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1.
Nature, purpose and structure of the document

This document has been prepared as part of the TTnet contribution to the Copenhagen priority of identification of “learning needs of VET teachers and trainers“ within quality approaches.

The objectives of the document are – within the limited ambition of the very short time allowed for its preparation:

· to clarify the theme of quality related to Learning Needs Identification (LNI) of VET teachers and trainers;

· to report briefly on the method utilised to collect good examples of practice through the TTnet network, and proposed for further development in coherence with the approach adopted by the CQAF;

· to report briefly on the analysis of the good examples of practice received by Cedefop/TTnet to date;

· to identify quality factors in LNI for VET teachers and trainers;

· to classify existing LNI approaches observed in the case studies;

· to propose some preliminary ideas on how to drive conclusions and recommendations out of this analysis work.

The following sections reflect the above mentioned objectives.


2.
What does quality mean when referred to identification of learning needs of VET teachers and trainers?

Improving Quality of VET has increasingly been recognised -at EU level- as a fundamental element in the achievement of the Lisbon goals and is the object of a specific document being agreed by Member Countries (Draft Council Conclusions on Quality Assurance in Vocational Education and Training).

It is evident to all parties involved that VET teachers and trainers have a key role to play in implementing quality assurance approaches in the organisations in which they are active, and it is equally clear that their training paths -both of initial and continuing training- must reflect this recognised priority.

However, specifically as far as Learning Needs Identification (LNI) is concerned, teachers’ and trainers’ training is often characterised by top-down initiatives (responsible authorities identify main drivers of change and related contents that have to be “taught” to teachers and trainers by massive programmes) rather than what would normally be considered a quality focused approach in LNI, that is close involvement and consultation of teachers and trainers, reference to competence frameworks and individual diagnostics, etc.

This praxis is partially justified by the importance of the change drivers and urgency of the transformation of VET systems, but still the identification of good examples of practice, in which speed of implementation and quality of LNI processes co-exist, is far from being an easy exercise.

It is equally clear that the mere implementation of formal quality approaches such as ISO and EFQM in the training of VET teachers and trainers, however appropriate it might be, will not automatically guarantee all the elements of what is perceived quality in the culture of VET actors and stakeholders (even when everything in the checklists has been done, who guarantees that it has been done well and with the necessary competences and attention to the specific context?).

Finally, utilising the CQAF core document and Guide for self-assessment gives us inspiration and some reference principles, especially on methodology but it will not bring us too far in understanding the specific criteria for quality in Learning Needs Identification, including the needs of teachers and trainers. In fact, the CQAF has been developed to design, implement, evaluate and review quality approaches to VET, so its application to one phase only of the training cycle (the identification of learning needs) is probably not the best way forward.

On the contrary, the CQAF proposed sequence of steps (see next section) can very well be applied to our specific issue, as well as the CQAF openness to diversity of stakeholders’ views and need to refer to a context to give meaning to a quality approach.


3.
Methodology

In a first phase, the grid directly derived from the CQAF (as drafted by Subgroup 3, see Annex 1) was proposed to collect good examples of practice in learning needs identification of VET teachers and trainers. However, the first completed case studies revealed a difficulty in using such a tool to collect evidence of quality practices referred to the specific problem addressed and even more in comparing the replies: almost every respondent interpreted the question in slightly different ways, contextual elements to identify the cases were missing in many cases and the specific information on quality were either absent or to be found -mostly- in a process of interpretation of some short references contained.

The CQAF original grid is actually much more appropriate to consider and self-assess one existing approach to quality, rather than to report on a specific phase of a process.

A new grid was then proposed, allowing a more descriptive report on the specific phase of identification of learning needs and still coherent with the proposed CQAF, both in conceptual and methodological terms.

The second grid:

· explicitly allows respondents to point out quality factors in the process of identification of learning needs (Section 5);

· collects, in section 1 and 3, explicit description of context and stakeholders, also allowing to clarify at the beginning if the case reported refers to system level or provider level identification of learning needs;

· allows room and possibility to be descriptive about the approach utilised for the identification of learning needs in Section 4, also suggesting that an annex can be added to provide more details, and specifically asking if a specific quality approach has been used in the process and what its value added has been;

· collects, in Section 3, most of the information requested in Section 1 of the first grid.

The figure below shows how, in spite of a different sequence and articulation of questions, that is aimed at facilitating the job of both respondents and readers (analysts and users of the good practice cases collection), the second grid is still coherent with the CQAF approach and contains all the information previously requested.
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The result of the second wave of cases collection has shown that the second grid is in fact more user-friendly for respondents and much easier to be read and processed. In addition, the new elements collected on the context of the cases and on lessons learnt and quality factors certainly justify the shift.

The “descriptions and reflections on the quality approaches in each Member State” actually constitute the first phase of the methodology proposed by the CQAF to build initial trust and to substantially contribute to a common reference framework on quality in VET.



Common activities on a voluntary basis

(

Mutual trust

(

Building consensus on key core quality criteria

(

Mutual knowledge of the quality approaches of the Member States

(

Knowledge of the quality approaches in each Member State

(

Description of and reflections on the quality approaches in each Member State



Figure 1(1)
Moving up to the subsequent steps is the natural follow up of the work started with the collection of good examples of practice at national level.


4.
SYNOPSYS OF THE RESULTS OF GOOD PRACTICE ANALYSIS CONDUCTED
This section is the result of cases presented by using both the initial grid directly based on CQAF model and the second version more specifically built on the identification of learning needs problems and process.

Obviously, it has not the pretention of being a complete and deep analysis of what has been submitted, but just a quick overview allowing -at best- to point out the extension of the phenomenology and to identify some recommendations on where to focus in the next steps of the process.

The following table offers a synopsis of the 18 cases received, organised according to the categories of the second grid. Some boxes could not be filled for those cases that were only described using the first grid. 


HIGHER EDUCATION TEACHERS
TUTOFOP
FE TEACHERS LEVEL 4

CONTEXT (1)
France

National plan to identify H.E. learning needs related to the use of ICT in teaching / learning
France

Centre National de Promotion Rurale (CNPR) : national institute addressing trainers in agriculture.


