hand as 
criteria used for such assessment was mentioned not only self-awareness (66% of cases), but also 
feedbacks from line managers (80%), colleagues (65%) and customers (46%). Here (in self-assessment) is 
very important how respondents interpret notion of “good performance”. Answering to the question 
“Which of the following best describes your interpretation of “good performance” when applied to your 
job?” most highly were ranked (considered as most relevant) quality of job results and job-related 
knowledge and skills. Quantity of job outputs, organisational skills and time management are ranked a bit 
lower. It is interesting that team performance, attendance and punctuality respondents very rare consider 
as related to “good performance” whereas written communication skills by their opinion almost not 
relevant to considered matter. 

Here comes the most important part of conclusion related to comparison of academic assessment with job 
performance assessment. Respondents do not see sufficient similarities neither in criteria they are judged 
not in set of assessed skills (just 2.47 on 5-points scale). While it is observed a bit better (even not 
sufficient) situation regarding given feedback (2.72 on 5-points scale) the worst situation is in a way 
respondents are assessed in academia and work – similarity is just 2.37 on 5-points scale). However, more 
than a half of respondents (54%) consider that it is not necessary to align employers and academia 
assessments while just 46% have opposite opinion. Those who consider that alignment is necessary see 
such ability first of all in alignment of given feedbacks (relevance 3.95 on 5-points scale), in judgement 
criteria (3.65) and in set of assessed skills (3.41). Way of assessments looks like the most hardly justified 
(3.29). By consideration of respondents such alignments will lead to more value of assessment for learners 
personally (45% of respondents have such opinion) and to more encouragement for learners to improve 
their performance of work (40% think so). However they do not think that it gives more value of 
assessment to their employers (just 24% agree with it).  

 

Main conclusions – based upon Case Studies (Part III) 

This part of conclusions is based upon in-depth interviews of peoples with different profiles, namely: 2 
particular learners from UK (Occupational Therapist in a Healthcare Trust and Information Technologist in a 
Healthcare Trust), 2 particular learners from Italy (educator form private childcare sector and educator in a 
public kindergarten for children aged 3 to 6), 2 particular learners from Latvia (doctoral degree student and 
master degree student, both working in Information Technology Sector) as well as on the base of 2 
interviews with people responsible for education in International Company providing Engineering Software 
and International Company in the Banking Sector from Poland. 

Interviewees expressed different opinions regarding considered aspects, sometimes opposite. 

There are a wide variety of factors motivating to take additional education/qualification – personal 
development, seeking for professional and economic stability (recognized certificate included in CV hoping 
in a better employment opportunity), just local legislation required periodical undertaking of some course 
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with certain duration to continue professional involvement, belief that additional knowledge one day will 
be needed either for new problem solving or for simple promotion. Sometimes training is a mean to 
achieve objectives of company that is formulated on the high management level and downwards for lower 
levels for execution. In this case employees simply are obliged to take further learning / training. 

Selection of course is very dependent on reasons for study. If further learning was an initiative of the 
employee then criteria of course selection could be set of absent merits (managerial, economical, practical 
or theoretical etc.) whereas if employee was forced to take a course (either by legislation or company’s 
policy) that the main factors influencing the choice are proximity of learning primacies, fees, duration and 
time of lessons (preferably within working hours). For young people advice of friends could be 
determinative. 

When WBL environment is good developed (like in UK) learners feel that the WBL experience was more 
relevant than it would have been if it was delivered in the University. Even within not so advanced 
framework if learner by him/herself selects the course then this course could be relevant in terms of 
possible future opportunities despite it not really provide new knowledge or skills for the learner 
(interviewees said that very often knowledge provided is more interesting for beginners rather than for 
learners already active in this sector). In worst cases learners said that the courses were not relevant to 
their, not on a neither short nor long term view. Most courses end in itself – no follow up, no 
multiplication effect peer to peer – no evaluation, no assessment – no impact on colleagues or the 
institution itself. The reason (for instance for learner Educator) is that teachers’ work is not performance 
based but is instead measured in credits acquired. As a weakness was mentioned also that very often in 
most of the courses many topics were presented only theoretically not taught directly. They think that the 
best way of learning is when you do something and learn from own mistakes with the help of mentor. 

Sometimes learners have not special target and are learning because believe that any knowledge is useful. 
So they cannot say that some of the courses were relevant and some of them do not. Because they do not 
know what will be useful for them later in life. 

Employer’s involvement into learning process very differs from case to case starting from regular often 
monitoring and assessment (at least once a quarter) till incredible indifference. Nevertheless if to average 
out the situation one can say that employers are interested in perfection of their staff to be as effective as 
they possibly can, however do not promise them direct and fast benefits from acquired new qualification. 

In majority of cases educators in training organisations delivered course(s) are aware that learner also is 
working at the same time, however in almost all cases it doesn’t influence on learning process. On rare 
occasions educators for working learners just allow more late delivery of issued tasks. 

 

More often learners said that there was not a direct impact of the studies on the organisation or them. As 
short-term impacts of their WBL learners sometimes consider the allowance to take on more responsibility 
while fulfilling personal ambitions at the same time. Although it may not have lead to promotion directly it 
may have enabled learner to have a greater chance of promotion when the opportunity arises. Everybody 
feel that it is good to have additional record on their curriculum vitae. 

As mentioned before, the only impact learners hoping for is on a long term view by improving current or 
finding a new employment that ensures more stability and follows the worker’s rights legislation. 

Regarding feedbacks from learners how to facilitate the obtaining of the degree for people who are 
working it is possible extract such suggestions as (i) co-ordinate the  schedule of the courses making it more 
convenient to learners rather than to education organisation or personally educator and (ii) to recognize 
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learner’s experience already earned on working place and therefore automatically recount some courses 
for those people. In such a way educational organisation (most probably university) could facilitate the 
obtaining of the degree. 
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ANNEX 1. Country Specific Report Template 

 

Name of partner:  

 

Country:  

 

Address:  

 

Person responsible for data: 

 

Position of person in organisation: 

 

Date:  

 

 

Dear partners! 

