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1. Introduction  

1.1 The WBL: a complex challenge 
 
The integration of work-based learning (WBL) in qualification routes is a key 
objective of Europe 2020 Strategy and the labour market and vocational and 
educational systems reform processes.  The promotion of this learning methodology 
can be seen as a fil rouge that links the European policies in this field. It is gaining an 
increasingly strategic role for the achievement of the common objectives of 
employment growth, especially youth employment, raising qualification levels, fight 
against the school and VET drop-out and the marginalization. The school-to-work 
transition turns out to be 14% faster for young people who participated in WBL 
programmes than for the students coming from traditional educational pathways; 
beside the differences among countries, in general this transition turns out to be 
easier in the systems that are based on a strong connection between school and 
work-based learning (Cedefop, 2013).  
In several occasions over the last years, European Institutions called on Member 
States to strengthen, both in quantitative and qualitative terms, Work-based 
learning (WBL) activities inside their vocational and educational systems. According 
to the European vision, the spread of vocational and educational pathways that can 
combine theory and practice in a working environment is indeed considered  an 
essential element to tackle youth unemployment and foster, based on Europe 2020 
Strategy, a smart, sustainable and inclusive growth. Strengthening work-based 
learning means to invest in a variety of dimensions: reinforcing the governance 
framework, through the involvement of all relevant stakeholders, including the 
social partners; building stable partnerships between schools and enterprises to 
ensure the joint design and implementation of educational pathways, increase 
training provider’s responsiveness to the labour market needs and reduce the 
competence mismatch; extending the opportunities to a wider range of users, both 
young and adult;  introducing WBL elements permanently in educational 
programmes at all levels and in all segments of the vocational and educational 
training offer; adopting systematic approaches to the training of teachers, trainers 
and mentors, especially with regards to teaching in work-based settings; defining 
shared qualitative standards for work-based learning, ensuring, at the same time, 
the expected placement results; designing and applying systems, methodologies and 
tools for the recognition of the competences gained through the work experience, 
within the logic of a gradual accumulation of the learning outcomes and increasingly 
higher specialization of the “work-based setting” methodologies. 
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1.2 The WBL models in Europe 
 
As a premise, it should be pointed out that both the internship / stage and the 
apprenticeship fall within the Work-based learning model. In Europe, the internship 
/ Traineeship (work placement) is defined as a period of time in a company or 
organization, aimed at acquiring specific skills required by the labour market. It is a 
work experience including an educational component (within the framework of a 
study curriculum or not) of limited duration. The purpose of these internships is to 
facilitate the transition of trainees from education to work, providing them with the 
practical experience, the knowledge and the appropriate skills to complete their 
theoretical education. By apprenticeship, we mean, instead, a formal vocational 
education and training program that combines learning mainly acquired in the 
workplace, in companies and other workplaces, with learning in education and 
training institutes, which leads to nationally recognized qualifications. 
Apprenticeships are characterized by a contractual relationship between the 
apprentice, the employer and / or the vocational education and training institution 
and foresee that the apprentice receives a salary or compensation for the work 
done (2017/0244 (NLE ) - Article 27). 
 
In the lexicon of the European Commission the two institutions tend to overlap. The 
most significant difference is in their duration. Obviously, in the different national 
systems the two institutions take on specific connotations, which combine and 
overlap the characteristics of both institutions, as defined in the European context. 
 
The objective of WBL GUARANTEE project is to bring together and establish a 
dialogue between different training and job placement schemes, - through a "pilot" 
testing - , in order to identify and test a methodology aimed at enhancing work-
based learning experiences that are not part of formal learning paths. 
 
The starting point to identify a common ground among the different WBL models 
adopted in Europe is the vademecum issued by the European Commission in 2013 
following the joint declaration made in Bruges by the Council of the European 
Union, the Social Partners and the European Commission has identified three 
models for Work-based learning.  
 

 DUAL – the first model, concerning the apprenticeship and alternation 
schemes, foresees long periods spent by students inside companies (SMEs), in a 
condition of total integration into the company context. These typologies of 
educational and professional relationships are generally regulated by a contract 
with the employer that foresees a compensation and the provision of specific 
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educational contents connected to a specific occupation (Cedefop, 2011). These 
are complementary periods that alternate (on a weekly/monthly/annual basis) to 
the training received inside the institutions (PHEI - Professional Higher Education 
Institutions). These alternation or apprenticeship schemes are generally known in 
Germany and in German-speaking countries (Austria, Switzerland, Denmark) like 
the “dual system”. In these programmes, student spend a significant amount of 
time for training inside companies. At alternate periods, the apprentices gain 
basical theoretical and technical knowledge, which are often complementary to 
practical competences. Generally speaking, this WBL model (dual model), being 
an integral part of a vocational and educational training path, represents a 
tipology of formal learning that allows the achievement of a qualification with 
legal value. Since 2016, this model has been tested in Italy. 
  
 CURRICULAR – the second model refers to on-the-job training periods inside 
companies (SMEs), internships or work placements, foreseen by high school 
and/or university and/or vocational and educational training programmes; these 
on-the-job training periods are compulsory for students and generally correspond 
to 25-30% of the whole study programme. They have to be considered mainly as 
effective mechanisms for school-to-work transition with the purpose of allowing 
young people to socialize and familiarize with the world of work and facilitate 
transition to active life. This second WBL model (curricular model), being an 
integral part of a vocational and educational training path, represents a tipology 
of learning that, despite being non-formal, allows the achievement of a 
qualification with legal value;  
 
 EXTRACURRICULAR – the last model corresponds to work-based learning 
pathways, generally activated and implemented inside enterprises, in 
collaboration with Professional Higher Education Institutions (PHEI) o i PES. These 
pathways, generally defined as extracurricular, are not connected to a study 
programme, but they aim at the professionalization of the trainee, in order to 
support his/her job placement. This third WBL model (extracurricular model), 
despite referring to one or more professional standards of national repertories, 
represents a non-formal learning that does not allow “tout court” the recognition 
of a qualification with legal value. This model also includes transnational 
mobilities implemented abroad inside a company and not during study 
programmes.  
 

Generally speaking, WBL pathways represent an important tool (although not 
necessarily sufficient) to improve youth’s transition towards the labour market. It ha 
been noticed that the countries with solid VET systems and consolidated 
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apprenticeship systems (eg. Austria, Denmark, Germany and Switzerland) are more 
likely to record better results in terms of youth employment and a faster transition 
to the labour market. Moreover, it should be noted that in some countries, the WBL   
also represents a way to increase adults’ abilities (eg. in Australia, Denmark and UK 
a significant number of apprentices is composed of individuals aged over 30 years; 
also in Italy, since 2015, the apprenticeship for adults has been introduced,  only 
with regards to unemployed people who receive a benefit).  
 

If it is true that the effectiveness of WBL decreases with the increase 
in the fragility of the VET systems, even more so, when the role of the 
VET institution is based on fluid schemes, the effectiveness of WBL 
becomes more fragile for the purpose of occupational results. 
Therefore, it has become necessary to strengthen the quality of all 
WBL schemes, especially those where non-formal learning is not a 
part of competence validation and certification pathways. 

 
Also the Council Recommendation on a European Framework for Quality and 
Effective Apprenticeships highlights how WBL, despite being widespread in 
European labor markets, it has not produced the expected results in terms of 
employment effects in the last decade. All too often, traineeships are indeed 
characterized by incongruous training contents (performance of tasks that don’t 
allow to achieve the learning outcomes foreseen by a specific qualification) and 
inadequate experiences (too long working hours, without any or low compensation, 
excessive duration, etc.). These factors have affected considerably the quality and 
effectiveness of training.  
 
A quality WBL experience is indeed the key to access the world of work. An 
econometric analysis conducted by the European Commission based on the results 
of the Eurobarometer (European Commission 2013) has indeed detected a 
significant correlation between the traineeship’ quality and the occupational results: 
those who carried out a low-quality traineeship had subsequently a much lower 
probability to find a job. Hence the need to strengthen traineeship schemes, by 
defining qualitative criteria and standards that allow the implementation of actual 
learning experiences that are functional to the integration into the labour market.  
 
1.3   WBL and Quality Assurance  
 
Under the urge to make WBL more and more effective,  the Council has approved a 
first Recommendation on a Quality Framework for Traineeships (2014/C 88/01), 
subsequently with the Recommendation 5.10.2017 COM(2017) 563  final, which 
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aims at providing a coherent framework for apprenticeships on the basis of a 
common interpretation of what defines their quality  and effectiveness, considering 
the variety of VET systems in Member States.  
 
These last Recommendations identify indeed specific criteria and working and 
learning conditions, in order for the traineeships and the apprenticeships to be  
qualitatively valuable and effective for the trainee’s professional and personal 
growth.   
 
The conditions are the following ones:  
 

 Written contract  

 Learning outcomes that ensure the evolution of the professional path 

 Pedagogical support to in-company trainers  

 Workplace component  

 Pay and/or compensation   

 Social protection   

 Work, health and safety conditions  

 Regulatory framework  

 Involvement of social partners  

 Financial Support for companies  

 Flexible pathways that also include transnational mobility   

 Career guidance and awareness raising  

 Transparency   

 Quality assurance and graduate tracking 
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1.4   WBL GUARANTEE: what is the goal? 

This Toolkit was created to contribute to the increase in the 
pedagogical competences of WBL operators and to support the design 
of pathways with clear and measurable learning outcomes, even 
where the WBL is not integrated into formal education and training 
pathways, as in the EXTRACURRICULAR model. Within this model, the 
WBL pathway, not being an integral part of a study program, but 
solely aimed at the professionalization and training of the trainee, can 
continue with the competence transparency pathway.  

 
WBL GUARANTEE aims indeed at increasing the in-company tutors and sending 
institutions’ (PHEI – PES) basic competences, so that the pathway is designed and 
implemented in view of an adequate validation of learning outcomes. 
  
In particular, the Toolkit provides information and operational tools to implement 3 
processes of every WBL pathway, which become even more important in the 
EXTRACURRICULAR model:  

 
1. Identifying learning objectives throughout the whole pathway, in 
order to design coherent pathways that are hinged upon a procedure 
aimed at validating and recognizing non-formal competences deriving 
from the WBL pathway 
2. Evaluating and document the learning outcomes, in order to ensure 
their usability in work and / or training pathways 
3. Managing the mentorship relationship: techniques and tools  

 
The Toolkit is enriched by a concluding chapter where experiences conducted in 
Eureope are described, including the WBL model adopted in Germany.  
 