United Kingdom
All FE teachers have to attend Level 4 teaching Cert.

STAKEHOLDERS INVOLVEMENT (2)
National Ministry of Education, Directorate for Technology. Higher education institutions studied (five), Universities’ management, teachers and non-teaching staff.


Ministry of Agriculture. 

CNPR, local training centres.


Learning Skills Council (LSC), employers, teachers, College management, lecturers, tutors, students.

AIMS, OBJECTIVES AND TIME PERSPECTIVE (3)
To identify learning needs, classify teachers attitudes towards ICT and propose differentiated training opportunities.

Only one edition.
· Shorter and more personalized training paths for trainers

· Validation of existing competencies using ICT
Targets for achievement set (and measured) through the Further Education National Training Organisation (FENTO) requirements.



TECHNICAL AND METHODOLOGICAL ELEMENTS (4)
Individual interviews, group interviews, on-line questionnaire answered by more than 4000 teachers. 
On-line questionnaire: competence-based, context-based, negotiated and “co-constructed” with actors involved.

Building a supporting environment to professional development.


Evaluation/assessment system organised against FENTO standards.

Feedback from students.

QUALITY APPROACHES (4c)
No specific quality approach
See above
A combination of external “top-down” approaches through FENTO, OFSTED/ALI inspections together with internal quality assurance mechanisms involving trainee feedback, course moderation and external independent examiners’ reports

STRENGHTS, WEAKNESSES, CRITICAL VIEW (5a)
Strengths : involvement of decision makers, external perspective of consultants.

Weaknesses: no habit of LNI for a population who has no formal right to continuing training.
Calendar review.

Discontinuity of some elements of the working team
External inspections and reviews generate much paperwork and teacher trainers often see these external reviews more as threats than opportunities within a reward-punitive framework. So an over-top-down approach raises a professional trust factor.

A strength is that the common framework adopted for the inspection review process is transparent in terms of measuring quality requirements and identifying trainee teachers needs.

WHAT MAKES QUALITY OF LNI (5b)
· Link LNI to analysis of professional contexts.

· Involve decision makers.

· Precise instruments.

· Involvement of a neutral third party.

· Present results to stakeholders.
· Participative approach guarantees usability of the benefits expected from training

· Ongoing analysis approach.
Same as in next box.





GREENWICH VET-TT-T
CNFF-IEFP
CONTINUING EDUCATION FOR BASIC EDUCATION TEACHERS - LIBRARIES

CONTEXT (1)
United Kingdom 

University of Greenwich of Post Compulsory Education and Training (PCET).  Provision of initial teacher training awards (PGCE and Cert.Ed) for VET teachers.
Portugal

National Trainers Training Centre (CNFF) of Institute of Employment and Vocational Training (IEFP).

The operation has a national coverage.
Setubal (Portugal)

College of Education and  Municipality Library

Initiative included in the  

Activity Plan of the Working Group for School Libraries.

Target: teachers of the 1st cycle of Basic Education.



STAKEHOLDERS INVOLVEMENT (2)
LSC, FENTO, DFES, OFSTED, ALI (Adult Leaning Inspectorate), Programme tutors, Further Education (FE) mentors and link tutors, personal tutors.  “Standards” set externally through FENTO (Further Education National Training Organisation).  LNI conducted against these standards and against personal learning/development needs.
CNFF; responsible of the central, regional and local services of vocational training, VET trainers.
Ministry of Education, Municipal Library, Municipal  Schools of the 1st cycle of Basic Education, Regional Authorities, Working Group for School Libraries, Technical team from training organisation, Scientific and Pedagogical Council of Continuing Education.



AIMS, OBJECTIVES AND TIME PERSPECTIVE (3)
At system level, targets for achievement are set (and measured) through FENTO requirements. At provider level, targets are set through the Individual Learning Plans monitored by  personal tutors.  Professional standards require trainee to plan teaching which takes into account issues of access and inclusivity – through notion of “differentiation” (i.e. teaching which takes into account individual learning needs)
· To identify the needs of trainers, of their target groups and of the organisations they work for. 

· To promote  ICT and individual development and intercultural approach.

The LNI exercise was conducted in 2000/01 and updated since then.


To make the target group acquire necessary knowledge on libraries and their animation. 

TECHNICAL AND METHODOLOGICAL ELEMENTS (4)
At system level, no procedure defined externally – but final standards set against which needs can be appraised. At provider level, diagnostic testing of trainees on entry to programme. Monitoring of progress of set goals by each trainee, in consultation with tutor, by means of an individual learning plan (ILP). Regular review to ensure targets met  throughout the life of the training programme.
Questionnaire submitted to trainers in 2000/01; regular update by means of a specific document. Results of LNI exercise analysed in a qualitative and quantitative way.

Priorities and action lines establishment in consideration also of  organisational needs.

Elaboration of CNFF annual activity plan concerning the training offer for the trainers.
· Policy priority implementation

· Social interaction and creation of group spirit (during first phase of implementation)

QUALITY APPROACHES (4c)
External  review of training programme conducted annually by  FENTO.  Periodic external inspection conducted by Ofsted.  Annual internal review at programme level taking into account report from External Examiners (appointed by the institution).  
n.a.
Learners’ feedback

STRENGHTS, WEAKNESSES, CRITICAL VIEW (5a)
The combination of external and internal quality procedures which include learner feedback analysis give a robustness to the quality monitoring process in the identification of learner needs. 

The use of the Individual learning Plan (ILP) allows for differentiated analysis of individual learner needs and how these might be addressed. Use of external examiners to advise on quality of meeting learners’ needs.
Strengths: 

· The process appeals to the participation of several actors, allowing to cross several inputs. Flexibility.

· The process allows the identification of the needs related to different areas / sectors and also the identification of specific problems emerging in the professional practice.
n.a.