The Country Specific Report is a state-of-the-art report about education needs and possibilities in 
the specific sector. 

We will be able to compare the various sectors and same sectors in different countries to develop 
European-wide understanding on educational needs of employees in the specific sector. 

 

1. General sector overview 

 
1.1. What education/qualification is required in the sector?  

Are there some entry qualifications in the profession? What are regular needs for education? 

 

 

1.2. What are the educational possibilities in the sector? (a) Public, (b) private and (c) HEI 
programmes 

 

 

 

2. Employee assessment techniques in the sector 
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2.1 What is the process and criteria to assess employee performance in the workplace 

Are there some sector specific practices or best practices? 

 

 
2.2 Frameworks and standards  

Are there some professional standards or frameworks that describe employee 
knowledge/skills/performance? 

 

 
2.3 Educational practices in the sector  

 

 

3. Role of universities in WBL 

 

3.1. Please discuss the role of HEI in providing WBL for (a) profession and (b) further development 

- Strengths/Weaknesses/Limitations/Governmental Support/Others. 

 

 
3.2. Please describe some best examples of WBL done in HEI programmes 

 

 
3.3. What is employees view on the education in HEI 

Do graduates find HEI study programmes suitable for the profession? Are they satisfied with 
assessment methods used? What would they like to change in the assessment? (questionnaire 
analysis) 
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Any additional remark? 

 

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

 

 

Thank you for your cooperation 
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ANNEX 2. Questionnaire 

 

Introduction:  

On behalf of the WBLQUAL Consortium, we are pleased to invite you to contribute in the European project: 
WBLQUAL - An Approach to Qualifications through Negotiated Work Based Learning for the EU (ERASMUS 
Co-operation between Universities and Enterprises LLP Executive Agency) 

An Approach to Qualifications through Negotiated Work Based Learning for the EU (WBLQUAL) is a 
European funded project working across five countries looking to refine a method of providing 
qualifications for work based learning.  

As part of our work, we would like to hear about your experience concerning the Work Based Learning 
(WBL) within and outside academic programmes. We want to know if you have experienced differences in 
assessment of your job performance and would better alignment lead to a better experience for the WBL. 

 We would like to thank you for helping us with this work. The questionnaire should take no more than 
fifteen minutes to complete and all responses will be treated as confidential.  

 

General information (please describe your current or recent employment if not employed at the 
moment) 

1. What type of employer do you work for? 
o Organisation size (average employment) 

o Up to 9 
o 10-49 
o 50-249 
o 250 and more 

o Main business activity of organisation 
o Forestry, fishing, hunting or agriculture support 
o Mining 
o Utilities 
o Construction 
o Manufacturing 
o Wholesale trade 
o Retail trade 
o Transportation or warehousing 
o Information 
o Finance or insurance 
o Real estate or rental and leasing 
o Professional, scientific or technical services 
o Management of companies or enterprises 
o Admin, support, waste management or remediation services 
o Educational services 
o Health care or social assistance 
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o Arts, entertainment or recreation 
o Accommodation or food services 
o Other services (except public administration) 
o Unclassified establishments 

o Is it a private or public sector organisation 
o Private 
o Public 
o Non-governmental organisation (NGO) 

o What is your geographic location 
o UK 
o Poland 
o Denmark 
o Latvia 
o Italy 

2. What is your job title    
3. Are you  

o full time employee 
o part time employee 
o contract employee 

4. If you are currently on the academic programme or recently graduated, are you 
o student  
o graduate trainee 
o permanent employee 

 

Learning needs 

5. Which of the following best describe your learning needs?  
o Technical    
o Management 
o IT    
o People skills  
o Study skills 

6. Which of the following best describes your preferred method of delivery (please choose up to 
3) 
□ Work based 
□ Off-site 
□ Block release 
□ Distance learning, online 
□ Lecturer led 
□ Self-studies 
□ Research based 



 

91 

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 

□ Peer learning/project work 
□ Collaborative 
□ Books 

7. Which of the following best describes your personal aspirations in regard to work based 
learning (Please rank answers: 1 – most important) 
o improved employability (elsewhere) 
o upskilling 
o career enhancement 
o salary increase 
o personal development 

8. Which of the following drivers mostly affect your needs and aspirations 
o Economic (such as unemployment levels etc.)    
o New Technology    
o Job security    

 

Education 

9. Are you currently in an academic programme? (yes/no) 
10. Have you recently (1-3 years ago) completed an academic programme? (yes/no) 
11. Please give the title of the academic programme     
12. Which of the following types of assessment best describe those you were given in your 

academic programme (Please rank answers: 1 – mostly used ) 
o reports 
o observation 
o presentations 
o research papers  
o essays 
o examinations 
o multiple choice tests 
o vivas 
o other, please specify    

13. In your opinion to what extent were the assessments on your academic programme aimed at 
assessing (1 – not aimed; 5 - totally aimed) 
o Academic knowledge 
o Work based knowledge 
o Work based performance of your job 

14. Besides academic specific skills/knowledge have any of the following been assessed 
□ Leadership 
□ Motivation 
□ Management skills 
□ Oral communication skills 



 

92 

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 

□ Written communication skills 
□ Team working skills 
□ General IT skills 
□ Punctuality 
□ Attendance 
□ Time management 
□ Organising 

 

Performance assessment at work 

This section is intended to investigate the WBL view of methods and approaches used in the assessment 
of performance in the work place within academic programmes. 