Due to the heterogeneity of the WBL models and thus the different terminology that 
characterizes the figures involved, the following definitions will be adopted: 
- WBL user, the person who carries out a work-based learning experience, which can 
take the form of apprenticeship, traineeship, internship or other form; 
- In-company tutor, the person appointed by the companies (SMEs), for the training 
and monitoring of learning acquired by the WBL user 
- VET provider’s tutor, the person designated by the institutions of vocational 
education and training (PHEI Professional higher education institution) or by the 
employment agencies (public and private PES) to carry out the planning, training 
and monitoring of earning acquired by the WBL user. 
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2. Designing WBL pathways  
 
As a premise, it must be emphasized that learning acquired in the workplace is non-
formal. It has no formal value tout court but, if integrated into a formal vocational or 
educational training pathway, it is automatically certified as an integral part of the 
study programme to which it is connected, as in the case of the dual and the 
curricular model (see par. 1.2). This project aims at developing methodological tools 
for WBL pathways that are not integrated into a formal vocational education and 
training pathway in order to capitalize learning outcomes also for the purpose of 
certification. 
The design of a learning pathway has to be preceded by the analysis of the 
competences and knowledge previously acquired by the young person or WBL user, 
this allows to modulate and identify, during the orientation phase, the most suitable 
learning path and at the same time, it allows the employer, to identify the 
professional or aptitudinal potential of the apprentice / trainee to whom new 
competences will be transferred or whose already possessed competences will be 
strengthened. The young person must not only be able to learn, but also be able to 
participate proactively in the construction of his own learning consciously and in 
synergy with the needs of the company and the employer. 
 
The young person’s learning, during the apprenticeship or the traineeship, can be 
used in the end, both to start the process of certification of the competence 
connected to a specific qualification, and also, for the recognition of training credits 
connected to one or more units of competence referred to professional profiles 
other than the qualification for which certification is requested. 
 
 

Where it is not integrated, as in the case of the EXTRA-CURRICULAR 
pathways, but only correlated and designed in relation to a 
standardized1 professional profile of the NQF, the WBL path is not 

                                                           
1
 In most of EU countries a National Qualifications Framework (NQF) has been established, that is a kind of repertory 

of the qualifications foreseen by each national system. It is a useful tool to describe all or some of the qualifications, 
beside being a valid support to understand the whole structure of an educational sytem. Usually, for each national 
profile, the NQFs identify the professional and training standards. 
The professional standards are the description of the main activities carried out by each professional figure (they are 
thus professional profiles). These standards are expressed in terms of results and also describe how and at which level 
these activities have to be carried out. The professional standards represent a possible bridge between the labour 
market and the world of education as long as the educational standards are also expressed in terms of results. 
The education/training standards describe what the people have to learn and how to assess this learning. These 
standards, if expressed in terms of learning outcomes, allow an easier correlation with the professional standards 
(otherwise they risk being self-referential). 
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immediately certifiable. It can become certifiable only through a 
"formal" process of recognition and validation of learning outcomes.  

 
The process of recognition and validation of learning outcomes enables people to 
capitalize the learning acquired, regardless of the context, in the form of a 
qualification or credits. This result ensures the enhancement of the usability of 
learning - non-formal and informal - for the purposes of job placement or 
professional growth. 
 
The recognition and validation of non-formal and informal learning has been the 
subject of heated debate in Europe for many years. Today it has become widely 
acknowledged that one does not learn only within classical learning contexts 
(classroom), but also from everyday experiences at work, at home and in leisure 
time. Indeed, even the latter ones contribute deeply to our training, giving 
undisputed value to our human and professional capital. The 2012 Council 
Recommendation proposes a systematic approach to validation, to give more 
visibility and value to learning achieved outside formal vocational education and 
training contexts. Cedefop, the EU agency supporting the development of 
vocational training policies, has drawn up the first guidelines for the validation and 
recognition of non-formal and informal competences since 2004. These guidelines, 
then updated in 2005, 2008, 2010 and 2014, will be published in the last version in 
2016. The document provides an overview of the validation practices and serves as 
a tool to help Member States develop and implement operational procedures. 
 
But what are the features for the development and implementation of validation? 
And what are the links to national qualifications systems? How is quality 
guaranteed? To this end, the Cedefop guidelines explicitly indicate some basic 
elements of the validation process: 

a) IDENTIFICATION of learning outcomes acquired by the person through non-
formal and informal learning;  

b) DOCUMENTATION of learning outcomes acquired by the person through non-
formal and informal learning;  

c) EVALUATION of learning outcomes acquired by the person through non-
formal and informal learning;  

d) CERTIFICATION of learning outcomes (formal, non-formal and  informal) 
acquired by the person, in the form of a qualification or credits that allow to 
gain a qualification or other recognition  

 
This Toolkit supports WBL operators in the design, management and 
monitoring of work-based learning pathways, to ensure the 
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conclusion of the latter ones with learning outcomes that can be 
IDENTIFIABLE, DOCUMENTABLE and MEASURABLE by the competent 
staff.    

 
This result can make the activation, by the WBL user, of the procedure of 
VALIDATION of the pathway, for the purpose of certification of the competences 
acquired, easier and more effective.   
 
 

Therefore, the contribution that this guide makes is in the increase the 
probabilities for certification of extracurricular WBL, raising the 
competences of operators / tutors of WBL with regards to the design, 
monitoring and evaluation of learning, in order to allow the user to 
easily access the competence certification procedure.  

 
Within this context, it is worth remembering that: 
- the CERTIFICATION can be issued only by an ENTITLED BODY, according to the 
national or local rules of the Member State, 
- the VALIDATION for the purposes of certification, can only be performed by an 
OPERATOR that is AUTHORISED to carry out this procedure, based on the national or 
local regulations of the Member State, 
- the Tutor and the WBL user, can contribute to the success of the certification 
process, bringing to the attention of the validation operator, a non-formal 
experience - the WBL experience - whose learning results are: a) identified, b) 
related to a professional profile, c) adequately documented. 
 

2.1 The training project  
 
The training project is the identity card of a WBL experience. It is a document 
compiled, before the start of the WBL pathway, by the educational institution and / 
or the employment agency upon the proposal of the company that activates the 
WBL experience. It is shared and undersigned by the representative of the training 
agency and by the representative of the hosting company, as well as by the trainee 
himself. 
  
The training project describes the objectives and contents of the WBL experience, 
with particular reference to the activities to be performed and the skills/ knowledge 
that can be acquired by the trainee. 
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The training project, if well designed, constitutes a fundamental tool for the correct 
setting up and realization of the experience, since through it is possible to design 
technical-professional and transversal competences useful for strengthening the 
trainee's employability. 
 
Coherently with the Council Recommendation on a Quality Framework for 
internships and, keeping in mind the heterogeneity of national / regional provisions, 
it can be stated that each training project must contain the following basic 
elements: 
1. definition of the type of path; 
2. registry of the training agency (PHEI); 
3. registry of the tutor of the training agency (PHEI), with indication of the level of 
education. This actor has significant responsibilities because, from his training 
project, the possibility of validating the acquired learning outcomes depends. The 
tutor of the training agency (PHEI) has, furthermore, the mission of ensuring the 
educational validity of the internship; prepare the trainee / apprentice; monitor the 
activities performed and the insertion of the young person "on going"; collect and 
summarize the monitoring results. 
4. registry of the host organization, including the sector of economic activity; 
5. data registry of the tutor of the host organization, with indication of the 
professional experiences and skills owned and the number of trainees supervised at 
the time of activation of the WBL course. The company tutor must ensure a constant 
presence throughout the duration of the internship, guaranteeing the supervision 
and control of the activities carried out by the trainee. 
6. data of the trainee, with the specification of the qualification; 
7. indication of the number of "human resources" available at the operational 
premises of the hosting organization, on the date of activation of the internship; 
8. clarification of the number of the on-going traineeships, at the operational 
premises of the hosting organization, on the date of activation of the internship; 
9. data related to the internship: 

9.1 venue and any other locations; 
9.2 identification data of insurance and social security coverage; 
9.3 start and end date and total duration (in months) of the internship. The 
duration of the internship is not standard, but must be determined, within the 
time limits established by the legislation, based on the content and the 
activities included in the training project. 
9.4 daily schedule, with possible coordination with and on the different 
locations; 
9.5 professional area / production sector used as reference point; 
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9.6 monthly indemnity amount, if due or foreseen, in compliance with the 
indications of the national / regional guidelines 
 

9.7 Professional role of reference that characterizes the activities 
carried out by the trainee, with reference to the regional 
repertoires and / or the national framework; 
9.8 Description of the activities and training objectives, in terms of 
expected learning outcomes; 
9.9 Methods of ascertainment of learning 

 
In this module we will underline the point 9.7 e 9.8, while the point 9.9 will be 
analysed in module 3. 
 

The study of this module will make it possible to understand: 
- how to connect a WBL experience to a professional profile 

detectable in national repertoires;  
- how to develop a training project that makes the WBL 

experience a recognizable and validatable learning path.  
A good training project is, in fact, the prerequisite for making a WBL 
experience exploitable through a transparency and validation of 
competences process, both for the purposes of the recognition of 
training credits or the certification of competences. 
 

 
The recognition and validation of learning outcomes are two autonomous but 
interconnected procedures. 
The recognition is the phase of reconstruction of individual’ experiences, which 
means the transparency of the acquired competences and which ends with the 
elaboration of a final Document of Transparency of the acquired competences. Into 
the abovementioned document it is possible to identify all the learning outcomes 
acquired by individuals during the life cycle.  
 
Validation is the process by which the actual value (quantitative and qualitative) of 
the experience accrued and described in the Transparency Document, is verified. It 
concludes with the elaboration of a Validation Document. Both procedures require 
the presence of a qualified operator. In fact, the transparency document is drawn up 
by the person who activates the procedure with the support of an authorized 
operator, while the validation document is filled in exclusively by the authorized 
operator. 
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What are these procedures for? 
These can have different purposes: 

a) in the case of the recognition of educational credits: to assess the actual 
possession of the required knowledge and/or cognitive requisites, in order to 
continue the studies with personalized training courses. 
b) in the case of certification of competences: to assess the possibility of 
direct access to the certification itself. 

   
In conclusion, a non-formal WBL path, if designed and implemented with the aim of 
recognizing and validating the competences deriving from it, can give rise to the 
certification of training credits or allow access to the qualification itself. 
 
 
2.2 The competences arising from WBL 
 
What is a competence? Competence is the proven ability to manage knowledge, 
skills and personal, social and / or methodological abilities, in work or study 
situations and in professional development. Therefore, it is a structured set of 
knowledge and skills that may have been acquired in formal, non-formal or 
informal learning pathways. 
Strictly speaking, competence represents the mobilization of knowledge, skills and 
personal resources, aimed at executing assigned tasks, problem solving and 
managing diversified situations. What has been said applies to all social, 
professional and educational areas, as well as to individual growth as a human 
being. 
 
It is appropriate to specify that the concept of competence is not restricted to the 
possession of the necessary knowledge and skills, but it presupposes as well the 
capability to use such knowledge and skills through methodological-relational tools 
that each individual possesses in a different way and to a different extent. 
Consequently, it is not competent who possesses a vast stock of knowledge and 
skills, but rather who is able to effectively mobilize the resources at his disposal to 
face a specific situation. 
 
Skills can be certified if related to a professional profile whose performance results, 
as well as the learning outcomes necessary to operate on the performance itself, are 
standardized and collected in the various national repertoires (NQFs). 
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The learning outcomes - related to each profile - are expressed in 
Units of Competence integrated and coordinated on the basis of the 
typical activities of a specific profession.  
A professional profile is, therefore, composed by one or more Units of 
Competences, whose possession is necessary to implement the 
performance of the reference profile 
 
  
A professional performance presupposes an expected result, which 
means the ability to create a product / service, using techniques and 
tools typical of that working context, with a level of responsibility and 
autonomy clearly defined. Therefore, the expected result is the 
competence. Each competence, as already mentioned, is composed of 
a structured set of knowledge and skills which, in order to be 
acquired, like a Lego, can be designed in one or more Learning 
Outcome Units 
 
  

The unit of learning outcome is a didactic element of the training path consisting of 
a series of coherent knowledge and / or skills that can be evaluated and validated. If 
the unit of learning outcome can be used to achieve, in a progressive and 
cumulative way, a learning result of greater value, it becomes a Capitalizable Unit of 
Competence (CFU). 
 