WHAT MAKES QUALITY OF LNI (5b)
For this combination of external and internal review/inspection to work requires:-

A closer professional negotiating trust between external inspection and validating bodies and the professional teacher trainers which should be developed through agreed quality indicators. Also, more democracy and equality of relationships between external inspection agencies and professional on the ground. 

At present, there can be a tendency to `service` the requirements of external review/inspection agencies rather than servicing the individual needs of trainee teachers.

The ILP is a critical and essential mechanism for putting individual learning needs first, set within the context of externally-defined outcomes (or standards).  Both to define LNI for the individual and to develop a  plan to meet standards, demands a close working professional relationship between tutor and trainee is crucial to quality monitoring and identification of learner needs.
The continuous evaluation / feedback by all actors.
n.a.





SUSTAINING PROGRESS
ANNUAL REVIEW OF T.N.
VOCATIONAL TEACHER EDUCATION COLLEGE

CONTEXT (1)
Ireland

Provider level

Department of Education

Dublin Institute of Technology

Target:   Teachers of Vocational Education
Ireland

System level

Department of Enterprise, Trade & Employment - 

FAS – Training & Employment Agency

National Government Strategy – “ Sustaining Progress”  provides a dialogue between  government, employers and social partners, to maximise the potential of partnership as a vehicle for promoting workplace learning and upskilling.
Finland-

Hämeenlinna vocational teacher education college

The tool was first developed for the teacher education college but has since been used also at many vocational upper secondary schools for staff development purposes.

STAKEHOLDERS INVOLVEMENT (2)
Institute, Department of Education, Government Departments, Teacher Unions;

Teachers in Institutes of Technology in Dublin.
FAS, Skillnets, Local Authority HRD, Health Authority HRD, Agriculture Dev. Auth. Teachers in Colleges and Institutions, 

Individuals, management and partnership, People with disabilities.
Teacher students, teacher tutors in the teacher education college and  in training schools, members of management responsible for development work.

AIMS, OBJECTIVES AND TIME PERSPECTIVE (3)
Objectives driven by institute strategic plan and national government strategy “Sustaining Progress”. 

To provide better regulation, more effective management and delivering better service through ongoing improvements in performance and achieving objectives.

Some plans are long term 15 year plans, some 3 years, some annual.


The overall aim is to provide teachers with the necessary  skills, knowledge and competences to carry out their teaching duties in such a way as to meet the needs of an ever changing client.

Planning learning needs is usually done once a year.
The overall aim is to improve teacher education and teacher professionalism and ultimately quality in VET through self-reflection of teachers.

.

LNI done at the beginning of each training course.



TECHNICAL AND METHODOLOGICAL ELEMENTS (4)
Individual requests at department level, Central training workshops, Focus groups, sub-committees, LNI surveys. LLL access


Training needs are identified and planned in an Annual Review.

Process is agreed with all stakeholders through the performance appraisal  process.

The criteria to measure professional development include placement, throughput and learner feedback.
Self-assessment questionnaire based on competency framework (Seppo Helakorpi). 

Elaboration of an individual study plan, or an individual development plan in case of a school. 

QUALITY APPROACHES (4c)
1. Quality Assurance  criteria applied during the   implementation process

2. Quality assurance reports available on intranet

3. External examiner system
“Excellence through people” is Ireland’s national standard for human resource development.  Its purpose is to encourage organisations to strive for excellence through the training, development and involvement of their people and to show recognition for organisations that have achieved  this aim.
Self assessment against competence referentials.

STRENGHTS, WEAKNESSES, CRITICAL VIEW (5a)
Individual Professional development 

Quality assurance reports with recommendations from External Examiners
The system assists the jobholder in the organisations, in identifying their role, the activities needed to achieve their goals and the indicators that they are on target.
Weaknesses: the tool is culturally bound, i.e.  it is based on a Finnish “understanding” of teacher professionalism. It has also turned out that the tool would need to be more institution-specific, i.e. partly different for student teachers qualifying for adult, upper secondary or polytechnic education.

Strengths: Serves as a diagnostic tool at the beginning of the studies as well as a tool for final evaluation. Easily transferable to school level to serve as a management tool. Working in teams is common, thus the tool can function as a profiling tool before recruiting new staff.

WHAT MAKES QUALITY OF LNI (5b)
Quality Assurance Approved
Excellence through People standards suggests many benefits, e.g.  demonstrates a public commitment to learning better standards, improved organisational performance and benchmarking the HR function.
Sound theoretical basis: holistic, based on several cognitive and learning theories.

Has been in use since 1999 and subject to continuous assessment and improvement involving students, tutors, teachers and management.

A common framework for developing pedagogy within the teacher education college.

Feedback from schools which have adopted the system.





MARATA
DEL
DUAL TRAJECTEN BVE

CONTEXT (1)
Finland

Sector: Hotel, catering, home economics.

Pilot programme initiated after a national evaluation in the sector pointed to some weaknesses in teachers’ competencies.
Denmark

Danish Institute for Educational Training of Vocational Teachers – DEL

National VET teacher training institute being also a permanent, institutionalised liaison between the Ministry of Education and the approximately 115 local VET schools.
The Netherlands

Dual Trajecten Bve

Target groups: trainers, teachers,  educational assistants, coaches and staff members in the education system.

STAKEHOLDERS INVOLVEMENT (2)
Institutions involved:

Etela-Karjalan ammattiopisto,

Mikkelin ammattioppilaitos/ Mikkelin ammattiopisto,

Porvoon ammattiopisto,

Pohjois-Pohjanmaan ammattiopisto
Ministry of Education, social partners, representatives of school leaders and teachers’ organisations. DEL and the VET schools in co-operation discuss and assess the learning needs of the VET teachers.

The National Vocational Education and Training Council (EUR) is responsible for advising the Minister of Education on all matters concerning the VET system. 
Ministry of Education, Fontys training college, Regional Training Centres (ROCs), teachers and trainers.

Fontys and ROCs started a bottom-up innovation process in teachers and trainers training, followed by the Adult Education and Vocational Act introduced in 1996 by the Ministry of Education.