15. Did (does) your formal academic qualification contain a work based component such as 
o Placement 
o Internship 
o Work experience 
o None 

16. Was this assessed by 
o Your academic tutor 
o Your work based supervisor 
o Both 
o Not assessed 

17. What method of assessment was used? (indicate all in use) 
□ reports 
□ observation 
□ presentations 
□ research papers  
□ essays 
□ examinations 
□ multiple choice tests 
□ vivas 
□ other, please specify   

18. Which body writes (wrote) the assessment criteria for your assessment? (please specify) 
□ HEI    
□ Employer    
□ Accrediting body (NVQs etc.)    
□ External organisation (such as Accountancy, Cisco etc.)    
□ other, please specify    

19. Does (did) your employer contribute to the grade you were given for your WB assessment if so 
how? 
o No 
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o Yes, formally 
o Yes, informally 

20. Which of the following best describes your opinion of the academic assessments taken during 
your work (1 – totally disagree; 5 - totally agree) 
o The assignment set was relevant to my job 
o The content of the assessment was useful to improve my job performance  
o The grade I was given accurately reflected my job performance 

21. Do you have experience of full time study within an HEI (yes/no) 
22. In your opinion were the policies and procedures the same for WB assessments and 

assessments of traditional (full time) programmes such as (tick if YES): 
□ submission regulations 
□ grading criteria 
□ feedback  
□ rules for referrals and re-sits 
□ other, please specify    

 

This section is intended to investigate the WBL view of methods and approaches used by employers in 
the assessment of performance in the work place outside of academic programmes (please describe your 
current or recent employment if not employed at the moment). 

23. Who is responsible for assessing your performance at work? 
□ Line manager 
□ Peers 
□ HR 
□ other, please specify    

24. Can you confidently say that your performance at work is 
o Not good 
o Improving 
o Very good 
o Excellent 
o Not able to confidently say 

25. Describe the criteria you use to justify your assessment of your performance 
□ Self awareness 
□ Feedback from line managers 
□ Feedback from colleagues 
□ Feedback from customers 
□ other, please describe    

26. Which of the following best describes your interpretation of ”good performance” when applied 
to your job Tick (rank) the 5 most appropriate (Please rank answers: 1 – most relevant) 
o Job related knowledge and skills 
o Job outputs – quantity 
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o Job results – quality 
o Time management 
o Organisational skills 
o Cost effectiveness 
o Profit generation 
o Attendance and punctuality 
o Communication (oral) 
o Communication (written) 
o Personal and people skills 
o Team performance 
o other, please describe    

27. Which of the following best describes the methods and approaches used by employers in the 
assessment of your performance in the work place (outside of academic programmes) 
o appraisals,  
o CPD targets,  
o career increments 
o other, please describe    

28. Which of the following best describes the type of assessment that you have (please indicate up 
to 3) 
□ Formal 
□ Informal 
□ Self-appraisal 
□ Manager appraisal 
□ Peer appraisal 
□ Team appraisal 
□ Customer appraisal 
□ Assessment centre 
□ “Full-Circle” appraisal 
□ Professional development objectives 
□ other, please describe    

29. How often are you assessed at work 
o Once a year 
o Once in half a year 
o Once in a quarter 
o More often than once in a quarter 
o No exact period 

30. Does your employer set you target objectives (yes/no) 
31. Do you have any influence on the target objectives you are set? (1 – no influence; 5 full 

influence) 
32. Which of the following best describes how your target objectives are defined 

o The minimum standard acceptable for your job 
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o The benchmark target required for your job 
o Outstanding performance target for your job 

 

Assessment difference 

This section is intended to investigate your opinion as a learner about similarities and differences in the 
way your employer assesses your performance in the work place, and the way your academic supervisor 
assesses your academic assignments. 

33. Which of the following best describes your opinion when comparing academic assessment with 
employer job performance assessment (1 – totally disagree; 5 - totally agree) 
o The way I am assessed is similar 
o The skills I am assessed on are similar 
o The criteria I am judged by are similar 
o The feedback I am given is similar 

34. In your opinion should employer and academic assessment be more closely aligned? (yes/no) 
35. In what way should they be more closely aligned? (1 – totally disagree; 5 - totally agree) 

o The way I am assessed  
o The skills I am assessed on  
o The criteria I am judged by  
o The feedback I am given  

36. Would a closer alignment result in any of the following: 
□ More value of the assessment to me personally  
□ More value of the assessment to my employer  
□ More encouragement for me to improve my performance at work 

37. Do you have any other comments about work / academic assessments: (text box) 
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ANNEX 3. Interview Template - The Learning Life Cycle 

 

Pre-study 

Reasons for study 

Who identifies the need for learning? Individual or Organisation? 

What motivated this? 

 Organisation - result of informal discussion or formal assessment? 

 Individual - spontaneous or planned? Dissatisfaction or opportunity? 

What issues was the learning intended to address? 

Was the learning initiated from expectation or encouragement? 

Does you organisation operate a performance assessment//management programme? 

 What type of assessment techniques are used? 

 What criteria are used for assessment formal/informal? 

 What forms of evidence are used? 

 Does the assessment incorporate development & career progression? 

Are there clear links between the objectives of the assessment and the 

development/progression strategy? 

Selection of course 

Who was involved in identifying the course of learning/training? Individual or Organisation? 

Who identified the educational organisation? 

How were they selected? 

What types of educational organisations were considered? 

Organisation – Does the organisation have educational partners? 

How was the course linked to the needs? 

Who was involved in arranging for the course to be taken? 
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Who is paying for the course? 

Experience of WBL 

Learner’s experience of course 

Was the course relevant to you job? 

How was it relevant? Directly - taught necessary competencies? Indirectly - important long terms 

skills? 

What aspects of content, delivery, assessment were/were not relevant? 

Did the course meet your expectations? 

Did it fulfil your requirements? 

Employer’s involvement 

Was you employer aware of your undertaking of the course? 

Was there involvement formal or informal? Time off, fees paid, .Etc? 

Was your progress monitored/assessed by the employer? 

If so, how was this achieved? 

What do you think was the employer’s assessment of the course? 

