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Introduction
This is a short report about the main results of the pilot seminars on ‘Professionalisation of trainers for Work Based Basic skills’ that were realized between September
2019 and January 2020. Due to our application the product of IO 3 is not planned to
be published but to give an insight in the results of pilot testing of our products IO 1
Self-Study-Manual and IO 2 Guide for training of the trainers.
The whole process of this step of our project was accompanied by several documentations (progress report, process diary), interviews and questionaires with participants,
trainers and ProfiTrain-partners, provided as a result of cooperation between the lead
of IO 3 (ERGANI), the lead of evaluation (ERUDICIO) and the coordinator (bbb).
The six country reports are based on the analysis of all these documents and done by
each partner for his national pilot seminar. In particular it is the following documents:
•
•
•
•

Summary evaluation sheets
Pilot project diary
Trainers collection of feedback
Progress table

This report is not a compiled version, because this will be done by the evaluation-lead
of ProfiTrain ERUDICIO. The report provides the country report of each partner as follows:
Evaluation results bbb
Evaluation results BEST
Evaluation results ERGANI
Evaluation results ERUDICIO
Evaluation results MEDE
Evaluation results SIAE
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Report by national expert bbb, Germany
Rosemarie Klein and Gerhard Reutter, Dortmund October 2019
Content
1. Short information
2. Summary of Feedback
2.1 Overall assessment
2.2 Evaluation on specific modules/themes by participants
3. National expert overall assessment and evaluation

1.

Short information

Date:
13.-14. September 2019

9.30 – 15.30

Venue:
bbb Dortmund
Participants:
1st Day 16, 2nd Day 14
Professional structure of participants:
•

Literacy teachers

•

WBBS-Trainer with different focuses and active in different industries

•

Teachers in integration courses for refugees

•

Teachers in basic skills courses
4
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•

Freelancers and fee-based employees in adult education instituts

•

Program managers in adult education instituts

Most participants were academically educated (social sciences, pedagogy) or had a
state degree as teachers. A few came from commercial and economic businesses.
National experts:
Tanja Bergmann (Alphanetz NRW) Provider of the seminar
Karin Behlke (WBBS-Trainer and Train the trainer expert)
Rosemarie Klein and Gerhard Reutter (ProfiTrain)

2.
2.1

Summary of Feedback
Overall assessment

In answer to the question of whether the event has fulfilled what the advance notice
promised, 13 out of 18 participants say yes, 5 say that this is more true.
There are similar assessments in the question of whether the workshop corresponded
to the previous knowledge (15 x yes, 1 x partly, 2 x partly not), whether the self-imposed learning goals were achieved (14 x yes, 4 x partly), whether the event was personally worthwhile (14 x yes, 4 x partly). The event was professionally worthwhile for
most participants (13 x yes, 3 x partly), for one participant this is partly not the case.
A very predominantly very good assessment was also given to the professional competences of the Moderator* or learning facilitators* (17 x very good), the communication of the contents (14 x very good, 4 x good), the interaction of the moderators or
learning facilitators with the participants (17 x very good), the possibility of personal
cooperation (13 x very good, 5 x good), moderators or learning facilitators with the
participants (17 x very good), the possibility of personal cooperation (13 x very good,
5 x good) and the working materials used (9 x very good, 7 x good, 1 x satisfactory).
The time organisation, the size of the group and the service provided by the organiser
were also predominantly rated very highly. The spatial equipment, technology and
media were rated differently at 9 x very good, 7 x good.
Even though only 13 very good or good evaluations and 5 satisfactory ones were
given in the overall assessment of the continuing training workshop, the differentiated
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information on what particularly liked about the workshop shows a high level of satisfaction with regard to the learning atmosphere, the technical exchange, the diversity
of participants and the quality of the exchange, the process orientation and the practical suitability. Few critics noted that time was too short and that more time for group
work would have been desirable.
This overall positive assessment of the further training workshop is astonishing because the participants are characterised by a pronounced heterogeneity. The professional status ranged from beginners to experienced course instructors, free-lancers to
permanent employees. The experiences with WBBS ranged from 'no experience' to
'many years oining practitioners often regard the heterogeneity of their participants as
the great pedagogical challenge. In this workshop the heterogeneity of the participants was a central success factor.
On the one hand, this is due to the fact that the needs and interests of the participants had been surveyed in the run-up to the continuing education workshop and had
a decisive influence on the programm design. The central reason for success, however, is more to be found in the answers to the question "What did they particularly
like about the event?“ In addition to the good organisation and the positive working
atmosphere, the heterogeneity of the participants was particularly emphasised, which
made "an interesting exchange" possible, "versatility" which resulted from the diversity of the participants and led to the fact that the group was seen as one which "fits
together excellently".
It is original to point out that the training workshop was "professional, competent and
loving", i.e. "not a draining but a nourishing event".