The unit of competence that can be capitalized is a set of competences 
that is autonomously significant (self-consistent), recognizable by the 
world of work as a specific component of professionalism, and 
identifiable (by the company and by the training system) as the 
expected result of a training process 

 
Designing a WBL path with capitalizable units of competence means guaranteeing 
the possibility of accessing a process of identifying, evaluating and validating the 
path, for the purposes of certification. 
 
As already mentioned, to make it possible, the WBL path must be designed with 
reference to a standardized professional profile. 
 
Recognizing its complexity, it is appropriate to further clarify the concept of 
capitalization. It allows to translate in cognitive “value”, the knowledge and skills 
already acquired by individuals. 
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Accordingly, capitalization is an approach to accumulate and 
transfer learning in order to increase its value 

 
As in economics capitalization is the operation that transforms savings and interests 
into capital, so in the education and training sector capitalization transforms the 
acquired skills (formal learning / NF / IF) into educational credits that can be 
recognized as part of a further training course or for the purpose of certification of 
skills 
 
From this derives the importance of a WBL path designed with capitalizable units of 
learning outcomes. 
The WBL experience generates non-formal learning, which activates skills and 
knowledge that make the person (wholly or partially) capable of managing a specific 
production process: in other words, these make the individual competent. 
 
The competence is not static or linear. On the contrary, it is dynamic and systemic 
since it is the result of the constant and continuous relationship between the 
context in which learning path takes place, and the ways in which the individual 
elaborates and responds to the inputs that come to him from the same context, 
often modifying it as well. 
 
The competence consists of both a tacit and another one codified parts.  
The tacit part stems from the superstructure of abilities, attitudes and individual 
customs and is difficult to transfer it to other individuals. 
The codified part can be traced back to the observable and measurable aspects of 
an acted competence, since it can be described based on the performances and the 
results achieved. 
 
Competence is expressed in a "relationship" between a person and a specific 
situation. In this sense, it can be obtained either from an analysis of the technical 
nature of work tasks, or from the sum of knowledge and abilities abstractly 
possessed by an individual. 
 
Coded knowledge is that which can be easily transformed into information and can 
be just as easily measured, transferred or certified, using methodologies. 
Tacit knowledge, on the other hand, is difficult to transfer: it comes in the form of 
both individual abilities and operating customs and mental representations, shared 
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by certain communities and transferable through WBL forms, thanks to the social 
interaction. 
 
If the competence of the individual is the result of a learning process, so that it can 
become the object of social exchange within the different contexts (where it is 
possible to assert one's competences), these must be subordinated to a 
standardization process, which makes them a common and shared language in 
education, training and work field. Standardizing codified knowledge means 
describing, systematizing and organizing competences within clear and recognizable 
conceptual categories. Consequently, the language used to describe them must also 
be standardized. 
 
Moreover, the readability of the competences improves the correspondence 
between the demand and the supply of labour, facilitating - in the final instance - 
labour and geographical mobility as well.  
 
 

A WBL training project - in order to facilitate the validation of 
"codifiable knowledge" - must be designed in order to make 
competences clear and unambiguous. 
 

The description of each competence must contain: 
a) the components of competence(s), in terms of the skills and knowledge 
that qualify it; 
b) the way in which skills and knowledge are activated at the time of action, 
defining the structure of competence; 
c) the process that leads to the realization of the objective and that defines 
the competence in action, or the result of the learning path. 

 
Each profession requires an articulated set of skills, each of which can be grouped 
into one or more learning outcomes. 
In the design of a WBL path the way in which units of learning outcomes are 
grouped is very important because, if the learning outcomes are identifiable and can 
be evaluated, these can aspire to be certified 
 

The steps to design WBL paths, in a logic aimed at the subsequent 
validation of the learning (if relevant), are the following: 

1. identification of the reference competence; 
2. identification of the evaluation criteria; 
3. definition of the final tests. 
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2.3. Practical instructions to design WBL pathways 
 
Before creating the design of a WBL path, it is necessary to identify, in its reference 
repertoire (NQF - see note 3), the professional profile or the production process to 
which the WBL path is to be attached. 
 
Each national framework or regional repertoire, for each professional profile, 
reports the units of competences that the person must possess to exercise that 
profession. 
 
In particular, the national frameworks and/or the repertoires report the knowledge 
and skills associated with each competence, starting from the results expected from 
professional performance. 
 
Moreover, in many repertoires the training standards that define the minimum-
essential requirements of learning, which must serve as a reference compass in the 
construction of the WBL project, are reported as well. This is because the 
achievement of the units of competence, provided in the reference repertoire, is a 
prerequisite to make WBL learning validable and therefore certifiable. 
 
It is not necessary, for a WBL path, to develop all the Units of Competence that 
constitute the whole competences related to the professional profile taken into 
account. The WBL experience can also focus on just one or some units of 
competence, instead of the all Units of Competences, organized in one or more 
"learning outcomes". But, for the WBL path to be certifiable, it is necessary that 
the acquired learning satisfy all the learning outcomes foreseen by the reference 
unit of competence. 
 
 

The unit of competence is a standard set of knowledge and skills, 
which are organically linked to each other, whose possession is 
necessary for the bearer to achieve a pre-established professional 
performance. The unit of competence is the minimum reference of the 
certification process. It consists of one or more learning outcomes. 
The training designing determines the number of units of learning 
outcomes that make up the reference Unit of competence. 
 

The consultation of the framework/repertoire is to be considered the primary 
source from which to draw inspiration for the design phase. 
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The national framework and/or the local repertoires describe the results expected 
from the professional performance of the reference profile, such as the set of skills, 
knowledge and skills that is possessed by more than one person performing the 
same job, within a specific production process.  
 

The competence is the other side of the expected result of the 
performance, since it represents the set of resources that the person 
must mobilize to carry out the activities foreseen by an expected 
result. 
 

It is essential that for each expected result of the performance, the correlated units 
of competences are identified and that, for each of them, the knowledge and skills 
that contribute to the determination of the competence are defined. 
 
Furthermore, in most repertoires, for each professional figure the level of 
competence required for the qualification is indicated, with reference to the 
European Qualifications Framework (EQF). This is developed: 

a) on three dimensions, describing the competences in terms of:  
1. knowledge; 2. skill; 3. autonomy and responsibility. These 
dimensions are divided into indicators that functionally explain the 
aforementioned dimensions, in order to guide the procedures for 
the certification of competences; 

b) in eight levels, characterized by an increasing complexity of learning 
with respect to the three dimensions mentioned above 
 

The training project will be implemented by the tutor of the 
educational institution, in collaboration with the tutor of the hosting 
company. The first brings a method competence, the second one s 
technical-professional content. 
 

2.4 Five steps to design WBL pathways 
 
Let's see in concrete terms how to develop a WBL training path. 
 

Imagine that a restaurant needs an apprentice assistant cook.2 

                                                           
2
 The example of the assistant cook and the related Units of Learning Outcomes, adapted to the context of the project 

"WBL GUARANTEE”, were taken from the study documentation prepared by the Lazio Region within the pilot project 
“FORMAZIONE, VALORE, APPRENDIMENTO "approved with Determination - number G13277 of 10/11/2016. 
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In the first place, the designer must describe exactly in which production process the 
service, that the apprentice will have to perform, is attributable. The national 
frameworks support the realization of this task and, generally, these also specify the 
reference EQF level. 
 
1° step  - context framing 
In this specific case, we are in the SECTOR: Tourist services - PROCESS: Catering 
services - PROCESS SEQUENCE: Definition of the offer and supervision of the 
catering service, preparation of food and drinks and packaging of pre-cooked or raw 
foods. The reference profile has an EQF of 3. 
 
2° step – identify performance expected results (ER) 
 
The second step is to understand what performance the profile requires. Also in this 
case, the NQFs help the designer in identifying the performances. A catering 
operator - in general - must know how to act (expected result) four macro 
performances: 
 

• RA1: Prepare the raw materials, in compliance with the assigned times and 
on the basis of the work plan received, selecting, cleaning and working the 
food and providing, where necessary, the right procedures for the 
conservation of the food. 

• RA2: Portion and distribution of the dishes in plates or trays, respecting the 
standard rules of preparation, having cooked the different foods, applying 
the most suitable cooking methods, and preparing the necessary semi-
finished products 

• RA3: Compose the dishes to be presented, or trays to be displayed in a 
buffet, following a personal artistic sense, using different components for 
decorative purposes (eg. using elements of the same food or other 
products) 

• RA4: Carry out the care of kitchen equipment and sanitation of places and 
operating material, based on the information received and applying self-
control procedures for food safety 

 
3° step – to correlate the performance expected results, to specific professional 
profiles of the repertoire 
 
The third step is to correlate the performance expected results with the necessary 
skills in order to provide the performance required by the role. In our case the 
PROCESS SEQUENCE "Definition of the offer and supervision of the catering service, 
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preparation of food and beverages and packaging of precooked or raw food" is 
associated with the qualification of Catering Operator - Cook Assistant. This 
qualification, within the professional profiles repertoire, involves the acquisition of 
n. 4 basic skills units: 

1. UNITS OF COMPETENCES - Treatment of raw materials and semi-finished 
food products 
2. UNITS OF COMPETENCES - Preparation of dishes 
3. UNITS OF COMPETENCES - Setting up of the mobile work place 
4. UNITS OF COMPETENCES - Managing the system of guaranteeing hygiene 
and cleaning the workplace  

 
4° step – to correlate the performance expected results to specific Units of 
Competences 
 
During this phase, keeping in mind the corporate context and the previous training 
of the WBL user, it is necessary to choose on what units of competences (one or 
more) develop the training project.  
 
For example, in our case, the tutor of the educational institution and / or PES, after 
having consulted the tutor of the host company, agrees/agree on the opportunity to 
set up the on-the-job training with respect to performance n. 2, due to the fact that 
the WBL user is already in possession of a hotel technician diploma and needs to 
reinforce the practical preparation of meals. 
 
Regarding the performance nr. 2, the National Framework requires that the 
operator knows: 

• How to set up plates 
• How to cook food (dishes and desserts) 
• How to prepare semi-finished products 

 
The designing tutor, having previously identified, during step 3, which professional 
qualifications the performance is associated with (in the specific case of the catering 
operator), verifies the presence of any professional and training standards, 
identifying one or more Units of competence of the profile that cover the expected 
performance result. 
 
By adopting - only by way of example - the repertoire of the Lazio Region, this 
performance, is associated with the unit of competence 2 "Preparing dishes". 
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The competence results described in this way: (example of the Lazio Region 
repertoire) 
 
UNIT OF COMPETENCE (UC) – dishes preparation   
CAPACITY (BEING ABLE TO) 

 
• Apply the preparation techniques of different kind of simple dishes: 

appetizers, first courses, second courses, side dishes, desserts 
• Identify the dishes that can compose a simple menu 
• Maintain order and hygiene of the kitchen and related equipment as 

required by law 
• Monitor stocks 
• Choose the raw materials to be used, taking into account the dosages 

required by the recipes 
• Carry out support activities within the kitchen brigade, in compliance with 

the established parameters 
 
EVALUATION INDICATORS 

• Visual / olfactory control of the quality of the raw materials and dishes 
prepared: expiration dates, dish presentation methods, etc. 