What do you think was the employer’s assessment of the outcomes of course? 

Educators understanding 

Was the educational organisation aware you were a WBL? 

Were they aware of the links between course and work-based assessment? 

Was content/delivery tailored to address WBL needs? 

Post WBL 

Short-term impact 

What were the direct impacts of the WBL on you, your colleagues & organisation? 

 Improvements in performance and efficiency? 

 Change in role, more responsibility? 

 Promotion? 
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 Pay? 

Long-term impact 

 What have been or what do you think the long term impacts of your WBL?  

  .Promotion or movement within organisation? 

  Career development? 

  Further learning? 

Feedback 

 Suggestions for improvement for WBL 

THANK YOU FOR YOUR COOPERATION 
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ANNEX 4. Answers to Questionnaire – United Kingdom 

Learning needs 

Q.7. Which of the following best describes your personal aspirations in regard to WBL? 

IT Students  Health & care students 

Improved employability (elsewhere) 2.6 Career enhancement 2.1 

Career enhancement 2.7 Personal development 2.2 
Personal development 3.0 Salary increase 3.3 

Upskilling 3.1 Upskilling 3.6 

Salary increase 3.6 Improved employability (elsewhere) 3.8 

Q.13. In your opinion to what extent were the assessments on your academic programme aimed at 
assessing? 

Type of knowledge All Respondents 
Avg. Rating 

IT Students 
Avg. Rating 

Health & Care Students 
Avg. Rating 

Academic knowledge 4.3 4.3 4.2 
Work based knowledge 3.9 3.6 4.5 

Work based performance of your job 3.1 2.9 3.6 

Q.14. Besides academic specific skills/knowledge have any of the following been assessed? 
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Leadership 17 59% 9 50% 6 67% 
Motivation 13 45% 9 50% 4 44% 
Management skills 13 45% 8 44% 4 44% 
Oral communication skills 19 66% 11 61% 7 78% 
Written communication skills 22 76% 14 78% 7 78% 
Team working skills 24 83% 17 94% 7 78% 
General IT skills 17 59% 13 72% 3 33% 
Punctuality 11 38% 8 44% 3 33% 
Attendance 18 62% 12 67% 6 67% 
Time management 19 66% 13 72% 5 56% 
Organising 12 41% 9 50% 3 33% 

  



 

100 

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 

Performance assessment at work 

Within academic programmes 

Q.15. Did (does) your formal academic qualification contain a work based component? 

Type of Work Based Component All Responses IT Student Health & Care Students 
Placement 24 20 2 
Internship 1 0 1 
Work experience 5 1 4 
None 3 0 3 

Q.18. Which body writes (wrote) the assessment criteria for your assessment? 

Assessment Setting Body All Responses 
HEI 12 
Employer 5 
Accrediting body (NVQs etc) 1 
External organisation (such as Accountancy, CISCO etc) 1 
Other (please specify) 3 

Q.20. Which of the following best describes your opinion of the academic assessments taken during your 
work? 

Statement Overall 
Rating 

HEI Set Criteria 
Rating 

Employer Set Criteria 
Rating 

The assignment set was relevant to my job 4.0 3.9 4.2 
The content of the assessment was useful to improve 
my job performance 3.7 3.3 4.2 

The grade I was given accurately reflected my job 
performance 4.0 3.6 4.6 

Q.25. Describe the criteria you use to justify your assessment of your performance 

Criteria 
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Self awareness 23 79% 16 84% 6 75% 
Feedback from line managers 25 86% 17 89% 7 88% 
Feedback from colleagues 22 76% 14 74% 7 88% 
Feedback from customers 12 41% 6 32% 6 75% 
Other 1 3% 1 5% 0 0 
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Q.26. Which of the following best describes your interpretation of ”good performance” when applied to 
your job? 

Factor 
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Job results – quality 21 2.14 14 1.64 6 3.57 

Job related knowledge and skills 20 2.38 13 2.57 5 3.43 

Personal and people skills 18 2.95 10 3.71 7 1.86 

Team performance 19 3.95 10 4.29 7 3.86 

Organisational skills 17 4.05 11 4.14 5 4.00 

Communication (oral) 13 4.14 7 4.57 5 3.86 

Time management 10 4.67 9 4.07 0 6.00 

Attendance and punctuality 12 4.95 9 4.79 3 5.29 

Job outputs – quantity 7 5.10 6 4.93 0 6.00 

Cost effectiveness 4 5.48 4 5.21 0 6.00 

Communication (written) 2 5.67 0 6.00 2 5.00 

Profit generation 2 5.81 2 5.71 0 6.00 

Other, please describe 0 6.00 0 6.00 0 6.00 

Q.28. Which of the following best describes the type of assessment that you have? 

Descriptive Terms 
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Formal 16 55% 13 68% 1 13% 
Informal 14 48% 8 42% 4 50% 

Self-appraisal 5 17% 3 16% 2 25% 

Manager appraisal 21 72% 15 79% 5 63% 
Peer appraisal 2 7% 2 11% 0 0% 

Team appraisal 3 10% 2 11% 1 13% 
Customer appraisal 1 3% 0 0% 1 13% 
Assessment centre 0 0% 0 0% 0 0% 
Full circle appraisal 1 3% 1 5% 0 0% 
Professional development objectives 5 17% 2 11% 3 38% 

Other (please specify) 0 0% 0 0% 0 0% 
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Q.32. Which of the following best describes how your target objectives are defined? 

Definition of target objectives Responses % 

The minimum standard acceptable for your job 1 5% 

The benchmark target required for your job 12 60% 

Outstanding performance target for your job 7 35% 

Assessment difference 

Q.33. Which of the following best describes your opinion when comparing academic assessment with 
employer job performance assessment? 