2.2 Evaluation on specific modules/themes by participants
The results show that the continuing education workshop succeeded in presenting the
WBBS approach in a way that can be understood by those who have little or no experience with WBBS. When asked whether the WBBS approach was understood, 16 out
of 17 participants stated ‚yes’, with only one participant answering 'partly'.
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When asked whether the WBBS approach can work in practice, 13 participants say
'yes' without restriction, 4 limit this to 'partly'. Unfortunately, those who indicated
'partly' did not explain where their concerns lie.
When answering the question of whether the WBBS approach is accepted by employers, 3 participants vote ‚yes’, 14 participants vote with a 'partly'. This reflects the critical theming of the aspect in the workshop and shows that the message that WBBS is
not and cannot be an issue in all companies has reached the participants or confirmed
their own experiences. The question of the acceptance of WBBS training by employees
is to be assessed in a similar way. Here, 9 vote 'yes' and 8 vote 'partly'.
14 participants found the basic information about WBBS clear and comprehensible, 3
answer with 'partly'.
When asked whether the participants themselves felt well prepared after the workshop
to find access to companies and convince them to carry out WBBS offers, 10 answered
'yes' and 7 'partly'. A similar picture emerges with regard to addressing and recruiting
employees as participants.
11 participants state that they feel well prepared to be able to plan a tailor-made
WBBS training, 5 position themselves at 'partly', one at 'partly'. As far as the implementation of WBBS training is concerned, there are 8 entries for 'yes' and 8 entries for
'partly'.
Regarding the evaluation of WBBS trainings 7 participants feel well prepared, 8 partly
well prepared, one participant not well prepared.
How great the need for further WBBS further training workshops is can be seen from
the wealth of topics and content that the participants would still be interested in or
that they missed in the WBBS topic. These range from didactics and methodology to
marketing and forms of addressing employees in companies. It can be assumed that
these are partly effects of the chosen continuing training format (parallel working
group), in which the presentations from the working groups created the need for further employment among those who had decided on a working group with a different
topic taking place at the same time.
Partly listed in the feedback (but consistently discussed in the workshop), the problem
is the low remuneration of pedagogues in the field of WBBS training. Although an academic education is almost always required, payment is usually more than modest.
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Hourly rates of 20 to 30 euros are usually charged, which means a net turnover of approx. 12 euros for freelancers, i.e. just above the statutory minimum wage in Germany. The educational challenges are regarded as so interesting and varied that the
joy of working in WBBS makes the financial side appear marginal.
With regard to the concrete thematisation of module contents from the ProfiTrain curriculum, it can be said that even in the comparatively short time available, WBBS can
be experienced as a new educational service and participants can be given something
to reinforce their professionalism.
Taking a look in the results from directed lecturers after thematic blocks we like to
highlight as follows.
Modul 1- Basic knowledge about WBBS was very important for the participants.
The definitions and understandings, the characteristics, but especially the similarities
and differences between the working and living worlds were very illuminating for the
participants, as the feedback during and after the lecture showed.
One working group focused on the topic of good networking
a) Why and how do I integrate the co-knowing environment?
b) How do I win important stakeholders/actors/multipliers?
The participants of this group were very satisfied with the deepening of the topic. The
integration of the knowledgeable environment is complex and partly complicated from
their experiences, a real challenge. The group developed a cluster to have strategies
available for differentiating between 'supportive' and 'non-supportive'.
Modules 2 and 3: Access to enterprises and employees was focused on 2 questions:
a) How do I design access to companies?
b) How do I reach the employees for WBBS?
This Working group was in great demand, both among WBBS-trainers and among
basic skills teachers and literacy teachers. The group was very happy to answer the
questions with case studies and abstracts from the case studies. Particularly important
were the functions in the WBBS-process, which already had an effect on this focus. A
highlight for the group was to look at the various actors (employees, superiors, works
councils, trade unions, personnel officers, trainers/consultants) with their perspectives
in the design of approaches.
Module 4 and 5: Development and Implementation of WBBS-trainings. One
working group focused on 2 questions:
a) How do I get authentic learning material in basic education?
8