• Portioning and arrangement of food in dishes 
• Preparation of simple meals 

 
EVALUATION of the EXPECTED RESULT 

• Prepared meals according to quality standards and in compliance with the 
on-going hygiene - health regulations  

 
ASSESSMENT METHOD OF THE UNITS OF COMPETENCES 

• Practical test  
 

 
 
 
 

5° step – modelling of the training project 
 
With the fifth step we get to the heart of the design phase. As an aggregate of skills, 
the UC "preparing meals" as well as the associated performance appears to be very 
complex but, if divided into several units of learning outcomes, it can be planned for 
a medium-long duration WBL course (from 3 to 6 months) 
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It is opportune to divide the unit of competence "preparing meals" 
into several units of learning outcomes, paying attention to making 
the individual units of result - where possible - a set of competences 
autonomously significant (self-consistent). 
The final result must be recognizable (from the world of work) as a 
specific component of professionalism, and identifiable (by the 
company, by the training system) as the expected result of a training 
process. 

 
For each unit of learning outcome - the tutor must define the didactic objective, the 
knowledge and the skills to be developed during the WBL path, so that the entire 
WBL path will be identified in its components, and it will be measurable as well as. 
  
The educational objective is all that the participant will have to acquire at the end of 
the WBL pathway, based on the choices made during the design phase. 
 
For example, we can imagine organizing performance 2, which is linked to UC "meal 
preparation", in four units of learning outcomes, identifying for each of them: 
knowledge, skills, WBL teaching objective, evaluation indicator and modality of 
evaluation. 
 
Modelling example 

Units of competences Learning Outcomes Unit 

 
1.Preparation of meals 

1.1 Learning Unit "Preparation of appetizers and snacks" 

1.2 "First course preparation" learning unit 

1.3 Learning Unit "Preparation of main courses" 

1.4 "Dessert Preparation" Learning Unit 

 
 

This phase, consisting of the detailed description of each result unit, 
can be defined as "modeling of the training project". In this phase it is 
appropriate to involve the company tutor, to personalize the learning 
based on the company context in which the apprentice will operate 
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A suggestion to aggregate or separate learning outcomes is to use the 
business processes and work tasks in companies as an orientation 
compass. This makes: 
 

• easier to plan the evaluation based on observations or 
simulations 
• easier assessment in the workplace 
• easier to agree on evaluation criteria and their definition 
• the task of the evaluators is easier because the evaluation 
criteria are clearer 
• assessment criteria are immediately understandable to the 
trainee and, therefore, it facilitate any self-assessment as well 
 

Example of breakdown of the unit “preparing the meals” into several Units of 
Learning Outcomes 
 
1.1.  Preparation of appetizers and snacks 

Duration xxx 

Educational objective Transmit logic, content, implementation methods and quality control of the 

main appetizers of the Italian tradition 

Knowledge Cookbook 

Skills Analyze the recipes, choosing the appropriate ingredients 

Organize the work environment and carry out the preparation sequences 

Evaluate the quality and intervene, where appropriate, with corrective 

behavior 

Teaching methods Face-to-face lessons in class + laboratory 

Evaluation methods Practical exam 

 
 
 
 
 
 
 
1.2  First course preparation 

Duration xxx 



 

PROJECT NUMBER – 2017-1-IT01-KA202 -006161 
“WBL GUARANTEE - Public-Private Alliance to GUARANTEE quality of Work Based Learning”  Pag. 26 
 

 
 
 
1.3 .  Preparazione di secondi  

 
 
1.4.  Preparazione di dessert 

Duration xxx 

Educational objective Transmit logic, content, implementation methods and quality control of the main 

Educational objective Transmit logic, content, implementation methods and quality control of the 

main first courses of Italian tradition and international cuisine 

Knowledge Recipe book (pasta, soups, rice, broths and soups) 

Skills Analyze the recipes, choosing the appropriate ingredients 

Organize the work environment and carry out the preparation sequences 

Evaluate the quality and intervene, where appropriate, with corrective 

behavior 

 

Teaching methods Face-to-face lessons in class+laboratory 

Evaluation methods Practical exam 

Duration xxx 

Educational objective Transmit logic, content, implementation methods and quality control of the main 

second courses of Italian tradition and international cuisine 

Knowledge Recipe book (meat, fish, eggs, vegetables, cheese) 

Skills Analyze the recipes, choosing the appropriate ingredients 

Organize the work environment and carry out the preparation sequences 

Evaluate the quality and intervene, where appropriate, with corrective behavior 

Teaching methods Face-to-face lesson in class+laboratory 

Evaluation methods Practical exam 
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desserts of Italian tradition and international cuisine 

Knowledge Recipe book (spoon dessert, dry and fresh pastry) 

Skills Analyze the recipes, choosing the appropriate ingredients 

Organize the work environment and carry out the preparation sequences 

Evaluate the quality and intervene, where appropriate, with corrective behavior 

Teaching methods Face-to-face lesson in class+laboratory 

Evaluation methods Practical exam 

 
 

In this example, for each Unit of Learning Outcomes the following aspects have 
been defined: 
 
The educational objective: This is what the participant intends to acquire at the end 
of the positive frequency of the module / segment / Unit, based on the design 
choices made. 
The knowledge: It points out the set of knowledge that is the object of the 
transmission, in a consistent manner with what is described in the possible Unit of 
Competence. Knowledge is the result of the assimilation of information through 
learning. Knowledge is the set of facts, principles, theories and practices that 
concern a field of work or study. In the context of the EQF, knowledge is described 
as theoretical and / or practical. 
Skills: Details the ability to apply knowledge and use know-how to complete tasks 
and solve problems. In the context of the EQF, skills are described as cognitive 
(including the use of logical, intuitive and creative thinking) and practical (including 
the manual and the use of methods, materials, tools and tools) 
The teaching method: summarizes the methods with which it intends to proceed 
with the transmission of the learning content (for example training on the job - 
shadowing - etc.). 
Evaluation methods: summarizes the methods by which we intend to evaluate the 
achievement of the training objectives. 
 
In the evaluation phase, it is clear that is easier to evaluate the Learning Outcomes 
of a single Unit, rather than a Unit of competence as a whole. 
 
By designing the Learning Outcome Unit, the assessment can be based on specific 
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circumstantial evidence: preparation of snacks, preparation of first courses, 
preparation of second courses and preparation of desserts. With the Unit of 
competence - without segmentation - the evaluation should have been based on a 
generic and complex test, aimed at evaluating at 360 degrees the ability to 
prepare dishes according to quality standards, in compliance with hygiene 
standards. 
 
 
2.5  Notes on the language of competences 
 
In order to use a common language and a shared methodology, it is necessary that 
the competences are described with a homogeneous syntax: 
- ACTION - in the form of a verb or noun 
- OBJECT - tools, products, role 
- SPECIFICITY - for example by integrating where necessary the degree of autonomy 
and responsibility or the level of competence, or other and / or a reference area. 
 
It is necessary to choose carefully the verb or the noun of action that represents the 
core of competence. The verbs of action can be traced back to 4 categories that 
prefigure as many essential actions: 
- OPERATING VERBS - use, operate, ect; 
- COGNITIVE VERBS - diagnose, interpret, process, etc; 
- RELATIONAL VERBS - participate, interface, communicate, etc; 
- MANAGEMENT VERBS - coordinate, manage, deal with, manage, etc. 
 

The three key instructions to describe a competence are the following: 
a) express one or more activities supervised through the systematic use of the 

verb in infinity or in a noun of action, followed by the complement and any 
descriptive elements of context and exercise; 

b) use verbs or nouns that facilitate the identification of the levels of 
complexity, responsibility and autonomy necessary for the monitoring of 
the activity (such as for example: performance or to perform, control or to 
control, coordination or to coordinate, management or to manage); 

c) discouraging the use of generic expressions (such as: "correctly", 
"adequately", "with a certain degree of autonomy").  

 
The language must be consistent with the EQF level of the corresponding unit of the 
professional profile. 
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Check List for the PHEI Professional higher education 

institution and / or PES tutors to design extracurricular 

WBL pathways, with suitable learning outcomes for the 

purpose of validation and subsequent certification. 

 

PRE-DESIGN 

I verified that the host company has the legal and 
orgAnizational requirements to activate a WBL patH 

 
I verified that the tutor of the hosting company 
possesses the technical-professional skills to assume 
the role of tutor (qualification, seniority in the role)   
I have acquired, supporting the company, the job 
description of the role that the WBL user must 
assume in the host organization  
 

PLANNING OF THE DESIGN  

I have identified the sector, the process and the 
sequence of activities that characterize the WBL path 
to be implemented  
I identified the main results of the professional profile 
performance, linked to the activities to be carried out 
in the WBL path  
I have identified the professional profile associated 
with the results of the professional performance 
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I have identified the units of competence of the 
profile that make professional performance and the 
related EQF level possible  
I have identified the unit (s) of learning outcomes that 
make up the Unit of competence on which the WBL 
path is based  
For each unit of learning result I have identified and 
described: 
- The educational objective 
- The knowledge 
- The skills 
- The teaching method 
- Evaluation methods 
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3. Evaluation of WBL pathway learning outcomes  
 
The evaluation of results of a WBL pathway should must not be based only on the 
assiduousness of the WBL user's participation in the path. It must, instead, take into 
account the quality of the work carried out by the person during all the WBL course, 
and also providing evidence of the learning acquired, so that, the host company 
itself, or other companies interested in the profile, at the end of the course, can 
assess the profitability of the resource within a specific working context. (“profitable 
employee”). 
 
For this to happen it is necessary : 
1. To design a capitalisable WBL path (see module 2)  
2. To evaluate learning effectively  
3. To produce evidence of learning outcomes achieved 
 
We will deal here with point 2 and point 3 
 
 
3.1 Giving value to WBL through the validation of learning outcomes  
 
The evaluation of learning comes from their identification and it is the conditio sine 
qua non of validation. It is important to underline that a proper EVALUATION of the 
learning outcomes acquired by the person through non-formal and informal learning 
is the pre-condition for obtaining the subsequent certification. 
 

 Validation is, in fact, a process regulated in a different way by the 
different national and local authorities, which allows access to 
qualifications (understood as aggregates of competences or individual 
competences) through a reconstruction and evaluation of formal, non 
formal and informal learning. It is carried out by an operator 
authorised to provide this procedure. 

 
Validation is an integral part of the non-formal competency certification system. The 
procedure for identifying, validating and certifying non-formal and informal 
competences should be understood as an alternative  way, beyond the formal way, 
to obtain qualifications (understood both as an aggregate of competences and as 
individual competences). Qualifications that can be obtained through validation are 
potentially accessible even in a formal context and vice versa. 
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In order to ensure a quality WBL path, i. e. with learning outcomes that can be 
evaluated and therefore used as part of a validation process, it is necessary to have 
a training project, whose learning outcomes are "measurable", it means that is  
possible to assign them a "weight/value". 
 