Statement 
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The way I am assessed is similar 24 2.29 16 2.56 6 1.67 

The skills I am assessed on are similar 25 2.84 16 2.88 7 2.71 
The criteria I am judged by are similar 24 2.54 16 2.81 6 2.17 

The feedback I am given is similar 26 2.85 17 2.88 7 2.86 

Q.34. In your opinion should employer and academic assessment be more closely aligned? 

Opinion Responses Percentage 
Yes 12 43% 
No 16 57% 

Q.35. In what way should they be more closely aligned? 

Statement Responses Average rating 

The way I am assessed 10 4.1 

The skills I am assessed on 10 4 

The criteria I am judged by 10 3.8 

The feedback I am given 10 4.1 

Q.36. Would a closer alignment result in any of the following? 

Statement Responses Percentage 

More value of the assessment to me personally 9 75% 

More value of the assessment to my employer 6 50% 

More encouragement for me to improve my performance at work 9 75% 
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ANNEX 5. Answers to Questionnaire – Poland 

General information 

Q.1. What type of employer do you work for? 
Q.1.1. Organisation size (average employment) 

 
Q.1.2. Main business activity of organisation 

 
Q.1.3. Private or public sector organisation 

 
Q.3. Type of employment 
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Q.4. If you are currently on the academic programme or recently graduated? 

 
Learning needs 

Q.5. Which of the following best describe your learning needs? 

 
Q.6. Which of the following best describes your preferred method of delivery? 

 
Q.7. Which of the following best describes your personal aspirations in regard to WBL? 
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Q.8. Which of the following drivers mostly affect your needs and aspirations? 

 
Education 

Q.10. Have you recently (1-3 years ago) completed an academic programme? 

 
Q.12. Which of the following types of assessment best describe those you were given in your academic 
programme? 
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Q.13. In your opinion to what extent were the assessments on your academic programme aimed at 
assessing? 

 
Q.14. Besides academic specific skills/knowledge have any of the following been assessed? 

 
Performance assessment at work 

Within academic programmes 

Q.15. Did (does) your formal academic qualification contain a work based component? 
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Q.16. This was assessed by 

 
Q.17. What method of assessment was used? 

 
Q.18. Which body writes (wrote) the assessment criteria for your assessment? 

 
Q.19. Does (did) your employer contribute to the grade you were given for your WB assessment if so 
how? 
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Q.20. Which of the following best describes your opinion of the academic assessments taken during your 
work? 

 
Q.21. Do you have experience of full time study within an HEI? 

 
Q.22. In your opinion were the policies and procedures the same for WB assessments and assessments of 
traditional (full time) programmes such as? 

 
Outside of academic programmes  

Q.23. Who is responsible for assessing your performance at work? 
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Q.24. Can you confidently say that your performance at work is…? 

 
Q.25. Describe the criteria you use to justify your assessment of your performance 

 
Q.26. Which of the following best describes your interpretation of ”good performance” when applied to 
your job? 
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Q.27. Which of the following best describes the methods and approaches used by employers in the 
assessment of your performance in the work place (outside of academic programmes)? 

 
Q.28. Which of the following best describes the type of assessment that you have? 

 
Q.29. How often are you assessed at work? 

 
Q.30. Does your employer set you target objectives? 
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Q.31. Do you have any influence on the target objectives you are set? 

 

Q.32. Which of the following best describes how your target objectives are defined? 

 
Assessment difference 

Q.33. Which of the following best describes your opinion when comparing academic assessment with 
employer job performance assessment? 

 
Q.34. In your opinion should employer and academic assessment be more closely aligned? 
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Q.35. In what way should they be more closely aligned? 

 
Q.36. Would a closer alignment result in any of the following? 
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 ANNEX 6. Answers to Questionnaire – Italy 

Education 

Q.12. Which of the following types of assessment best describe those you were given in your academic 
programme? 

Types of Assessment Percentage 

Vivas 80% 

Essays 60% 

Examinations 40% 

Multiple choice tests 40% 

Observation grid 20% 

Presentations 20% 

Research papers 20% 

Reports 0% 

Other, please specify 0% 

Q.13. In your opinion to what extent were the assessments on your academic programme aimed at 
assessing? 

Academic knowledge: 

 
Work based knowledge: 
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Work based performance of your job: 

 
Q.14. Besides academic specific skills/knowledge have any of the following been assessed? 

Skill/Knowledge Percentage 
Oral communication skills 80% 
Attendance 60% 
Motivation 40% 
Punctuality 40% 
Management skills 20% 
Team working skills 20% 
Time management 20% 
Organising 20% 
Leadership 0% 
Written communication skills 0% 
General IT skills 0% 

Performance assessment at work 

Within academic programmes 

Q.17. What method of assessment was used? 

Types of Assessment Percentage 
Observation 50% 
Presentations 50% 
Examinations  50% 
Multiple choice tests  50% 
Vivas  50% 
Essays 0% 
Reports  0% 
Research papers 0% 
Other, please specify 0% 
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Q.18. Which body writes (wrote) the assessment criteria for your assessment? 

Types of Assessment Percentage 
Other 71% 
Employer 14% 
External organisation (such as Accountancy, Cisco etc.) 14% 

Q.20. Which of the following best describes your opinion of the academic assessments taken during your 
work? 

The assignment set was relevant to my job: 

 

The content of the assessment was useful to improve my job performance: 
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The grade I was given accurately reflected my job performance: 

 
Q.26. Which of the following best describes your interpretation of ”good performance” when applied to 
your job? 
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4 4 5 4 4 4 4 5 3 2 3 3 
5 5 5 5 5 5 4 5 5 4 5 5 
2    1   5 3   4 
2  1  3     4 5  
5 4 5 3 3 1 2 2 3 3 4 3 
4 3 5 4 5 4 4 5 5 5 5 5 
5 1 5 4 4 1 1 4 5 5 5 4 

Avg. 
3,85 

Avg. 
3,4 

Avg. 
4,3 

Avg. 
4 

Avg. 
3,57 

Avg. 
3 

Avg. 
3 

Avg. 
4,3 
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4 

Avg. 
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4,5 
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4 
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Assessment difference 

Q.33. Which of the following best describes your opinion when comparing academic assessment with 
employer job performance assessment? 