AIMS, OBJECTIVES AND TIME PERSPECTIVE (3)
Aims: 

· development of teachers’ professionalism (vocational, pedagogical, labour market competencies);

· development of the institution, improvement of students’ learning outcomes.
Providing and updating teachers and trainers competencies in:

· Selecting content, methods and forms of teaching, working and organisation based on the goals and the wider framework of the courses

· Analysing and evaluating the capabilities of participating youths and adults

· Planning, organising, implementing, and evaluating teaching and assessing the benefits derived by the participants

· Organising teaching situations and stand-alone course elements and evaluating the correlation between teaching and learning

· Working together with colleagues to plan and implement teaching, and 

· Contributing in the organisation of innovation and development projects.

The rationale rests on four centrally stated focal points/reference values (development needs): flexibility, individuality, inclusion and transparency. 
· To develop a single coherent structure on the previously existing disparate forms of vocational and adult education

· To give  a greater emphasis on the requirements of the labour market, increasing liaison between educational institutions and local trade and industry, the co-ordination of learning pathways, and the growing autonomy of institutions in terms of organising their own programmes

· To develop a new, demand based training an teaching system, with the design of a four years route that takes account of (sub)competencies corresponding with the job profiles of the different functions of teachers and trainers.

TECHNICAL AND METHODOLOGICAL ELEMENTS (4)
· Self-assessment questionnaire

· Interviews of world-of-work representatives

· Appraisal/development discussion with superior

· Elaboration of individual or group self- development plans

· In-service courses, lectures

· Motivation for professional development
With regard to further education the Ministry sets up framework for decentralised competence development needs – the four centrally stated focal points/reference values (development needs): flexibility, individuality, inclusion and transparency. This overall framework is translated into local school/teacher team development projects. As provider DEL supports these activities with extensive pedagogical consultancy. 

Cycle of identification of learning needs: 1. Assessment of learning needs in teacher teams. 2. Individual competence/learning plans. 3. Implementation of  action-learning programs with choice of preferred method. 4. Mutual coaching agreements. 5. Evaluation of the development project and the teachers’ experience and benefit.    

The approach is thus partly top-down (learning needs framework articulated by the Ministry of Education) and partly bottom-up (activities planned and executed at the schools by DEL and the school in question based on the local learning needs).
The main methodological features are:

· Development of a dual route for educational staff, with a central role for learning in the workplace, and an integration of working and learning. 

· competence-based in stead of curriculum-orientated on 4 levels (educational assistant, trainer, coach and teacher)  and a methodology of learning by producing. 

· Intensification of practice training.

Enhancement of cooperation between the ROCs and the Fontys college based on common responsibility for training and teaching educational staff on different levels and on specific needs.. 

QUALITY APPROACHES (4c)
Depending on the QA system of the institution.
Internal quality evaluation in schools: teachers evaluate and give feedback on the service provided in identifying and satisfying their learning needs. Simultaneously, the performance of DEL is also evaluated by external evaluators. 
The ROCs as well as the teacher training college both are responsible for the quality and organisation of the dual course. Reference is made only to the accreditation system: the training provision is certified for each phase (certificate educational assistant, trainer, coach and teacher). It does give access to further education: within the system (from educational assistant to teacher or a level in between) but also for the regular teacher training. The teacher certificate is an official second degree qualification, which gives also access to a short-cut provision in different studies on a university. The national council BVE (council of ROCs) have legitimised the model of the dual course The teacher-certificate is also legislated by the Ministry of Education.

STRENGHTS, WEAKNESSES, CRITICAL VIEW (5a)
Self-assessment questionnaire & self-reflection as an eye-opener: seeing oneself as part of a whole. Tool for individual development. 

The challenge is to find the means to proceed according to PDP: in sectors the teachers tend to be practically oriented, often lacking in meta-cognitive skills due to their practically-oriented backgrounds.


Strengths: 

The approach is partly top-down but the emphasis is on the bottom-up side. The process of LNI involves teachers and pedagogical management in the identification of learning needs.

Weaknesses: 

· The role and work of DEL is financed by the Ministry of Education but the time invested in the work by the schools is not covered. The result is that the incentive to follow up on the projects after their end is relatively weak.

· The lack of a standardised quality control system to be applied at teacher as well as management level. 

· Evaluations are limited to the performance of DEL and does not take into account the performance and involvement of participating teachers and schools. 
Strengths:

· Top-down initiative promoting innovation in teachers’ and trainers’ training with the aim of making the system able to respond to current challenges

· Improvement of the quality of teachers’ training by focusing on a demand-based approach and developing learning paths for each of the identified teachers and trainers profiles

· Accreditation system

· Learning by producing and enhancement of collaborative work

· Acquisition of pedagogical but also of organisational and managerial competencies by teachers and trainers.



WHAT MAKES QUALITY OF LNI (5b)
Local-level project sets out to find the shortcomings detected in the national evaluation and define quality criteria to improve the situation and to individualise these. The system is based on continuous dialogue and self-reflection, providing continuation of the development. The results of the self-assessment is statistically analysed to provide for transparency.  The involvement of the NBE in the pilot project brings an element of objectivity. A report on the project has been published providing tools for self-assessment to develop the sector.
A combination of a top-down and a bottom-up approach. It is important that actors on system as well as provider level are committed to the tasks.

Different important indicators in assessing the learning needs of the teachers.
See 5a above.


VDAB
CIOFS-FP
ForUVA

CONTEXT (1)
Flanders (Belgium)

Flemish Employment and Vocational Training Service

Sector: vocational training / public service

Problems addressed:  new competencies needed  mainly because of technological innovations and changes concerning the labour market.


Italy

Transregional association (operating  in15 regions of Italy through more than 100 training centres). Management of trainers’ training courses.
Italy

Quality evaluation of the education system – regional Direction of Education Lombardy



STAKEHOLDERS INVOLVEMENT (2)
Professional bodies, sectoral training institutions, training department of VDAB for non-technical training, Human Resources Management, project leaders, quality coaches, training managers.
Top management and regional centres of CIOFS-FP.
Teachers, members or professional associations, University experts, social parties, students, citizens’ associations

The Head Office of Lombardy School Authority  coordinates the activity by an ad hoc task force.