Funded by the European Union

b) How can I prepare it in such a way that it is suitable for learning?
This group was in great demand. The aspect of working with real work documents or
lifeworld documents in training seems to be a special challenge for the trainees, as
everyone stated. The participants were very satisfied with the didactization by the
learning guide. Especially the concrete approach of A. Sass (meanwhile integrated in
IO 1) proved to be very helpful. Some participants felt confirmed and encouraged by
the discussion in their own competences of didacticizing authentic materials.
Another group focused on the following questions:
a) Participant orientation as a principle
b) Which strategies can I use in case of conflict?
The topic of participant orientation was discussed by the participants in this group in a
very practice-oriented way using the example of participant conflicts (participants
among themselves, participants with trainers, trainers with participants). This approach of the learning guide was rated very good. From the perspective of the participants and the trainer, this was a typical topic that requires the form of a seminar and
cannot be dealt with in a practical way by reading a self-learning manual.
Module 6: Completion and evaluation of courses. This working group focused on:
a) How can I ensure the benefit of general basic education and WBBS?
b) Which evaluation methods have proven themselves in practice?
This group took a critical look at the topic of evaluation. The participants emphasised
as valuable that such high importance is attached to evaluation in WBBS- training and
were very impressed by the models introduced in Module 6/Self-learning Manual. The
exchange of own practice models was regarded as helpful.
The precisely expressed wishes and ideas for more in-depth study and topic extensions show two things:
- An intensive two-day further training course based on the needs of participants
seems to be a format that creates satisfaction and curiosity. The challenges of WBBS
as a process could, however, be made even more satisfactorily connectable with more
time.
- On the other hand it becomes clear that the ProfiTrain modules and the concept
based on the acquisition of knowledge in connection with the professional development of the participants corresponds very much to the needs of the participants and is
connectable to their personally very different professional biographical developments
and situations.
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3. National expert overall assessment and evaluation
3.1 Overall impression on pilot seminar implementation
From the written and oral feedback of the participants and from the feedback rounds
conducted with the actors after the end of the seminar, a clearly very positive evaluation of the pilot seminar results.
The reasons are not only of a content nature. The appealing rooms, the invitation to a
breakfast before the start and the lunch break arranged together are also emphasised.
In particular the open and cordial learning atmosphere is emphasized, likewise the
technical and social authority of the acting participants. It proved to be an advantage
that some of the participants had already attended WBBS seminars and exchange
meetings at bbb in the past and attended the pilot seminar with correspondingly positive expectations. It was also an advantage that the actors involved, who provided input or were active as learning guides in the small groups, had already worked together in the past. Frictional losses were therefore not to be expected.
From the point of view of the ProfiTrain partners bbb, the preparation of the seminar
was also successful, where it was essential to convey the ProfiTrain concept and access to learning (needorientation, theoretical knowledge, professional and personal
development). A lot of time was spent on this, on the one hand with the organiser Alphanetz NRW, on the other hand with the learning guides. This preparation was not
theoretical, but directly connected with the design of the invitation, the design of the
needs and interests survey, the decision of the format and dramaturgy in the seminar
and the question of evaluation. In particular, the learning guides were consulted about
which sources they could and should use (IO 1 Manual in German version, IO 2 Guide
in English version) and how their role is defined.