The way I am assessed is similar: 

 
The skills I am assessed on are similar: 

 
The criteria I am judged by are similar: 
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The feedback I am given is similar: 

 
Q.34. In your opinion should employer and academic assessment be more closely aligned? 

 
Q.35. In what way should they be more closely aligned? 

The way I am assessed: 

 
The skills I am assessed on: 
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The criteria I am judged by: 

 
The feedback I am given: 
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 ANNEX 7. Answers to Questionnaire – Latvia 

General information 

Q.1. What type of employer do you work for? 
Q.1.1. Organisation size (average employment) 

# Answer   
 

Response % 

1 Up to 9   
 

3 7% 

2 10-49   
 

10 24% 

3 50-249   
 

15 37% 

4 250 and more   
 

13 32% 

 Total  41 100% 

Q.1.2. Main business activity of organisation 

# Answer   
 

Response % 

1 Forestry and timber production, agriculture, fisheries   
 

1 2% 

2 Mining industry  0 0% 

3 Electricity, gas and water supply  0 0% 

4 Building   
 

2 5% 

5 Production  0 0% 

6 Wholesale  0 0% 

7 Retail   
 

1 2% 

8 Transport, logistics   
 

1 2% 

9 Information technology   
 

25 61% 

10 Finance and insurance   
 

5 12% 

11 House management   
 

1 2% 

12 Commercial  0 0% 

13 Management   
 

1 2% 

14 Administration, workforce management  0 0% 
15 Education   

 

1 2% 

16 Health and social care  0 0% 

17 Art, entertainment  0 0% 

18 Hotels and restaurants  0 0% 

19 Other services   
 

1 2% 

20 Other   
 

2 5% 

 Total  41 100% 
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Q.1.3. Private or public sector organisation 

# Answer   
 

Response % 

1 Private   
 

20 50% 

2 Public   
 

19 48% 

3 Non-governmental organisation (NGO)   
 

1 3% 

 Total  40 100% 

Q.2. Job title 

Statistic Value 

Programmer 15 

Developer 6 

Consultant 3 

Administrator (IT, DB) 4 

Project/department manager 5 

System analyst 3 

Test engineer 2 

Total Responses 38 

Q.3. Type of employment 

# Answer   
 

Response % 

1 Full time employee   
 

35 90% 

2 Part-time employee   
 

3 8% 

3 Working contracts   
 

1 3% 

 Total  39 100% 

Q.4. If you are currently on the academic programme or recently graduated? 

# Answer   
 

Response % 

1 Student   
 

3 8% 

2 Graduate trainee   
 

6 15% 

3 Permanent employee   
 

30 77% 

 Total  39 100% 
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Learning needs 

Q.5. Which of the following best describe your learning needs? 

# Answer   
 

Response % 

1 Technical knowledge   
 

7 21% 

2 Management knowledge   
 

3 9% 

3 IT knowledge   
 

22 65% 

4 People skills  0 0% 

5 Study skills   
 

2 6% 

 Total  34 100% 

Q.6. Which of the following best describes your preferred method of delivery? 

# Answer   
 

Response % 

1 Work based   
 

22 63% 
2 Off-site   

 

3 9% 

3 Block release   
 

8 23% 

4 Distance learning, on-line   
 

8 23% 

5 Lecturer led   
 

7 20% 

6 Self-studies   
 

17 49% 

7 Research based   
 

4 11% 

8 Peer learning/project work   
 

15 43% 
9 Collaborative   

 

6 17% 

10 Books   
 

6 17% 

Q.7. Which of the following best describes your personal aspirations in regard to WBL? 

# Answer 1 2 3 4 5 Responses 

1 Improved employability 1 5 6 5 14 31 

2 Upskilling 17 4 5 2 3 31 

3 Career enhancement 3 7 6 11 4 31 

4 Salary increase 3 7 7 11 3 31 

5 Personal development 7 8 7 2 7 31 

 Total 31 31 31 31 31 - 
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Min Value 1 1 1 1 1 

Max Value 5 5 5 5 5 

Mean 3.84 2.03 3.19 3.13 2.81 

Variance 1.61 1.90 1.49 1.38 2.16 

Standard Deviation 1.27 1.38 1.22 1.18 1.47 

Total Responses 31 31 31 31 31 

Q.8. Which of the following drivers mostly affect your needs and aspirations? 

# Answer   
 

Response % 

1 Economic reasons   
 

7 22% 

2 New technologies   
 

25 78% 

3 Job security   
 

0 0% 

 Total  32 100% 

Education 

Q.9. Are you currently in an academic programme? 

# Answer   
 

Response % 

1 Yes   
 

20 61% 

2 No   
 

13 39% 

 Total  33 100% 

Q.10. Have you recently (1-3 years ago) completed an academic programme? 

# Answer   
 

Response % 

1 Yes   
 

13 100% 

2 No   
 

0 0% 

 Total  13 100% 
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Q.12. Which of the following types of assessment best describe those you were given in your academic 
programme? 

# Answer 1 2 3 4 5 6 7 8 9 Responses 

1 Report 12 5 2 4 3 2 0 1 0 29 

2 Observations 2 3 1 2 5 7 7 2 0 29 

3 Presentation 0 6 12 5 4 2 0 0 0 29 

4 Research papers 0 1 0 5 3 7 11 2 0 29 

5 Essays 0 0 0 0 0 3 7 17 2 29 

6 Examinations 14 4 6 4 0 1 0 0 0 29 

7 Multiple choice tests 1 7 4 5 6 2 2 2 0 29 

8 Vivas 0 3 2 4 8 4 2 5 1 29 

9 Others; Please specify 0 0 2 0 0 1 0 0 26 29 

 Total 29 29 29 29 29 29 29 29 29 - 
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Min Value 1 1 2 2 6 1 1 2 3 

Max Value 8 8 6 8 9 6 8 9 9 

Mean 2.72 5.21 3.45 5.93 7.62 2.14 4.10 5.34 8.48 
Variance 3.92 4.17 1.40 2.07 0.60 1.84 3.74 3.88 2.62 

Standard Deviation 1.98 2.04 1.18 1.44 0.78 1.36 1.93 1.97 1.62 

Total Responses 29 29 29 29 29 29 29 29 29 

Q.13. In your opinion to what extent were the assessments on your academic programme aimed at 
assessing? 