 Evaluation requires clear and well-defined units of learning outcomes 
in order to verify their actual achievement. In this context, the quality 
and accuracy with which learning outcomes have been determined 
and described is essential in order to be able to make a correct 
assessment, as well as it is important to pay attention to the feasibility 
of what is being planned.   

 
Here are some useful suggestions for designing a training path "evaluable":  

1. The evaluation procedures and related evaluation criteria used during the 
WBL pathways should therefore be transparent and described in a 
document (e. g. in an annex to the training project). 

2. The results of the evaluation of WBL users should be documented so that 
when they complete the course there is sufficient evidence to evaluate their 
learning; 

3. In order to improve relations and trust between host company, training 
agency and/or PES it is necessary to share common principles and, above all, 
the documentation produced. 

 
 

3.2 Six rules to evaluate WBL  pathways 

 
FIRST RULE: FEASIBILITY 
 

 Evaluation should focus EXCLUSIVELY on (occurred or not) achievement 

of the learning outcomes agreed at the design stage. 

 The evaluation procedures must be appropriate to the context of the WBL 

pathway (type of company), to the duration and purpose of the pathway. 

 
 
SECOND RULE: EVALUATION PROCEDURES MUST BE SHARED BETWEEN 
ENTERPRISES AND TRAINING INSTITUTIONS ALREADY INVOLVED IN THE TRAINING 
PROJECT 
The results of the evaluation carried out by the company and the training institution 
should be the same. In the event of a difference of opinion, agreement must be 
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reached on the criteria that make the process transparent, defining in advance, 
already in the training project: 

1. The evaluation criteria adopted 
2. the evaluation methods: how will learning outcomes be evaluated by the 

company? 
3. the timing of the evaluation: at what stage of the WBL user's learning process 

will the evaluation take place? 
4. the evaluator's qualifications and professional profile: who will evaluate the 

WBL user?  
5. the evaluation context: where will the evaluation take place?  
6. guarantees regarding the quality of the evaluation 

  
THIRD RULE: REFLECT ON THE IMPLICATIONS OF GROUPINGS OF RESULT UNITS 
FOR THE IDENTIFICATION AND EVALUATION OF LEARNING 
 
For this purpose, it is suggested to design evaluation tests based on the work tasks 
identified as learning outcomes. This allow: 

 easier to design evaluation on the basis of observations or simulations 

 easier evaluation at the workplace 

 easier to agree evaluation criteria and their definition 

 the evaluators' task is made easier by clearer evaluation criteria  

 the evaluation criteria immediately understandable to trainees and also 
facilitates possible self-assessment  

 
From an operational point of view, it is necessary to develop for each learning 
outcome a set of tasks/activities that the WBL user will have to perform during the 
evaluation. 
It is not enough to identify a task. The evaluation also requires the prior 
identification of the level of autonomy and efficiency that the person must have in 
carrying out the task. For example: 

 First level of competence: complete tasks as described in the working 
instructions (e.g. complete an assigned task according to the schedule, 
expectations and test procedures). 

 Second level of competence: carrying out problem-solving tasks (e.g. solving 
standard problems that may arise at work) 

 Third level of competence: optimising working methods and procedures (e.g. 
understanding which procedures are useful and can be adopted under certain 
working conditions, if teamwork is required, etc.) 
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FOURTH RULE: ENSURE THAT THE EVALUATION CRITERIA ARE TRANSPARENT AND 
THAT THESE WOULD BE INSPIRED BY THE PLANNED LEARNING OUTCOMES 
 
In the training project it would also be useful to describe:  
1. all learning outcomes  
2. all evaluation criteria  
3. guidelines to guide evaluators in the use of evaluation criteria 
 
For example, imagine to design an evaluation for the learning unit "diagnostics and 
maintenance in vehicle management" 

Learning results  Evaluation criteria Guidelines (with score) 

identify precisely the cause of 
malfunction 

The malfunction has been 
identified and validated The 
documents and information 
used are suitable for:  
• Vehicle type 
• The system that has failed 

The malfunction has not been 
validated and the correct 
documents have not been 
selected - score 0 The 
malfunction has been 
validated but the correct 
documents have not been 
selected or the malfunction 
has not been validated even if 
they have been selected - 
score 1 
The malfunction has been 
validated, the correct 
documents have been 
identified even if some 
necessary information has 
not been selected - Score 2 
The malfunction has been 
validated, the correct 
documents have been 
identified - all necessary 
information has been 
selected - Score 3 

 
 
 
 
Therefore, each evaluation procedure should contain the following information: 
1) focus (assessment of each individual separate learning outcome or part of a 
unit of learning outcomes or a complete unit of learning outcomes) 
2) methods (test, observation, portfolio) 
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3) type of evaluation (qualitative, quantitative) 
4) context and conditions (the type of tasks required, the working environment 
if real or simulated at school, the materials and equipment to be used, time and 
duration) 
5) identikit of the evaluator (qualification, job profile, functions - teacher, 
internship teacher, company tutor) 
6)  quality assurance of the evaluation process 
 
FIFTH RULE: ENSURE TRANSPARENCY OF PROCEDURES, CRITERIA AND INDICATORS 
IN EVALUATION PROCESSES 
 
This rule is guaranteed if a training project contains: 

 For the unit of learning outcomes, also evaluation criteria and indicators 

 “threshold criteria” leading to the decision to validate/not validate 
competence. Alternatively, the above criteria may be formulated gradually 
to articulate the evaluation on several levels. In both cases it is essential to 
decide the level of performance that is also expected in relation to the level 
of autonomy in carrying out the task. 

EXAMPLE 

 Agreement for the evaluation of the unit of learning outcomes: "Vehicle 

stability management system" 

 Evaluation period: at the end of the preparation period for Unit 1 

  Time: 2h30 hours 

  Evaluation method: practical evaluation in real situation 

 
 
 
 
Objective: to diagnose and repair a 
vehicle stability management system 
using appropriate methods of 
information and testing 

MATERIALS 
- Written information on the problem 
A vehicle with a system malfunction of 
vehicle stability management. 
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Context: during diagnosis tools can be 
used to perform parameter readings or 
parameter tests. The documents 
provided must be exhaustive to allow 
the WBL user to make a thorough search 
of the information 

The malfunction is plausible and allows 
only a limited number of assumptions 
and values to be considered. 
- One sheet of paper 
- All technical documents relating to the 
vehicle 
- Equipped work station 
- Test equipment (connector, terminal 
specification …) 
- oscilloscope 
- multimeter 

- - Diagnostic instruments and 
instruments 

 
SIXTH RULE: PRODUCE THE DOCUMENTATION OF THE EVALUATION PROCESS  
 
The documentation of evaluation results is essential for the validation and 
recognition of acquired learning outcomes. To reflect on the form in which the 
results of the assessment are communicated and documented to the WBL user is of 
the utmost importance for the validation process. 
 
• The evaluation should result in a documented record of what the user of the 
WBL is able to do 
• Evaluation grids, short statements from the evaluators can be used, and the 
learning outcomes of the trainees can then be organised in a portfolio. 
• It is important to ensure that these grids or forms are easy to fill in. 
 
In the documentation report of the evaluation process it is important to also 
indicate and describe the degree of autonomy with which the apprentice carries out 
the tasks assigned. For example, we can use three levels of autonomy: 

1) The WBL user completes task according to instructions 
2) The WBL user completes the task under surveillance 
3) the WBL user carries out the task independently 

  
It is good to know that the report document of the evaluation process represents 
evidence of the acquired learning, that is a "proof" of knowledge and ability. The 
term "evidence" refers to any instrument/object that a person can use as an 
element of "proof", in order to demonstrate objectively and indisputably (or to let 
be reliably inferred) the possession and exercise of the competence under 
examination. 
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From a technical point of view, the report, which documents the evaluation process, 
represents  a "part two" evidence. In the certification process, the value of 
documentary evidence is given by its belonging to one of the three types of 
evidence to which it is possible to attribute value.  
 
First part certificates - certificates whose validity of the information contained is 
given by the self-declaration of the person. They have only a social recognition 
based on trust in the declarant. In the case of the first part attestations, the 
evidence must meet the requirements of validity (reliability of the source), 
consistency (direct correlation with the reference competence through a description 
or a declaration), completeness (presence of all the information and data necessary 
to testify the exercise and/or possession of the competence, at a given time and 
place). 
 
Second part certificates -  documents issued by the service provider; training 
certificates; validation documents. Examples: declaration of an employer with whom 
the person has worked, specifying the role played and the specific activities carried 
out, any employment contracts of the person detailing the activities carried out by 
the same; photographic videos and books, semi-finished products and finished 
products created within an informal learning path, certificates of attendance at 
training courses. 
 
Third part certificates – documents issued by the holder; evidence of education and 
training issued by the competent authorities; certificates of training and 
professional qualifications. Examples: certificates relating to language and computer 
skills, diplomas obtained at the end of a school training course. 
 
At the end of the WBL course, the company tutor must issue a Learning Statement  

(part two documentation), with which he certifies the possession of skills/capacities 

and knowledge related to one or more Units of Competence of the Professional 

figure provided by the REPERTOIRE  used in the planning phase. This statement 

represents an EVIDENCE/PROOF  of the acquired competences, which will be 

attached to the second part of the transparency document. The report of the 

evaluation process is a document supporting the learning declaration. 
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PLANNING OF THE EVALUATION 

I have defined the evaluation procedures with the 
tutor of the company, agreeing criteria and 
modalities  
I have defined evaluation tests for each learning 
result, linking them to work tasks required for the 
profile  
For each evaluation test I have defined the level of 
autonomy and efficiency that the person must have 
in carrying out the task  
For each test I have defined the evaluation criteria 
and guidelines for the company tutors in the use of 
the evaluation criteria 

 

I have defined the “threshold criteria” which lead to 
the decision to validate/not validate competence by 
formulating them gradually 
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4. Mentoring for managing WBL paths 
 
4.1 Introduction 
 
The WBL tutor establishes a relationship with the user that is similar to the one with 
the mentee, and uses mentoring to monitor and facilitate the acquisition of the 
competences defined in the training project. According to the American 
Psychological Association (APA), mentors have two main functions: to carry out 
coaching activities and promote the professional development of the students 
and/or act as models. 
 
Mentoring has been identified as an important aspect of the WBL especially to 
transfer the tacit knowledge of which the organization is a carrier. This section of 
the Toolkit aims to describe the techniques and strategies of mentoring to allow the 
integration of this form of guidance in the WBL pathways, in order to facilitate the 
acquisition of new learning. 
 
 
4.2 Mentoring implementation methods 
 
There are different approaches to mentoring. The most common ways of 
implementing a mentoring relationship are the following: 
 
One-to-one mentoring 
Individual mentoring is the classic model and includes, in addition to the mentor and 
the mentee, a program manager responsible for the mentor-mentee match and the 
monitoring of the mentoring program during the 9-12 months duration. The 
mentor-minded match is based on specific criteria, such as experience, skill sets, 
goals, personalities and a variety of other factors examined through individual 
interviews with potential mentors and students. 
 
Self-directed mentoring 
Self-directed mentoring has some of the features of one-to-one mentoring. This 
type of mentoring requires the mentee to choose his mentor. 
 