3.2 Most important recommendations on the curricula (modules) enhancement
The guide for Train the trainer was made available to the learning guides and the organiser in English. As expected, hardly any concrete hints for further development
were given, because the English language seems to be a hurdle.
From the perspective and observations as a ProfiTrain partner, it should be noted that
the structure following the modules of IO 1 is very helpful for the planning of seminars. It was also shown that the transformation from self-learning manual to guideline
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for seminar preparation was successful. The module preparation for the seminars focuses to a large extent on the biographical connectivity of the participants and on social learning in the group.
The module-specific hints and tips were appreciated by a learning guide, because in
this way one can avoid "falling into traps".
Of great importance in the pilot seminar was the topic 'working with authentic material in WBBS trainings, how does that work? It would be worth considering integrating
this aspect more in Module 4 or 5; e.g. some specific hints could be given as a tool.

3.3 Most important recommendations to the self-study manual enhancement
In our opinion, the seminar results show to a high degree how important it was to deal
very intensively with WBBS and WBBS trainings in the partnership in the first months
of the ProfiTrain project. Due to the different experiences of the partners, the authors
were able to pick up interested parties with different previous experience with basic
education work and cooperation with companies in the respective modules. On the
content level, there were no serious requests for additions or changes from the trainers, who gave us firm feedback.
It was merely noted that the topic 'Working with authentic working material: How we
could have focused more on "learning material from authentic working material"? At
the same time, the trainers noted that this topic could be better located in a seminar
because it could draw on the richness of implementation and the experience of trainers.
A number of formulation deficiencies that were the result of the translation from English into German language were also critically noted.
The lots of pages of the self-learning manual was also criticized in some cases. Other
trainers, on the other hand, pointed out that the scope was appropriate to the degree
of novelty of WBBS and noted that it could be used as a handbook with time equalisation.
As a consequence, a literature reference to 'Learning with authentic material' was integrated into the contextualised German-language version, which had been brought
along by a learning companion.
Furthermore, there was another thorough linguistic revision, for which the concrete
hints of the trainers were very helpful.
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A shortening we do not suggest and did not for the german language version.

3.4 Strengths and risks for future successful training implementation
Strength
As banal as it may sound, one of the strengths highlighted was the continuous supply
of water, coffee, tea, fruit and pastries as well as the possibility of taking short breaks
(including smoking) in the garden.
In terms of content, it has proved to be a strength to electronically survey the interests and needs of the participants in advance and to develop a programme that was
relatively precisely tailored (also linguistically) to the expressed needs. This made it
possible for the discussions and reflections to be biographically accepted and for professional and personal development to be possible.
The heterogeneity of the group, which clearly differed in terms of work experience
with WBBS training, age, professionalism, etc., was perceived by the participants and
the learning guides as rather enriching.
Another strength of the pilot seminar was the didactic-methodical approach with its alternation between input phases in the plenum (theoretical knowledge) and work in the
small working groups. The invitation to the working groups to present the results of
the working group work as creatively, originally and excitingly as possible was gratifyingly taken seriously and led to varied and imaginative presentations, which in turn
were learning. They were also perceived by the Group as evidence of its own high
level of professionalism.
A further strength results from a development that could not be influenced by the actors involved. The realisation that WBBS represents a potential, future-oriented field
of work in view of the development on the German labour market certainly motivated
the participants to deal intensively with the subject (although the promotion of WBBS
training courses is currently suboptimally regulated).