# Answer Min 
Value 

Max 
Value 

Average 
Value 

Standard 
Deviation 

Responses 

1 Academic knowledge 1.00 5.00 3.97 1.07 30 

2 Work based knowledge 1.00 5.00 3.03 0.91 29 

3 Work based performance of your job 1.00 5.00 3.17 1.14 29 
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Q.14. Besides academic specific skills/knowledge have any of the following been assessed? 

# Answer   
 

Response % 

1 Leadership   
 

7 23% 

2 Motivation   
 

4 13% 

3 Management skills   
 

4 13% 

4 Oral communication skills   
 

14 47% 

5 Written communication skills   
 

6 20% 

6 Team working skills   
 

14 47% 

7 General IT skills   
 

18 60% 

8 Punctuality   
 

7 23% 

9 Attendance   
 

19 63% 

10 Time management   
 

19 63% 

11 Organizing   
 

3 10% 
 

Statistic Value 

Min Value 1 

Max Value 11 

Total Responses 30 

Performance assessment at work 

Within academic programmes 

Q.15. Did (does) your formal academic qualification contain a work based component? 

# Answer   
 

Response % 

1 Placement   
 

16 52% 

2 Intership   
 

9 29% 

3 Work experience   
 

1 3% 

4 None   
 

5 16% 

 Total  31 100% 

Q.16. This was assessed by 

# Answer   
 

Response % 

1 Your academic tutor  0 0% 

2 Your work based supervisor   
 

14 54% 

3 Both   
 

10 38% 

4 Not assessed   
 

2 8% 

 Total  26 100% 
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Q.17. What method of assessment was used? 

# Answer   
 

Response % 

1 Report   
 

19 83% 

2 Observations   
 

4 17% 

3 Presentation   
 

11 48% 

4 Research papers  0 0% 

5 Essays  0 0% 

6 Examinations  0 0% 

7 Multiple choice tests  0 0% 

8 Vivas   
 

9 39% 

9 Others; 
Please specify 

  
 

3 13% 
 

Statistic Value 

Min Value 1 

Max Value 9 

Total Responses 23 

Q.18. Which body writes (wrote) the assessment criteria for your assessment? 

# Answer   
 

Response % 

1 HEI   
 

13 68% 

2 Employer   
 

7 37% 

3 Accrediting body (NVQs etc.)   
 

2 11% 

4 External organizations (e.g., Cisco)   
 

1 5% 

5 Other   
 

1 5% 
 

Statistic Value 
Min Value 1 

Max Value 5 

Total Responses 19 

Q.19. Does (did) your employer contribute to the grade you were given for your WB assessment if so 
how? 

# Answer   
 

Response % 

1 No   
 

2 10% 

2 Yes, formally   
 

12 57% 

3 Yes, informally   
 

7 33% 

 Total  21 100% 
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Q.20. Which of the following best describes your opinion of the academic assessments taken during your 
work? 

# Answer Min 
Value 

Max 
Value 

Average 
Value 

Standard 
Deviation Responses 

1 The assignment set was relevant to my job 2.00 5.00 4.19 0.93 21 

2 The content of the assessment was useful to 
improve my job performance 1.00 5.00 3.48 1.21 21 

3 The grade I was given accurately reflected my 
job performance 1.00 5.00 3.95 0.97 21 

Q.21. Do you have experience of full time study within an HEI? 

# Answer   
 

Response % 

1 Yes   
 

22 100% 

2 No  0 0% 

 Total  22 100% 

Q.22. In your opinion were the policies and procedures the same for WB assessments and assessments of 
traditional (full time) programmes such as? 

# Answer   
 

Response % 

1 Submission regulations   
 

5 31% 

2 Grading criteria   
 

3 19% 

3 Feedback   
 

6 38% 

4 Rules for referrals and re-sits   
 

2 13% 

5 Others; Please specify   
 

1 6% 
 

Others; Please specify 

Esoteric question 
 

Statistic Value 
Min Value 1 

Max Value 5 

Total Responses 16 

Outside of academic programmes  

Q.23. Who is responsible for assessing your performance at work? 

# Answer   
 

Respon
se 

% 

1 Line Manager   
 

27 93% 

2 Peers   
 

13 45% 

3 HR  0 0% 

4 Others; Please specify   
 

1 3% 
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Others; Please specify 

Head of Department 
 

Statistic Value 

Min Value 1 

Max Value 4 

Total Responses 29 

Q.24. Can you confidently say that your performance at work is…? 

# Answer   
 

Response % 

1 Not good  0 0% 

2 Improving   
 

12 41% 

3 Very good   
 

12 41% 

4 Excellent   
 

4 14% 

5 Not able to confidently say   
 

1 3% 

 Total  29 100% 

Q.25. Describe the criteria you use to justify your assessment of your performance 

# Answer   
 

Response % 

1 Self awareness   
 

20 69% 

2 Feedback from line managers   
 

22 76% 

3 Feedback from colleagues   
 

20 69% 

4 Feedback from customers   
 

13 45% 

5 Other; Please describe   
 

0 0% 
 

Statistic Value 

Min Value 1 

Max Value 4 

Total Responses 29 
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Q.26. Which of the following best describes your interpretation of ”good performance” when applied to 
your job? 