Group mentoring 
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Group mentoring provides the involvement of a mentor and 4 to 6 students. In this 
case, mentoring activities are carried out during monthly meetings. 
 
Peer mentoring 
This mentoring model, which could be defined as "peer-to-peer" mentoring, 
involves couples of similar individuals, by age, level of experience and career phase, 
of which one can have greater knowledge or experience with respect to a certain 
aspect. Peermentoring allows the people involved to support each other and learn 
from each other. It is a mentoring model used in "onboarding" programs, often in 
combination with a form of mentoring-to-one. The students, initially entrusted to a 
peer-mentor, can pass, after a certain period of time, to the traditional long-term 
one-to-one program.  
 
Blended mentoring 
Blended mentoring, or "mixed mentoring", refers to the variety of mentoring 
environments and media. A mentoring program is defined as "blended", for 
example, when it combines the traditional method based on face-to-face meetings 
between mentee and mentor with computer-mediated activity and/or mobile 
systems (telephone communication, skype ...). 
 
Mentoring at distance 
Mentoring at distance is used when in-person relationship is not possible. This type 
of mentoring is established through online communication due to the fact that 
mentors and students are located in different countries, cities or simply in different 
buildings. 
Regardless of the type, the mentoring service can include career planning activities, 
training and development of skills, acquisition of professional contacts, support in 
the management of issues related to the career of the mentee or to its activity 
within the company. The duration of the mentoring period is defined at the planning 
stage.  
 
 
4.3  Characteristics of an Effective Mentor 

Below is an overview of the features and approaches to ensure the effectiveness of 
mentoring. 
 
The Alliance 
According to the relationship expert, Professor Bruce Wampold (2015), the alliance 
is composed of three components: the formed bond, the agreement on the goals, 
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the agreement on the specific tasks and activities that will be undertaken to achieve 
these goals. The alliance is based on the trust and positive expectations of both 
parties that contribute to the establishment of a collaborative relationship aimed at 
achieving common goals (Dworkin, Larson and Hansen, 2003). The alliance implies 
the adoption, by the mentor, of a flexible style modeled on the on the interests and 
preferences of the mentee. 
 
Empathy 
Many researchers have long emphasized the fundamental importance of empathy in 
mentoring. Wampold defines empathy as "a complex process through which an 
individual can be influenced and share the emotional state of another, evaluate the 
reasons of another's status and identify with each other by adopting his 
perspective". 
 
Tune 
Related to the concept of empathy is the tune, or the ability of mentors to read and 
satisfy the needs of their students (Pryce, 2012). In everyday interaction, there are 
innumerable verbal and non-verbal modes used by individuals to make their needs 
known by doing what Pryce (2012) calls connection signals. The mentor's ability to 
recognize and respond to these signals, and to other signs of learners' preferences 
or concerns, has a significant impact on the quality of the relationship (Pryce, 2012).  
 
Authenticity 
Another construct related to empathy is authenticity, or the feeling that the mentor 
is authentic (Wampold, 2013; Spencer, 2006). This feeling can be aroused by the 
mentor by adopting different strategies/behaviors: occasionally revealing something 
personal about oneself or one's life, not to be infallible, admitting one's mistakes.  
 
A positive attitude with respect to the mentoring program by the mentor and 
mentor, and the conviction of its effectiveness, constitutes an important step 
towards change and the achievement of objectives. Both mentees and mentors are 
expected to have positive expectations of the mentoring program. In particular, 
mentors can pass on their positive expectations to the students, clarifying the 
activities to be carried out so that these expectations can be met. 
 
Cultural Adaptations 
Cultural adaptation is the concept used to define the specific capacity of human 
beings and human societies to overcome the changes in their natural and social 
environment by changing their culture. It is necessary to resort to the cultural 
adaptation of mentoring strategies in the circumstances in which the modalities and 
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contents are not aligned with the values and perspectives of the ethnic and racial 
minorities involved.  
 
Other characteristics 
Mentors need to be open and willing to get support and avoid an overly 
prescriptive, heavy or rigid mentoring approach.  
 
4.3 Effective and Respectful Communication 
 
Communication skills are fundamental to the success of a mentoring program. The 
four basic communication skills for a mentor are described below. 
 
1. Learn to Listen 
Learning to listen means not only paying attention to the words spoken, but also to 
the way they are spoken and to the non-verbal messages sent with them. Good 
listeners use clarification and reflection techniques to confirm what the other 
person said and thus avoid any misunderstanding. These techniques show that you 
are actively listening to your interlocutor. 
2. Studying and Understanding Non-Verbal Communication 
A mentor must know the main non-verbal communication strategies, or the ways in 
which body language is used to convey messages. Knowledge of non-verbal 
communication strategies will make communication between the mentor and the 
mentee more effective and will allow the mentor to better understand his 
interlocutor and use words and body language in a coherent manner to ensure the 
clarity of the message he intends to convey. 
3. Emotional Awareness and Management 
Awareness of one's own and other people's emotions and the ability to manage 
them can certainly improve communication and collaboration with one another. 
This understanding of our own and others' emotions is known as Emotional 
Intelligence. Emotional Intelligence covers a wide range of abilities, generally 
divided into personal abilities and social skills. Personal skills include self-awareness, 
self-control and motivation. Social skills include empathy and other social skills.  
4. Questioning skills 
Questioning skills allow an individual to solicit the story and feel the point of view of 
their interlocutor to gather information and details about a specific question. The 
possession of good questioning skills allows you to optimize time and facilitate 
communication. Those who have good questioning skills are often considered as 
excellent listeners, because they tend to spend much more time extracting 
information from others than passing on their opinions. 
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4.4 Strategies for Managing Problems 
 
Problems and challenges that may arise during mentoring can take different forms: 
a weak strategy, improper execution of a mentoring program, frequent 
postponements and a lack of sense of responsibility on the part of the mentor 
and/or students, improper resources allocation, weak communication between 
mentors and mentees. Understanding the main problems related to the 
implementation of mentoring programs will help to avoid the most common pitfalls 
and to organize better for the success of the program. 
 
Goal Setting for WBL users 
A crucial aspect in the implementation of a mentoring program is the definition of 
objectives. It is necessary that the mentor supports the mentee in defining the goals 
to be achieved and encourages open and constant communication between the 
mentor and the mentee to maintain current and relevant goals. 
An effective method for setting goals is the SMART method by which, for a goal to 
be considered valid, it must be: 

- Specific 
- Measurable 
- Attainable 
- Time-bound 

This method allows not only to define the objectives of the process, but also to 
monitor its achievement and contributes to the mind's responsibility.  
 
4.5 Practical advice managing a WBL path from an effective mentor 
 
Here are some practical tips for becoming an effective mentor.  
 
The deep spring that led to the successes and the realization of humanity is internal 
motivation. It is in the maintenance or rooting of one's motivations that success 
stories must be sought. It depends very little on the age or color of the skin, on the 
environment or on the circumstances: YOU WILL BE ABLE TO, IF YOU ARE 
CONVINCED OF SUCCEEDING.  
 
One of the most effective ways to build oneself and keep one's self-motivation alive 
is to motivate someone else. In fact, an ancient motto says "I have what I gave" 
 
This motto represents one of the laws of success. It means that often, in exchange 
for what has been given, tenfold is obtained. 
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Becoming someone's mentor is therefore an opportunity to motivate yourself by 
motivating others. Opportunities multiply when they are taken on the fly; they 
disappear if they are neglected.  
 
But how do people get motivated? Basically through three phases:  
- eliminating the demotivating causes 
- discovering what people really want 
- showing them how to actually get it.  
 
To overcome the three phases that lead to self and other motivation, basic qualities 
and/or skills are needed:  
- be a good listener 
- be trustworthy 
- knowing how to capture the positive aspects 
- prove that you believe in others 
- knowing how to send positive messages 
- be able to spur the undecided 
- be cautious about negative challenges 
- knowing how to participate in the success of others 
- know how to control anxiety. 
 
Perhaps you have all these abilities and you are not aware of them. Let's try to verify 
it! 
 
To have any chance of addressing another person you need to be able to win his 
trust and respect. This means that the "motivator" must become, in a sense, a 
confidant. Everyone knows the saying "a problem discussed with someone is a half 
solved problem; a joy shared with others is a doubled joy”. So who is a good 
listener? Well, he is the one who knows how to give a sincere audience and is ready 
to listen to the problems and concerns of others, without reproaching or judging. 
 
If you want to assume the role of confidant and deserve the respect of the people, 
they will have to be sure that what they tell you will not be revealed to others. Too 
many managers do not earn the respect of their collaborators, because they are 
unable to be discreet. So, how do you gain trust? With moral rectitude, not 
revealing what others have told us.   
 
There are many and varied ways to raise a person's level of motivation. Perhaps the 
simplest is to put into practice the old saying "surprise them while doing something 
well done". All managers do not fail to point out to their collaborators the wrong 
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things they do, but very few know how to tell them that they did well, 
complimenting them sincerely. 
 
It has been shown that people often succeed in raising the level of their 
achievements according to the trust they are granted. Therefore, to encourage an 
individual to reach higher levels of success it is necessary to have confidence in the 
fact that he can actually reach them and, above all, it is important to make this 
opinion clear to those who will have to deal with. 
 
To motivate, we need to encourage. It is encouraging to be the one who actually 
wants to be the type of person that each of us would like to meet or want to be 
inspired by. 
 
Some people have a short "on time", others longer. Therefore certain individuals 
need to be encouraged to ignite their enthusiasm in activities and achievements. 
With the most undecided subjects, sometimes even negative challenges can be 
necessary, such as: "I bet you can't"? But such assertions must not denote 
contempt. Great care must be taken not to turn the negative challenge into an insult 
or disparaging judgment. 
 
To be able to motivate other people, you have to be the kind of person whom 
people immediately want to inform when they get a success, because you have a 
reaction of genuine participation, pleasure, interest and satisfaction. 
 
Good! If you feel you have sufficient ability to motivate others, you must pay 
attention to a final deception of the mind that takes us away from the advantages 
we can derive from motivating ourselves by motivating others, that is, the fear of 
competition. 
 
Unfortunately, when something is feared, it inevitably happens. How to defend 
yourself from this fear? Checking our anxiety! 
 
Anxiety is an important brain function that allows us to successfully overcome the 
changes that life offers us. Anxiety is normal when it becomes the additive that 
allows us to better face the obstacles, but when it paralyzes us or does not allow us 
to overcome a difficulty or change it becomes an enemy. 
Our society has become increasingly liquid, borrowing a term coined by the Polish 
thinker ZygmuntBauman. We have moved from the rhythm of life to the time of our 
grandparents, which allowed us to calmly prepare ourselves for changes and 
therefore to tolerate anticipatory anxiety, to a liquid modernity that requires us to 
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react quickly to continuous changes. Only trust in our ability to adapt and respond 
to change can prevent us from being overwhelmed by the malaise with which 
anxiety manifests itself in modern society. 
 
Being anxious yesterday was more easily compatible with a satisfying life; being 
anxious today in modern society drowns the need for anticipation and control 
among the waves of continuous and inevitable beginnings. Today, those born 
anxious, apprehensive, worried about not being able to cope with changes, 
experience a much higher level of malaise and stress than in the past.   
 