Risks
A risk is associated with the preliminary inquiry of the needs and interests of the participants. The greater the number of interests and needs mentioned, the greater the
risk of not being able to deal with all topics of interest during a two-day seminar.
A further risk, which however only played a marginal role here, but has the potential
to turn such a seminar into a lamento event, is the theming of the fees, which are
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usually paid in the field of basic skills and WBBS trainings. They are only slightly
above the minimum wage for free-lancers and course instructors who realise their offers on behalf of adult education institutions; this is explosive because the WBBS
trainers and many basic skills teachers have an academic education and usually also
additional qualifications. The low social esteem for this work, which is expressed in the
poor remuneration, can have a demotivating effect on such a seminar.
However, the quality of the materials developed in the project and the didactic-methodical conception is so good that the risks for such a pilot seminar seem manageable.
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Report by national expert BEST, Austria
Helmut Kronika and Paul Gschwandtner, Vienna, January 2020
Content
4. Short information
5. Summary of Feedback
2.1 Overall assessment
2.2 Evaluation on specific modules/themes by participants
3. National expert overall assessment and evaluation

1. Short information
Date:
November 7th-8th and November 11th 2019

10:00-15:00

(information on products and contents/programme shared in September 2019, two
preparatory team meetings: October 2019)
Follow-up session (evaluation): January 16th 2020

Venue:
BEST Course Center Dörfelstraße 6-8, 1120 Wien, Austria
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Participants:
12 + 3, i.e. project manager and trainers:
BEST team, from 2 projects: “Qualifizierung zum Job” and “Blickpunkt Ausbildung”
(both at BEST course center Dörfelstraße)
Professional structure of participants:
Selected trainers/coaches/career advisers and pedagogic experts/programme designers from our network;
i.e. a mixed group of experienced and less experienced trainers,
together with experts in company training organization (“Betriebskontakter”),
Trainers working in workplace basic skills provision and/or aiming to do so;
other experts involved in respective processes (e.g. Betriebskontakter, training managers), from the two projects named above;
National experts:
Paul Gschwandtner (Betriebskontakter, BEST/Austrian Adult Education Association,
BABE),
Gerhard Steiner (Basic Skills Expert, trainer/coach, BEST/AMS Wien, employment service),
Helmut Kronika (ProfiTrain, BEST)

2 Summary of Feedback
2.1

Overall assessment

The overall assessment of the training event days (November 2019) is a positive one.
Almost all participants (11/12) felt the announcements (promises) made beforehand
fulfilled. Even all (12/12) found very good correspondence with existing/previous
knowledge, with similar results (10/12, 11/12) for goals achieved and personal/professional worthwhileness.
Participants pointed out their satisfaction with the programme, the qualitv of timing
and contents, and –above all- the moderation and training input by the project/trainer
team leading the events.
This is generally quite remarkable, as the pilot events (deliberately) faced the challenge of bringing together a rather heterogeneous group of participants, i.e. a mixed
group of experienced and less experienced trainers, together with experts in company
training organization (“Betriebskontakter”), trainers working in workplace basic skills
15
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provision and/or aiming to do so, other experts involved in respective processes (e.g.
training managers), from two different large scale basic skills programme initiatives
on behalf of the Austrian employment service (and carried out by BEST in cooperation
with a number of companies from various fields).
Some of the participants (4/12) explicitly remarked they would wish for a follow-up
(series of) event(s), in order to go into details for some of the practical elements (and
experience made), and in order to reflect on respective conclusions.