# Answer 1 2 3 4 5 6 7 8 9 10 11 12 13 Resp. 

1 Job related knowledge and 
skills 12 2 4 2 3 2 0 1 0 0 0 0 0 26 

2 Job outputs – quantity 3 8 7 2 2 3 0 0 1 0 0 0 0 26 
3 Job results (quality) 7 10 6 3 0 0 0 0 0 0 0 0 0 26 
4 Time management 3 2 2 8 3 4 0 1 1 1 1 0 0 26 
5 Organizational skills 0 1 3 2 7 6 6 0 1 0 0 0 0 26 
6 Cost effectiveness 0 0 0 1 0 2 9 6 3 3 2 0 0 26 
7 Profits generation 0 0 0 1 0 1 3 7 5 4 4 1 0 26 
8 Attendance and punctuality 0 0 0 1 2 3 4 4 7 3 0 2 0 26 
9 Communication (oral) 0 0 0 2 3 0 2 2 5 6 5 1 0 26 

10 Communication (written) 0 0 1 0 1 1 0 1 1 5 8 8 0 26 
11 Personal and people skills 0 3 2 4 4 0 0 3 2 0 6 2 0 26 
12 Team's performance 1 0 1 0 1 4 2 1 0 4 0 12 0 26 
13 Other; Please describe 0 0 0 0 0 0 0 0 0 0 0 0 26 26 

 Total 26 26 26 26 26 26 26 26 26 26 26 26 26 - 
 

Statistic 
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Min Value 1 1 1 1 2 4 4 4 4 3 2 1 13 

Max Value 8 9 4 11 9 11 12 12 12 12 12 12 13 

Mean 2.73 3.27 2.19 4.69 5.42 7.92 8.77 8.04 8.65 10.19 6.92 9.19 13.00 

Variance 4.20 3.64 0.96 6.78 2.57 2.63 3.22 4.04 5.60 5.36 12.63 10.88 0.00 

Standard Deviation 2.05 1.91 0.98 2.60 1.60 1.62 1.80 2.01 2.37 2.32 3.55 3.30 0.00 

Total Responses 26 26 26 26 26 26 26 26 26 26 26 26 26 

Q.27. Which of the following best describes the methods and approaches used by employers in the 
assessment of your performance in the work place (outside of academic programmes)? 

# Answer   
 

Response % 

1 Appraisals   
 

8 31% 

2 CPD targets   
 

7 27% 

3 Career increment   
 

9 35% 

4 Other; Please describe   
 

2 8% 

 Total  26 100% 
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Other; Please specify 

The complexity of the task and the results 

Q.28. Which of the following best describes the type of assessment that you have? 

# Answer   
 

Response % 

1 Formal   
 

5 19% 

2 Informal   
 

12 44% 

3 Self-assessment   
 

10 37% 

4 Manager appraisal   
 

21 78% 

5 Peer appraisal   
 

6 22% 

6 Team appraisal   
 

2 7% 

7 Customer appraisal   
 

7 26% 

8 Assessment centre   
 

1 4% 

9 “Full-Circle” appraisal   
 

1 4% 

10 Professional development objectives   
 

3 11% 

11 Other; Please describe  0 0% 
 

Statistic Value 

Min Value 1 

Max Value 10 

Total Responses 27 

Q.29. How often are you assessed at work? 

# Answer   
 

Response % 

1 Once a year   
 

8 30% 

2 Every six months   
 

6 22% 

3 Once in a quarter   
 

3 11% 

4 More often than once in a quarter  0 0% 

5 No exact period   
 

10 37% 

 Total  27 100% 

Q.30. Does your employer set you target objectives? 

# Answe
r 

  
 

Response % 

1 Yes   
 

22 81% 

2 No   
 

5 19% 

 Total  27 100% 
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Q.31. Do you have any influence on the target objectives you are set? 

# Answer Min 
Value 

Max 
Value 

Average 
Value 

Standard 
Deviation 

Responses 

1 Your job objective 2.00 5.00 3.45 0.80 22 

Q.32. Which of the following best describes how your target objectives are defined? 

# Answer   
 

Response % 

1 The minimum standard acceptable for your job   
 

1 5% 

2 The benchmark target required for your job   
 

14 64% 

3 Outstanding performance target for your job   
 

7 32% 

 Total  22 100% 
 

Assessment difference 

Q.33. Which of the following best describes your opinion when comparing academic assessment with 
employer job performance assessment? 

# Answer Min 
Value 

Max 
Value 

Average 
Value 

Standard 
Deviation 

Responses 

1 The way I am assessed is similar 1.00 5.00 3.00 1.18 24 

2 The skills I am assessed on are similar 1.00 5.00 2.58 1.02 24 

3 The criteria I am judged by are similar 1.00 5.00 2.83 1.13 24 

4 The feedback I am given is similar 1.00 5.00 2.79 1.18 24 

Q.34. In your opinion should employer and academic assessment be more closely aligned? 

# Answer   
 

Response % 

1 Yes   
 

16 64% 

2 No   
 

9 36% 

 Total  25 100% 

Q.35. In what way should they be more closely aligned? 

# Answer Min 
Value 

Max 
Value 

Average 
Value 

Standard 
Deviation 

Responses 

1 The way I am assessed 1.00 5.00 3.05 1.36 22 

2 The skills I am assessed on 1.00 5.00 3.68 1.13 22 

3 The criteria I am judged by 1.00 5.00 3.43 0.98 21 

4 The feedback I am given 1.00 5.00 3.36 1.09 22 
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Q.36. Would a closer alignment result in any of the following? 

# Answer  Response % 

1 More value of the assessment to me personally   
 

9 45% 

2 More value of the assessment to my employer   
 

6 30% 

3 More encouragement for me to improve my 
performance at work   

 

10 50% 
 

Statistic Value 

Min Value 1 

Max Value 3 

Total Responses 20 

 