In today's society, security can no longer be guaranteed and freedom and trust 
become a prerequisite for progressing, growing and living peacefully. Trust in our 
ability to react and in our ability to use the experience of the past to find new and 
effective solutions that allow us to face the continuous beginnings, the continuous 
changes that occur.  
 
A good mentor is therefore an individual who has learned to reduce anxiety, who 
has learned how to change strategy, moving from anticipation to response, from the 
status quo to growth, from security to freedom. In order to "motivate" and 
"motivate others" effectively, we must therefore know how to feed on anxiety in 
the right doses and in the appropriate situations. Properly managed anxiety can 
become a valuable ally able to bring out our most hidden resources to overcome the 
obstacles we face and prepare ourselves to face them better. 
 
 
Here are some exercises to enhance a mentorship program: 

 

Name of the 
exercise/activity 

listening & summarizing I Duration 30min 

Type of learning Classroom/Laboratories/Individual Study 

General and 
specific 
objectives 

 understand and list main components 
 apply strategies for summarizing  

 distinguish emotions and facts 

Description and 
implementation 
tips 

The activity is carried out in pairs and consists of listening to your 
partner talking about your interests for 90 seconds. When the 
speaker stops for more than two or three seconds, the other 
summarizes what the speaker said. 
The person speaking can feel encouraged to keep talking after 
learning that you understand his words or can take a break 
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because he is not sure he wants to hear more but is reluctant to 
ask. 

List of resources 
required and 
supporting 
materials 

N/A 

 

Name of the 
exercise/activity 

listening & summarizing II Duration 30 min 

Type of learning Classromm/Laboratories/Individual Study 

General and 
specific 
objectives 

• apply strategies for summarizing 
• distinguish between relevant and irrelevant facts 

Description and 
implementation 
tips 

The activity takes place in pairs. A partner speaks for 90 seconds 
on a given topic without being interrupted. The other partner 
listens and at the end of the 90 seconds summarizes the words 
and feelings expressed. The exercise will then be repeated by 
exchanging roles. 
The partner who listens, and who cannot speak before the timer 
beeps, will learn to control his desire to speak and to focus on 
the words of the person speaking. 

List of resources 
required and 
supporting 
materials 

N/A 

 

Name of the 
exercise/activity 

Empathy Duration 35 min 

Type of learning Classroom 

General and 
specific 
objectives 

 acquire awareness of the concept of empathy 

Description and 
implementation 
tips 

The activity takes place in four phases: 
- during the first phase the tutor names different emotions 

in succession and for each of them asks the mentees to 
indicate which of their companions shows that type of 
emotion; 

- during the second phase the tutor asks each mentee to 
physically represent an emotion 

- in the last phase the mentees are called to guess the 
emotion of the tutor and to discuss what could have 
caused this kind of emotion 
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- the exercise ends with a discussion on the potential 
scenarios that can arouse emotions; the tutor asks the 
mentee to write down what they would look like if they 
were in one of the following situations: 

 You reached out to hug someone who turned away. 

 You won a prize that you weren’t expecting. 

 Your goldfish died. 

 You saw yourself on TV. 

 Your friend just pointed out that you have something stuck in 

your teeth and it’s been there since breakfast! 

 You are buying some sweets and notice a fly inside the shop 
case 

List of resources 
required and 
supporting 
materials 

N/A 

 

Name of the 
exercise/activity 

Definition of SMART goals Duration 45 min 

Type of learning Classroom/Laboratories/Individual Studies 

General and 
specific 
objectives 

 Understand SMART methodology for setting goals 

 Set personal goals using SMART methodology 
 

Description and 
implementation 
tips 

The tutor provides a series of examples of objectives to be 
reformulated by applying the SMART method 
Example 
" I want to gain a Mentoring certificate by studying a lot ". 
SMART goal: “I want to gain a certificate in mentoring in five month 
by going on a mentoring training program two times per week, and I 

will join a mentoring community serving voluntarily 3 daysper month.” 
Traces 
Goal: “I want to eat healthier.” 
Goal: “I want to start a degree.” 
Goal: “I want to gain the respect of my colleagues.” 
 
SMART goals should also incorporate product and process goals. A 
product goal is something achieved or the end desired result. For 
example, when someone states, “I will lose 20 pounds”, the pounds 
lost is the end product. Typically, a product goal will fall within the 

measurable component of a SMART goal. 
A process goal is something a person does (e.g., a behavior) to achieve 
the product goal. For example, “I will run three times per week,” may 
be part of the procedure of completing a product goal, such as running 
a 5 Km. Typically, a process goal is part of the specific component of a 

SMART goal. 
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The activity ends with an exercise in which the minds are called 
to define the goals they wish to achieve in a SMART key. 

List of resources 
required and 
supporting 
materials 

 SMART Table 

S – specific  

The goals must be defined and 
tangible, and clearly express what, 
how and why you want to achieve 

them 

M – measurable  

Where possible, the objectives must 
be measurable, or quantifiable in 

terms of quantity, quality, frequency, 
costs, deadlines, etc. 

A – attainable  

The objectives must be realistic and 
commensurate commensurate with 
the resources and capabilities you 
have 

R – relevant  

A goal is relevant if it makes sense 
and can be traced back to our 

business and the sector in which we 
operate. 

T – time-based  

The objectives must have a deadline, 
and include a series of verification 

steps, which imply precise 
relationships between the various 

activities necessary to achieve them 

 
 

 

Name of the 
exercise/activity 

Feedback giver Duration 30 min 

Type of learning Classroom 

General and 
specific 
objectives 

• understand the characteristics and differences between 
constructive feedback, praise and criticism. 
• explain the importance of constructive feedback. 
• promote guidelines to provide constructive feedback 

Description and 
implementation 
tips 

1. Do a quick brainstorm with the participants on what is 
feedback? (for example direct and constructive communication 
on the performance of someone who can include both positive 
aspects and aspects to be improved). 
2. Following brainstorming, the tutor clarifies what it means to 
give and receive feedback and the function it can take in 
mentoring programs 
3. The activity includes a session on the circumstances in which it 
would be important to give feedback to people. The tutor 
collects the answers on one 
5. At the end of the activity the tutor summarizes the importance 
of giving and receiving feedback for a mentor. 

List of resources Flipchart 
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required and 
supporting 
materials 

Markers 
 

 
 

 
 

  

Name of the 
exercise/activity 

Sandwich Feedback Technique Duration 40 min 

Type of learning Class 

General and 
specific 
objectives 

Provide feedback in acceptable ways 

Description and 
implementation 
tips 

The sandwich feedback technique is a popular three-step 
procedure to provide corrective feedback. The sandwich 
feedback method consists of eulogies followed by corrective 
feedback followed by further praise. In other words, the 
sandwich feedback method involves the discussion of a 
corrective feedback that is "inserted" between two levels of 
praise. 
The supposed benefits of this technique are twofold: (1) it 
softens the impact of criticism or corrective feedback and, (2) 
since a manager is probably more comfortable with praising the 
employee, the manager finds it easier to discuss problems with 
the employee's behavior if this discussion begins and starts with 
the employee's praise.  
In this activity the tutor, after explaining the technique in theory, 
asks the mind to indicate the advantages of this technique. The 
brainstorming session is followed by a practical exercise in which 
each mentee is asked to give feedback on a given issue.   
 

List of resources 
required and 
supporting 
materials 

Ν/Α 
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ADDENDUM The training of WBL trainers in Europe 
and the German case 

 
1. Training of WBL Trainers 

 
Working with WBL users involves the development of cognitive and 
metacognitive skills and capabilities. WBL tutors are required to possess a large 
amount of knowledge and skills in teaching, assessment or guidance practices.  
 
The development of training programs for WBL tutors, whether they come from 
SMSs or PHEI, aims to provide them with pedagogical skills and competences to 
support and guide WBL users efficiently. 
 
Some studies show that the quality of learning is closely correlated with the 
technical, pedagogical and didactic skills of the professionals involved in the 
implementation of WBL. 
 
To enhance the skills of WBL operators, it may be useful to look at some good 
European practices for training trainers, involved in transnational mobility. A specific 
cross-section from which it is possible to infer good practices and examples that can 
be imported even at the level of national WBL. Although the objective of each of 
these projects is aimed at raising the quality of cross-border mobility, the aims are 
the same: to strengthen the skills of tutors in the design, management, monitoring 
and evaluation of WBL experiences. 
 
These projects being implemented or already completed are only a proof of the 
great importance of tutor training to guarantee high-quality work-based learning to 
WBL users and increase employment opportunities. 
 
An example of one of these projects is the ToT (Training of Trainers), a long-term 
training course aimed at new trainers who wish to work internationally and who are 
motivated to take part in the continuous improvement of the quality of projects in 
the field of the Erasmus + program: Youth in Action. 
The course aims to develop the skills of trainers in line with the European Training 
Strategy. Participants enter the ToT course with different levels of experience, as 
different skills are needed to successfully develop tutoring services. 
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Another example is "Edu-Mentoring", a tool for improving the skills of teaching 
staff. The "MENTOR" project is developed to prepare experienced teachers to 
become mentors of both students and teachers. 
In this context, we should not forget the role of CEDEFOP (European Center for the 
Development of Vocational Training) which offers numerous tools for the initial and 
continuing training of teachers and trainers.  
 
The Youth Council of the European Council has launched the "TRYCE", a long-term 
training project for trainers that aims to improve the quality of the European 
Council's youth activities. The testing of the course involved 22 different countries, 
in which the participants were active in youth organizations at local European level. 
Throughout the project, the participants had the opportunity to further develop the 
quality of their work, while increasing and improving their skills as educators and 
youth trainers. 
 
Erasmus + has also launched a project called "Testing New Approaches to Training 
VET and Workplace Tutors for Work Based Learning" (TTT4WBL) which supports an 
innovative approach (tandem training) for the training of trainers in the WBL of the 
Baltic countries. The innovation of the project is in the tandem approach, based on 
sharing and co-creating knowledge deriving from experience gained in 
heterogeneous professional backgrounds.  
 
The 2WBL Erasmus+ platform was designed to cover the "skills gap" in the European 
labor market. The main challenges faced by the project were the improvement of 
the cooperation between host and sending organizations to strengthen the training 
capacity of the WBL experience in mobility. 
Although the goal of each of these projects is different, all aim to provide teaching 
and mentoring to teachers, tutors or instructors, to ensure the provision of effective 
support services in many different situations, such as WBL programs, schools, 
companies or other institutions. 
 
All these programs in progress or completed, aimed at the further development of 
the skills and abilities of teaching/training-counseling personnel are only a proof of 
the great importance of providing them with appropriate skills in order to guarantee 
learning programs based on high quality work and effectively prepare trainees for 
entry into the labor market. 
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1. Case study: WBL in Germany 
 

2.1 Governance in the German system 
 

In Germany the WBL is predominantly dual. The main skill required of a WBL 
operator is to learn to negotiate, because it represents a key skill to guarantee 
successful cooperation between sending and hosting organizations. 
 
The German dual system is characterized by different peculiarities. The main one is 
the adoption of a cooperative approach, which has as its primary approach the 
dialogue and collaboration between the parties involved in the management of the 
WB. Companies that want to train their apprentices must comply with the training 
regulations agreed between the social partners under the coordination of the 
federal government.  
The concertative method is present at all levels of WBL governance, even at the 
highest political level. Cooperation and the sharing of responsibility between the 
Ministries of Work, Education and the Economy, as well as employers' organizations 
and trade unions is established practice. 
 