 

AIMS, OBJECTIVES AND TIME PERSPECTIVE (3)
To answer the labour market requirements and to contribute to the Personal Development Plan. To upgrade trainers’ technical skills, to promote innovation and to answer individual competence needs.

LNI done annually.
To promote trainers’ professional development by constantly updating their  competencies (continuing training).

LNI done every 6 months.
Training for quality evaluation agents of the teaching/training system.

The key activity  is the  interactive laboratory with  practical tasks. The emerging needs are related to the training area to acquire competences for guiding discussions, for summing up the main points of  the discussion, for launching other topics etc.

The main aim is the indirect improvement of educational service .

TECHNICAL AND METHODOLOGICAL ELEMENTS (4)
· Keeping abreast of technological developments

· Appraisal interviews

· Relation to innovation and change management

· Individual surveys of line chiefs and collaborators

· Pro-active: career development


Analysis of individual training needs, design and implementation of training national plans 
LNI through internal quality evaluation process. A questionnaire was prepared in order to collect information about the level of experience and interests around school in  the field of system evaluation.

The principal answered by citing the existing  documentation at the school (i.e. information only if documented).



QUALITY APPROACHES (4c)
EFQM model
· Quality handbook 

· Quality Annual plan

· Results indicators
Internal quality evaluation in schools as a premise for external evaluation. 

Best practices references  of ISO 9001:2000 applications (and partially EFQM).  

STRENGHTS, WEAKNESSES, CRITICAL VIEW (5a)
Strengths: recognition of the diversity of learning needs and diversity of methodologies and actors to address them; close cooperation with sectoral training funds and enterprises for the upgrading of curricula and trainers, embedding the training of trainers in the HRM policies of the organisation
The use of such a QMS has been allowing the improvement and boost of transparency and comparability in monitoring results.
Strengths:

· reflection on the process and on the actions

· highlighting of the evaluation use of three types: instrumental use for decision-making, conceptual use for understanding, symbolic use for compliance.

Accountability must be improved for each participant with respect to process coherence. 

WHAT MAKES QUALITY OF LNI (5b)
· Embedding the training of trainers in an overall quality management system, including measurement indicators.

· Satisfaction of different client groups of VDAB.

· Job placement rate of job-seekers after having attended a training course; technical and pedagogical know-how scores of trainers.
n.a.
n.a.





CAFOC PARIS
MCAST  MALTA
ETC MALTA

CONTEXT (1)
GIP/FCIP (ex Cafoc), Paris: Groupement d’Intérêt Public / Formation Continue et Insertion Professionnelle). Regional / academic service, dependent of the French Ministry of Education, encharged of identifying the training needs of the 10 Greta teams (“Groupement d’Etablissements publics”) de Paris.
Malta College of Arts, Science and Technology (MCAST)

Set up in 2000, it brings together previously existing technical institutes operating at the post-compulsory education level, while also establishing new institutes to cater for emerging economic sectors. 
Employment & Training Corporation

STAKEHOLDERS INVOLVEMENT (2)
The target groups are full time trainers (permanent staff), occasional trainers (auxiliary staff) and administrative staff  (around 1000 people overall).

The actors dealing with the identification of specific training needs and professional development needs are continuous training counsellors and personnel responsible of training within GRETA, in relation with the president of GRETA 
Management Board of MCAST, Professional Development Unit, teachers, heads of departments and principals of the different institutes
Management – Training Services Division within the ETC, Course Coordinators, Trainers, Trainees/participants, Employers.

AIMS, OBJECTIVES AND TIME PERSPECTIVE (3)
Identification of specific training needs of GRETA teams with the aim to develop their competences in accordance with the strategy of every organisation, and the overall strategy defined at the regional/academic level.
Three key objectives :

To help the individual lecturers identify their concerns and competency needs

To help the lecturers to develop a “pedagogic competency” 

To provide the institution as a whole with a general and composite picture of the training needs of its staff lay and thus feed a broader process of “institutional development planning”

The LNI instrument was used only once at the MCAST (twice at the Institute of Tourism Studies previously). 
The aim of the exercise is to identify the learning needs of trainers engaged by the ETC to deliver training to its clients. 

The objective is to increase the effectiveness of  trainer delivery resulting in more efficient outcomes at the various levels:

the level of transfer and dissemination of Knowledge and skills by ETC clients

the clients perception to training

the outcomes from training in terms of employability and return on investment

TECHNICAL AND METHODOLOGICAL ELEMENTS (4)
Elaboration of a survey by the training counsellor at regional/academic level (GIP/FCIP) and its diffusion in the 10 Greta of Paris. The training counsellors and the personnel responsible of training within GRETA transmit the survey to the training and administrative staff.

The training counsellors, the personnel responsible of training in Greta carry out a personalised interview for every member of the staff

Collection of the answers to the survey 

First discussion at Greta level, in the framework of the human resources commission, of the results of the survey. Discussion and related negotiation on the general training policy of Greta and strategic priorities of Greta.

Transmission of the results at regional/academic level 

Second strategic arbitrage (often in financial terms) at regional/academic level 

Learning provision in line with the needs detected

Publication of a catalogue (paper-based and online)

Dissemination of information in every Greta


The process of LNI involves the above mentioned stakeholders. However, increasingly these needs are being defined by the Professional Development Unit, which is made up of three lecturers who have been relieved of much of their teaching duties, in order to take responsibility for the pedagogic training of staff.

The LNI instrument consists of a competency map check-list

Follow-up exercise: the results of LNI are presented to both the Management Board and to the staff themselves, so that they can comment them.


· Management – Training Services Division within the ETC: face to face interviews

· Course Coordinators: observation

· Trainers evaluation report

· Trainees/participants: evaluation sheet

· Employers: survey amongst participants.

QUALITY APPROACHES (4c)
Quality assurance procedure
The quality approach adopted is “action-research”, as this entails a never-ending cycle of action and reflection-in-action.
n.a.