3 Evaluation on specific modules/themes by participants
The training content comprised a selection of all modules and a mixture of theory input and workshop sessions with interactive sessions in the plenum. Major elements focused on the implementation of gained knowledge & experience in concrete project
work with learners/trainees in the frame of the projects named above (i.e. basic skills
projects, preparation of respective traineeships/job placements, cooperation with
companies (mainly from tourism and gastronomy sector, in one case a cleaning company). The programme also dealt with an overall monitoring of training processes, as
well as with different levels of evaluation.
This mix of different methodological approaches and interactive techniques, combined
with comprehensive theory input of more experienced professionals and project experts, turned out to be a good choice. This is confirmed by general results of the training events’ evaluation and by respective feedback from participants (as well as national experts actively involved).
The workplace basic skills approach (with its specific focus on organizing trainee- and
internships for learners in respective companies, as part of overall basic skills programmes and training projects) was well understood and captured by all participants
of the pilot process, i.e. by both the the more and less experienced participatns
(evalution: 10/12 for yes).
Almost all (11/12) positively rated the practical character of the programme and
pointed out that the ProfiTrain approaches show a high level of practicability (especially with its good mixture of useful theory and concrete tools to implement in daily

16

Funded by the European Union

work with learners in a workplace environment, but also in preparation phases and exante).
Especially the less experienced trainers/participants pointed out the very innovativeness of contents and methods, which makes the outputs interesting and attractive for
their use. For all participants, the programme offered a good combination of elements
already known and new to them. In terms of usefulness, participants highlighted the
particularly useful inputs from ProfiTrain IO1 in connection with how to concretely deal
with employers/companies (especially Modules 2 and 3).
In this connection, almost all participants expressed their lack of concrete knowledge
and self-assurance about respective elements (11/12). In this area, the wish for follow-up activities (training sessions, exchange circles and events, organized reflection
etc.) that was mentioned above played a crucial role in comments and feedbacks.
To a good extent, this particular lack of specific expertise and aptitude was met with
during the training prgramme by deliberate space for exchanging good practice examples among the whole pilot team and by carrying out some case study analysis, i.e.
via presenting, analyzing and discussing “real life” examples from the concrete projects. Within this framework, one of the focuses was on how to understand employers’
actual needs, their language, their way of thinking, specific expectations, obstacles
found, barriers met and different levels of understanding of “training” concepts and
“training success” eperience.
Correspondingly and confirming the complex and partly critical character of these
themes, the question of whether the workplace basic skills approach is accepted by
employers, only 5 of 12 participants stated yes, whereas the rest of the pilot group
decided for the rating of “partly”.
However, and most positively, almost all (10/12) training participants –as a result of
the piloting activities - felt well (and better) prepared for finding successful access to
companies.
Similarly, the result in connection with finding successful pathways of recruiting/engaging employees for work place basic skills training processes is very positive (10/12
feeling well prepared as a consequence).
When it comes to concretely planning for fitting (tailor-made) training contents and
programmes in particular WBBS situations and contexts, it was pointed out that the
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use of authentic, i.e. ”non-school” materials that directly cover the needs of the companies involved is of striking importance. The group had intensive discussion on how
to organize for such a successful use and implementation and how to actually employ
respective material in training provision.
In this respect, trainers whish for active exchange of experience and material. It was
agreed, however, that we all –to some larger extent- face the challenge that material
almost always needs to be adapted for each WBBS case and situation and that, in conclusion, there is hardly any suitable material on a general level that would “fit for all”.
Summarising participants’ feedback and rating in connection with the specific modules
of ProfiTrain, these are the main findings from the Austrian piloting:
The basic knowledge elements comprised in Module 1 turned out to be particularly important for the less experienced participants. It was especially this module that the
trainers had gone through in self-study as a preparation for the training events (i.e. in
the period September-November 2019) and which made them either newly aware of
certain elements (definitions, terms, different concepts behind WBBS) or brushed up
their existing knowledge.
Modules 2 and Modules, although partly prepared by some of the trainers of the Austrian pilot (as BEST was mainly responsible for developing contents of these two chapters), was of most interest and relevance to the participants.
As outlined above, finding suitable access to employers and employees is regarded as
most crucial (and in some cases most difficult) for almost all trainers involved.
In this connection, the “case” and “real scenario” approach was appreciated most.
For modules 4 and 5, the authenticity needed for materials used was particularly
pointed out, as described above. It is also in this respect that most participants see
substantial potential for improvement in their own personal work in WBBS contexts.
Completion and evaluation of WBBS courses, in the Austrian environment, is somehow
predefined by rules and regulations of programme responsibles (e.g. employment services) and brings along given (rigid) structures and formal requirements to be met anyway. For this reason, participants did not show very high interest in (and benefit of)
the contents presented in the frame of ProfiTrain.
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3. National expert overall assessment and evaluation
3.1 Overall impression on pilot seminar implementation
In summary of all elements listed and escribed above, and concluding from feedback,
comments, suggestions collected from all participants (orally and written) throughout
the pilot training process in Vienna/Austria, there is an altogether very good result in
terms of how the contents and material of Profi Train have been perceived and evaluated.
The same applies for the organization, timing and actual delivery of the training programme and its contents. It turned out to be most fruitful to start out with in informative preparation phase, in which the participants could make themselves aware with
the project, its general objectives, outputs and operative elements. Also, gathering
two times in preparation of the event days, as a project/pilot/trainer team (October
2019) was particularly important and useful.
Finally, the interactive character of the training days, with the mixture of approaches
and methodologies (as described above) was a key to success.