At an intermediate level, with reference to the education and vocational training 
system, the collaboration between the different stakeholders is governed by the 
Federal Agency for Vocational Training (BundesinstitutfürBerufsbildung). 
Furthermore, an ad hoc working group provides a report on vocational training each 
year, which analyzes developments, specific results, and critical issues.  
 
At the local level, the cooperation between companies and educational institutions, 
actors of the WBL, is inspired by dialogue and rules of sharing of responsibilities, in 
respect of mutual roles. The contents of the training and assessment methods are 
defined by the Chambers of Commerce and industry, which operate at the local level 
and also represent the learning certification authorities. From the process point of 
view, public employment services have the role of guiding students, supporting them 
in difficult situations (such as, for example, in the process of abandoning a training 
contract) and in the transition phase from training to work or in the transition 
between different educational paths. 
 
The roles of the actors involved in the WBL can be summarized in the following 
table: 
 

Specific Role and tasks within the WBL/Dual-VET System Skills required of operators 
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and requirements of 
organizations 

Employers have the role to enable a high quality and 

comprehensive vocational training. They have to cover all 

aspects of the vocational training schemes that have the 

relevance of a national law. This is supervised by the local 

chambers. The employer needs to ensure that he holds 

qualified staff that take the role of vocational 

trainers/instructors. Employers are providing the training by 

their own decision and interest. They can provide the 

training in one or more vocational occupations.   

Proven ability to cover the 

whole range of the 

vocational training as it is 

described in the national 

vocational training schemes 

specifically for each 

occupation 

Students/Employees are active partner in the training 

system. They hold a contract with the employer that is 

proven by the chamber. The contract regulates duties as 

well as their rights and income. They can be member of the 

trade union and other bodies that care for employees’ 

interest. They can make use of supporting institutions when 

they need support in terms of their training or the work-

conditions. For all formal aspects, the chambers are the first 

address for their support.  

Vocational maturity, 

educational qualification, 

key competences 

Company trainers / tutors are qualified employees for the 
exercise of their profession who acquire an additional 
qualification to perform the functions of tutor. They have the 
task of supporting WBL users for the training process. They 
are in possession of pedagogical and didactic competences, 
acquired during the course for the qualification of tutor. 

Tutor qualification, whose 
training and professional 
standard is described in the 
national repertoire 

Professional school teachers. Teachers with guidance roles 
must have acquired specific training, which includes a broad 
curriculum with pedagogical and psycho-pedagogical skills, 
knowledge about the labor market and professional 
standards. They also play a supporting role for students in 
their personal development. 

University education as 
educators 
("Berufspädagoge" - 
Professional Educator) 

Guidance professionals support students at different stages 
of career choice and development process. During the first 
level secondary school they offer professional orientation, 
help the student to find an internship in collaboration with 
the school. During vocational training, they follow the 
students who need support to change their professional 
choice or the employer with whom they follow the WBL. At 
the end of the WBL courses they help the students in the 
transition towards a stable job or to undertake further 
learning paths, through a professional re-orientation. 

Degree in vocational 
guidance and consulting at 
work 

The chambers of commerce have multiple roles. The most The training and certification 
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relevant is the supervision of companies that provide WBL 
routes. They are also the body responsible for the 
certification of professional training. They also play a 
mediation role in the event of a conflict between student 
and company. 

of the tutor qualification is 
issued by the chambers of 
commerce (AEVO training 
program for trainers) 

Other initiatives to support the WBL. Today in a wide range 
of projects, carried out by different actors, public and 
private, they act in support of WBL paths with support 
actions for students before or during training. For example, 
the "Berufseinstiegsbeleiter" program was set up to provide 
opportunities for vocational training as part of the wider 
"Bildungsketten" initiative (educational chains), as well as 
the "PraeLab" program, to prevent school drop-out with the 
early individual counseling, "AssistierteAusbildung" thanks to 
which assisted vocational training is carried out. Thanks to 
this last project, students with disadvantages / disabilities 
get a WNL support from a tutor / coach outside the 
company. 

Different, unregulated skills. 
Mostly staff coming from the 
educational sector (social 
pedagogical training) or from 
the professional sector 
(experts in a certain 
profession) 

Source: Weber & García-Murias (2018) 

 
In the German system, all the actors involved in the WBL are valued and contribute 
to creating the backbone of the dual system. Each partner contributes with its own 
capabilities so that the WBL paths guarantee not only quality training, but also 
employment, social and economic innovation opportunities. Cooperation between 
actors is the result of bargaining and not compromise. The result is not a "perfect 
system", but a functioning system, oriented towards continuous improvement.  
 
2.2 Germany's program for Training of Trainers (AEVO) 

 
The AEVO program, due to its specificity in Europe, requires further study. The 
certification and definition body of the standard and professional training is the 
Chamber of Commerce. To access the course you must have a diploma and/or a  
professional qualification, with legal value. 
The duration of the course can vary between 90 and 115 hours. 
The courses are divided into the following "thematic modules", all aimed at 
developing the technical and educational skills of future trainers: 
 
Module 1: 
Module 1 is aimed at transferring skills to make the trainer able to: 

1. enhance the advantages of professional training within the company; 
2. select the company performances that can be referenced to a 
professional profile and justify this choice; 
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3. assess the suitability of the organization as a professional training 
provider for the implementation of the training project, also identifying the 
appropriate teaching methods to be adopted (example: collaborative 
professional training, inter-company training, external training, mobile 
training); 
4. assess the need for preparatory and / or preparatory activities for initial 
vocational training; 
5. take on the coordination of the training activities in the company and of 
the personnel involved in the execution in this activity; 

 
Module 2 
Module 2 is aimed at technical skills for designing the training course, taking into 
account the regulatory constraints. At the end of the module the trainer will be able 
to: 

1. develop business vocational training plans based on regulatory 
constraints;  
2. to encourage the participation of union representatives in the training 
course; 
3. to coordinate the educational institution for the definition of the 
organizational modalities and the contents of the formation; 
4. apply criteria and procedures for the selection of apprentices, also 
taking into account their heterogeneity; 
5. prepare training contracts and register and file them with the 
competent bodies; 
6. assess the opportunity to carry out training through transnational 
mobility experiences; 

 
Module 3 
Module 3 is aimed at acquiring pedagogical skills to implement a task-based 
teaching, aimed at increasing the autonomy and responsibility of the learner. At the 
conclusion of the module, the aspiring trainer will be able to: 

1. motivate learning, through teaching based on continuous exchanges 
(giving and receiving feedback) 
2. organize, structure and evaluate the trial period 
3. plan and implement experiential learning through the identification of 
tasks related to the performance of the professional profile 
4. select appropriate training methods and materials for the person in 
WBL 
5. assist users who have learning difficulties by personalizing professional 
training and orientation 
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6. offer users additional training opportunities, deriving from the 
capitalization of the learning already acquired, also for the purpose of further 
qualifications 
7. to promote the social and personal development of learners, also 
through the identification and management of problems and conflicts  
8. evaluate the performance of the learners, also through situational tests, 
interviews and documentary evidence of previous experiences 
9. promote intercultural skills 

 
Module 4 
Module 4 is aimed at acquiring pedagogical skills to evaluate the WBL path created 
by the learner. At the conclusion of the module, the aspiring trainer will be able to: 

1. prepare the students for the certification of the professional 
qualification  
2. ensure the correct procedures for access to certification by the learner 
3. support the employer in drafting a learning validation document, to 
reinforce the learner's references  
4. guide users on career paths within the company and opportunities for 
continuous training 

 
The course for trainers includes a final exam consisting of two parts: one written and 
the other practical. Following an exam passed with a positive result, the aspiring 
trainer acquires the qualification of company Tutor, obtaining a certificate with legal 
value.  
 
2.3 The BMBF professional orientation program 
 
A well-structured professional orientation and the promotion of basic transversal 
skills help to ensure a perfect transition from school to work. To this end, a good 
practice started in an experimental form in 2008, by the Federal Ministry of 
Education and Research (BMBF). The program called "Support for career guidance in 
inter-company vocational training centres and comparable VET" (BOP) was initially 
tested on a micro-area. Its success has led - over the years - the BMBF to extend it on 
a large scale. 
 
Today the program aims to offer students of schools throughout Germany a 
vocational orientation program that enables them to develop a realistic idea of their 
abilities and interests in relation to specific professional fields. 
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The career guidance program focuses on students who attend "general" courses. The 
program is based on an analysis of the potential (Potenzialanalyse), usually carried 
out between the 7th and 8th year. The potential analysis allows pupils to arrive at an 
initial assessment of their abilities, skills and competences. Subsequently, two-week 
experiential laboratories (Werkstatttage) are activated, within which the pupils can 
become familiar with at least three professional sectors consistent with their own 
aptitudes. 
 
Workshop orientation and training measures are carried out in an inter-company 
training centre. The National Institute for Vocational Training (BIBB) is responsible for 
the management of the program and the financing of the inter-company 
organizations that implement the activities, of which it monitors the impact and 
effectiveness, in a logic aimed at enhancing continuous improvement. 
The vocational orientation program is part of the "Educational ChainsInitiative" (the 
educational chain initiative) of the BMBF, the Federal Ministry for German Education 
and Research, whose goal is to connect the various career guidance measures to the 
of an integrated system in order to facilitate the transition of young people to the 
labor market. 
 
Summary of the Vocational Orientation Program of the Federal Ministry of Education and 
Research (BOP). Berufsorientierungsprogramm des BMBF (2008) 

Name of the 
exercise 

Professional orientation in inter-
company vocational training 
centers 

Duration 
Potential analysis - 
7th year 
Experiential 
workshops / 
seminars - two 
weeks - 8th year 

General and 
specific 
objectives 

The program is aimed at 7th and 8th grade students. Young people 
begin by exploring their strengths, weaknesses through a potential 
analysis. The evaluation of the potential will identify at the end of the 
process also the professional sectors in which the attitudes of the 
student are more expendable. During the second year, through 
experiential laboratories and workshops lasting a total of 2 weeks, 
the students will deepen three professional sectors that are more 
responsive to their attitudes. 

Description  The program has the primary purpose of encouraging young students 
to reflect on what type of work they would like to be when they grow 
up, starting with an increase in awareness of their own attitudes. 
By participating in the program, young people begin to reflect on the 
type of career they are attracted to and what could be the right job 
for them.  
1. Potential analysis: strengths and weaknesses 
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Through this tool, pupils become able to focus their attitudes and 
abilities. The analysis of potential is, in fact, a fundamental tool for 
planning, enhancing and motivating people. 
2. Experimential Laboratories 
Students during experiential laboratories have the opportunity to 
experience the activities related to the professions that are closest to 
their attitudes, for example, working with wood to produce a crate or 
sew a piece of clothing. In addition to craft activities and technology, 
they also have the opportunity to explore the service sector which 
includes administration, health care, cosmetics, logistics and 
hospitality. 
Experiential laboratories do not take place in companies, but in inter-
company vocational training centers (ICVTCs) or similar institutions.  

List of 
resources 
required and 
supporting 
materials 

The workshop activity is enriched by informative seminars 

 
 