STRENGHTS, WEAKNESSES, CRITICAL VIEW (5a)
Strengths: yearly concertation between the responsible of teachers’ training of GIP/FCIP and training practitioners so as to update obsoletes training provisions and suggest new ones such as the use of ICT in Greta as well as modularization.

Weaknesses: lack of interest and availability of occasional trainers working in different locations


Key strengths of this are particularly related to the usefulness of the check-list instrument to:

· help VET teachers to become more aware of the range of competences involved in teaching and to identify their professional development needs;

· ensure that VET teachers identify with the professional development programme offered, rather than seeing it as an imposition from above;

· develop a data base on the basis of which a professional development programme could be constructed in collaboration with the teachers themselves;

· assist the VET institution recognise the staff development needs, and to plan for meeting these needs;

· trigger off an awareness of need to re-orient the VET institution as a learning organisation which sustains professional development of staff and students alike;

· demystify the act of teaching, by considering some of its constituent parts, without reducing teaching to a sum of its parts.

Main limits:

The reliance of the LNI competency-mapping on self-assessment. 

Also, some of the items used in the LNI competency-mapping check-list are too technical, came to fill in the check-list. 


Strengths:

· The system includes all the stakeholders involved in the process.

· It is not a one off exercise but a continuous process. 

Weaknesses:

· The process it is somewhat bureaucratic and difficult to control. 

· Feedback from certain participants in training (trainees) might not necessarily reflect the real needs: this since trainees may not have the necessary knowledge and experience to evaluate training and/or might not be so willing to criticise and degrade their own approach.

WHAT MAKES QUALITY OF LNI (5b)
n.a.
n.a.
Two main sets of information that can help to make LNI more useful. There are:

· information about current performance (both objective and subjective data)
· information about future changes. 



5.
CROSS-CASE ANALYSIS

The analysis of the cases collected, although conducted in a very short time and with different levels of detail, may bring us to draw a first set of preliminary considerations:

1)
the cases presented show a very broad range of contexts, aims and methodological approaches to the identification of learning needs of VET teachers and trainers. These vary mainly in accordance with the typology of stakeholders involved. In some cases, the LNI is conducted at provider level, involving teacher students, in service teachers and tutors, course co-ordinators, members of management, principals and heads of departments, employers; in other cases, the process starts at institutional level, therefore involving government authorities, social partners, sectoral training institutions, etc..

2)
the focus of different cases is sometimes defined by an emerging “imperative”: ICT diffusion, learners’ satisfaction, personalisation of teachers’ and trainers’ learning paths, organisational reforms, new qualification requirements. Strategies and modalities of LNI are defined accordingly to these emerging priorities.

3)
some examples are authentically explorative and aim at the individualisation of eLearning paths, leading to the elaboration and implementation of an individual study plan based on the actual needs expressed by the teacher/trainer through self-assessment mechanisms. Other examples, instead, study the target groups to differentiate training strategies in order to propose the same “given” set of contents/competences identified (by some instance at the top level) as a key set of competences necessary to carry out the teaching/training profession in a way which corresponds to quality requirements, learners’ needs and needs of the organisation/system/society; 

4)
not all cases refer to competence schemes, but those which do, tend to refer to competences when mentioning quality factors of LNI; even in the cases where the quality of training is measured against externally set standards (e.g. FENTO requirements in the United Kingdom), an internal quality assurance mechanism involving learners’ feedback is also put in place.

5)
in some cases the teachers/trainers are asked about their own learning needs; in other cases, a “negotiated” or consultative approach is applied to better relate learning needs to working context. In the first case, the LNI process is carried out mainly by means of self-assessment questionnaires against competence map or interviews of teachers and trainers or members of management / principals; in the second case, instead, LNI is rather based on national plans/strategies, previous research, existing documentation, recommendations from independent experts, reports of external examiners, applications and requests of institutional authorities, decision makers and social parts.

6)
few cases (only two out of the 18 collected) explicitly refer to formal quality approaches being used for the identification of learning needs; in particular, the quality approaches referred to are the European Foundation for Quality Management model (EFQM) and the ISO 9001:2000 (International Organisation for Standardisation).


6.
Quality Factors

Some factors influencing the quality of LNI have been identified by those who presented the case studies: some refer to research instruments, others to the contextual elements and, almost in all cases, some factors are quoted referring to the process of LNI. We deliberately use the generic term “factors” instead of principles, criteria and indicators, because the suggestions collected represent different levels of abstraction/reference to the concrete experience. This was intended in the preparation of the question (What makes the quality of LNI in your opinion? What are the quality principles, criteria and indicators that you would advice to adopt?) that was studied to collect as many suggestions as possible without engaging the respondents in a complex classification exercise.

The “ordering” process according to categories needs some additional time and conceptualisation effort, but in the following table a first “mapping” of quality factors suggested is proposed according to the distinction among factors referring to resources and instruments for LNI, process and relation to context.

Quality factors in TT Learning Needs Identification




Resources and instruments
· Precise and valid instruments

· Sound theoretical basis

· Use of self diagnostic methods and tools

· Use of indicators related to quality management

· Reference to competency frameworks/standards of performance







Process
· Continuity/periodicity as opposed to one-shot surveys

· Transparency

· Involvement of a third party to guarantee neutrality/independence of judgement

· Combination of top down and bottom up approaches

· Based on evaluation and identification of weaknesses

· Dialogic process in identification of needs and development paths

· Active participation of target population and other stakeholders

· Presentation of results to stakeholders

· Embedding of LNI in overall qualify management system







Context
· Clear relation to professional and socio-economic context




It is quite evident that several quality factors are in fact between two of the three proposed areas (e.g. referring to both process and context, or to instruments and process). Nevertheless, we consider appropriate to refer to the three areas named in the first column because they reflect different aspects of the quality of LNI, and relate in a rather direct way to the three paradigmatic approaches to identify learning needs described in the following section.


7.
How to classify the approaches to learning needs identification

As a result of the cases proposed and of a broader reflection on how LNI is usually conducted, three categories can be identified:

· a first category corresponds to the classic “research and surveys” approach which consists in considering the target group and those in charge of their development as sources of information on learning needs. Other sources of information such as sectoral studies, extrapolation of past trends and scenarios can complement the direct survey, but the basic assumption of this classic approach is that respondents know what they need to learn;

· the second category corresponds to the “imperative led” identification of learning needs, that typically corresponds to a top-down approach, in which major innovation programmes determine some learning needs that target group may not recognise, but “force majeur” changes are requiring without any reasonable doubt (see examples in point 2 of the conclusions above) according to institutional visions at system or provider level. In most cases the involvement of teachers and trainers unions moderates but substantially validates this category of approaches;

· the third category of approaches to identification of learning needs is based on involvement of target users not only as sources of information but as stakeholders and interlocutors in a process of context-based identifications of change processes, awareness building on learning needs, transparency of benefits and costs of learning processes, embedding of learning in change processes. What characterises this category of approaches is the assumption that awareness of learning needs has to be built through a participative process that makes learning needs emerge from a perceived problematicity/potential of change processes that are either incumbent or desired.




In a first approximation, we can try to map the cases collected according to the three paradigmatic approach in the following way.

Survey approach
Imperative-led
Change process






higher education teachers (France)









Sustaining process (Ireland)
Tutofop (France)






CNFF-IEFP (Portugal)


continuing education for basic education teachers – libraries (Portugal)

Annual review of TN (Ireland)






CIOFS-FP (Italy)
VDAB (Belgium)
Marata (Finland)





MCAST (Malta)
CAFOC Paris (France)
ForUVA (Italy)





ETC (Malta)

Vocational teacher education college (Finland)







FE teachers level 4 (United Kingdom)

DEL (Denmark)









Dual trajecten Be (Netherlands)
Greenwich VET –TT –T (United Kingdom)



8.
First conclusions and recommendations for the next steps

1)
The process undertaken of collecting and analysing good examples of practice in the field of LNI of VET teachers and trainers shows a great variety of approaches and concerns, that are however referable to three paradigmatic categories: surveys considering target groups as sources of information, “imperative-led” LNI, and change process participative approaches. One approach is not “a priori” better than another: they respond to different needs and are often “combined” in reality.

2)
Several quality factors have been identified and can also be referred to three areas (resources and tools, process and context). A further step is required to order and relate the identified factors within the categories of quality principles, quality criteria and quality indicators. This step requires much more than desk research and needs to activate a dialogue among relevant stakeholders.

3)
It is very likely that the opportunity will emerge to differentiate the weighting of quality criteria (that should be agreed and common to all LNI cases) according to the type of approach adopted for LNI and, possibly, according to other contextual elements. In a word, an objective element of quality assurance -the criteria- should be balanced with a more subjective/context-related element that would consist in the weighting of criteria according to the specific approach selected for LNI.

4)
The work already conducted allows to start a process of achieving mutual knowledge among “providers” and policy makers at the different institutional levels. The CQAF approach in six steps can be adopted and taken as a basis for collaborative benchmarking of good examples of practice that might start as soon as quality principles, criteria and indicators are agreed among the relevant parties.

APPENDIX 1


Grids to collect good examples of practice


 (.............

3.3.1. Planning (purpose and plan)

This relates to the setting up of clear and measurable goals regarding policies, procedures, tasks, and human resources. 

Goals and objectives should be formulated in clearly understandable terms and as far as possible they should be combined with definitions of measurable indicators as this allows for checking the achievement of the planned objectives, in later stages. 

Quality in VET is not primarily a technical issue. It is always linked to specific policy, institutional or/and individual goals and objectives which are to be achieved, according to different time frames. Therefore, it is crucial that relevant national, regional and local stake-holders take part in the decision making process on goals and objectives concerning the quality of VET 

Table 1. Planning: Quality criteria

Key Questions
Answers on system level
Answers at provider level

1. Describe the procedure for identifying VET teachers’ and trainers professional development and  learning needs



2. Which are your objectives/values  relating to teachers’/trainers’ professional development (learning needs and competencies)



3. Are the European goals included in the goals you have set (inclusion; access, LLL, mobility)



4. Which actors are involved in planning learning needs (e.g. social partners; local authorities; teachers…)



5. What is the time span for your planning? How often is it done?



6. Are your objectives relating to professional development measurable? If yes, how?




3.3.2. Implementation

Work by the TWG on QA has shown that it is essential to establish key principles that underpin the implementation of the planned actions in order to ensure effectiveness in achieving the goals and objectives which have been planned. These principles have to be coherent with the goals that have been set.

Such coherence can be achieved in many ways for example through regulations, funding incentives, provision of guidelines on how to proceed at local level, building capacity of key actors on quality issues through training, combination of internal quality systems at provider level with external inspections, etc.. 

Whichever approach is chosen, it is essential that expectations are transparent and that the procedural steps, including time-spans and tasks to be fulfilled are clear for all the relevant actors involved. Developing ownership and personal motivation amongst management, teachers/trainers and trainees, are important preconditions to achieve coherence between goals, objectives and implementation.

Table 2. Implementation: Quality Criteria

Key Questions


Answers on system level
Answers at provider level

1. How do you translate the identified learning needs into learning activities (e.g. training programme, curricula, mentoring)



2. What are the key principles which shape or underpin the implementation process (e.g. cost effectiveness, consultation)?



3. Which actors are involved in the process of implementation?



4. What is the role of management in the implementation?



5. How is the implementation process supported? (in terms of human and financial resources)



3.3.3. Evaluation and Assessment

This covers designing evaluation mechanisms according to the context, defining the frequency and scope of evaluations, and providing evidence of the findings of the evaluation to those concerned, including strengths, areas for improvement and recommendations for action.

In general, the assessment and evaluation phase consists of two parts, i.e. the collection and processing of data and the discussions on the results which have been achieved.

The effectiveness of assessment depends to a large extent on a clear definition of the methodology and frequency of data collection, but also on the involvement of the relevant actors/stakeholders (e.g. current and former trainees, employers and trade union representatives) to the discussions arising from evaluation results.

Table 3. evaluation and Assessment: quality criteria

Key Questions
Answers on system level
Answers at provider level

1. How is the evaluation/assessment system organised? Define input, process, output and outcomes



2. How do you ensure that your assessment and evaluation is relevant and systematic?



3. Which actors (e.g. managers, teachers, students, parents, employees of students) and stake-holders participate in the assessment/evaluation process and what roles do they play in the assessment and evaluation process?



3.3.4. Review (feedback and procedures for change)

Quality assurance and development is a continuous and systematic process. It must undergo constant review combining self-assessment with monitoring by an external body, processing feed-back and organising procedures for change.

Despite the fact that the other elements of the quality cycle are valuable , work of the TWG on QA so far shows that, in practice, this last phase of the cycle is quite often the weakest.

A key element in this phase is to make available publicly the results of the quality assessment procedure and to foster an open debate with the relevant stakeholders on the factors which might have contributed to certain results. 


Table 4. Review : Quality criteria

Key Questions
Answers on system level
Answers at provider level

1. How the results of the assessments and evaluations are communicated and made more transparent (inside and outside the organisation)?



2. What is the process for translating the assessment and evaluation results into corrective actions? Who (actors and stakeholders) are involved in this?



3. How do you implement corrective actions?



.............


GRID TO COLLECT GOOD EXAMPLES OF PRACTICE
OF IDENTIFICATION OF LEARNING NEEDS
OF VET TEACHERS AND TRAINERS

Revised version – 15 September 2004

Section 1.
Context identification

1.a
Promoting organisation, country, sector (e.g. school, university, vocational training, corporate, etc.)

1.b
System level or provider level (please specify the scope and geographic coverage of the operation(s)

1.c
Problem(s) addressed and target group(s)

Section 2.
Stakeholders involvement

2.a
Which actors are involved in identifying aims, objectives and target groups? Who took the initiative?

2.b
Which actors are involved in identifying specific learning needs and professional development needs?

2.c
Which actors are involved in validating and using the results of the learning/Learning Needs Identification (LNI) ?

2.d
Does an established institutional/organisational framework exist to promote and regulate stakeholders involvement? (please specify)

Section 3.
Aims, objectives and time perspective

3.a
Please describe the aim and objectives of the LNI exercise described, specifying the quantitative and qualitative character of the analysis.

3.b
Which are the main reference values identified relating to teachers/trainers professional development (e.g. closer relations to labour market requirements, to learners’ needs, to organisational needs, to ICT development, to internationalisation of target groups, etc.) and what is the level of involvement of teachers and trainers in the identification of priority needs?

3.c
How the objectives and reference values of LNI relate to “European goals” (inclusion access, lifelong learning, mobility)?

3.d
How far in time is LNI looking? How often is the exercise conducted? If it has been conducted more than once, have any changes/improvements been introduced?

Section 4.
Technical and methodological aspects

4.a
Please describe the approach, procedures and tools utilised to conduct the LNI (max 2 page of text + appendixes if required)

4.b
In particular, which sources of information have been utilised?

4.c
In conducting LNI, have a specific quality approach been adopted/referred to? If yes, what has been its value added?

Section 5.
Lessons learnt and critical aspects

5.a
What do you consider the strong elements and the limits of the LNI exercise described? What would you recommend to improve? What would you avoid to do in the future?

5.b
What makes the quality of LNI in your opinion? What are the quality principles, criteria and indicators that you would advice to adopt?

***

APPENDIX 2


List of good examples of practice collected by TTnet

List of good examples of practice collected by TTnet*
Country
Title

BE
“Quality of trainer training: the professional development of trainers”, VDAB

DK
“Learning needs of VET teachers and trainers - the Danish approach”, DEL

F
“La formation de formateurs à la carte : TUTOFOR”, Centre national de promotion rurale, Ministère de l’Agriculture

F
“Analyse des Besoins de Formation des personnels de l’enseignement supérieur à l’usage des TICE dans les processus enseigner-apprendre”, Algora

F
“Analyse des besoins des équipes des Greta”: GIP/FCIP (groupement d’intérêt public/formation continue et insertion professionnelle) 

FIN
“Assessment of teacher education and teacher professionalism”, Hämeenlinna vocational teacher education college

FIN
“Learning needs and professional development of VET teachers in the tourism, catering and home economics sector”, MARATA 

MT
“Competency  Mapping with VET teachers in Malta: a basis for TNA”, Euro-Mediterranean Centre for Educational Research, University of Malta  

MT
“Identification of Learning Needs of Trainers”, Employment and Training Corporation 

NL
“Dual Trajecten BVE”, Fontys training college, Regional training centers 

I
“Professional development of trainers”, Centro Italiano Opere Femminili Salesiane (CIOFS-FP)

I
“Quality evaluation of the education system (ForUVA)”, Regional Direction of Education, Lombardia

IRL
“Annual review of training needs”, Training and Employment Agency (FAS)

IRL
“Sustaining progress”, Dublin Institute of Technology (DIT)

P
“Identification of learning needs of trainers”, National Trainers Training Centre (CNFF) of the Institute of Employment and Vocational Training (IEFP) 

P
“Continuing Education for Basic Education Teachers – Libraries”, College of Education and municipality library (Setubal)

UK
“Provision of initial teacher training awards for VET teachers”, University of Greenwich

UK
“Further Education teachers Level 4”, Learning Skills Council (LSC) 

*****
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TTnet thematic project on “Learning needs of VET Teachers and Trainers within Quality Approaches”














(1) 	Kim Faurschou, “Technical working group on quality in VET – A European Common Quality Assurance Framework – Final Version, October 2003


�	Extracted from Commission working paper WG1.1/09/005 “Draft strategic paper Subgroup 3”, pages 4-7, as distributed at the DG EAC-Expert Group A (Improving Education of Teachers and Trainers. meeting on 7 and 8 July 2004 in Brussels. 


* full text of the practices available on request: � HYPERLINK mailto:vor@cedefop.eu.int ��vor@cedefop.eu.int� 