3.2 Most important recommendations on the curricula (modules) enhancement
The fact that contents were initially made available in English was not considered to
be an obstacle by participants of the training in Austria. They did point out, however,
that they would prefer working with outputs translated into German.
Participants expressed that the structure of curricula modules is most clear and logical
to them, with getting general knowledge as an introduction and then moving through
operative and horizontal elements of the WBBS process.

3.3 Most important recommendations to the self-study manual enhancement
There were no major hints or even demands for changing or improving content elements of the self-study manual output. Obviously, some parts (in particular access to
employers) were regarded particularly relevant (and in this way more than others).
Also, the importance of “real case” insight and material was repeatedly pointed out.
On the other hand, no element was considered irrelevant or of questionable quality.
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3.4 Strengths and risks for future successful training implementation
The following conclusions can be drawn in terms of success factors (met) for our particular training implementation. Highlighting these can be seen as a “strength indicator” for respective training implementation, whereas not sufficiently dealing with
these:

•

-Professionalization of trainers for WBBS in the first place means making them
aware of companies’ realities and mindsets (business challenges, expectations and
“language” of managers, superiors, team leaders, team colleagues).
Therefore, instruments are needed to collect this kind of information most efficiently in preparation of all training processes.- Participants pointed out there is
still a lack in this respect, in Austria).

•

How to avoid a “one way approach”, i.e. how to most fruitfully involve company
representatives in the process? - Participants identified this element as a key factor
for success.

•

Similarly: how to most fruitfully make aims and processes transparent to the
learners/trainees/employees?- i.e. another important success factor pointed out by
participants.

•

Good practice examples and case studies of successful trainings are most helpful
for addressing decision makers (policy level, decision makers), in order to receive
support/funding or in order to positively influence future tender processes and/or
programme design.

•

Benefit of multidisciplinary approaches when establishing new programmes in the
WBBS field, i.e. involving all relevant parties: policy level, funding authorities,
company representatives, educational experts, trainers themselves.

•

Consequently, a heterogeneous character of the pilot group activated (representing different parties relevant for WBBS initiatives) is considered to be a strength
for respective implementation.
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Report by national expert Ergani Center,
Greece
Parthenopi Sourmaidou and Dr Anna Trichopoulou, Thessaloniki, January 2020
Content
1. Short information
2. Summary of Feedback
3. Proposals for the future

1.

Short information

Date:
25, 31 January 2020

9.00 – 16.00

Venue:
Ergani Center, Sykies, Thessaloniki
Participants:
1st Day 21, 2nd Day 19 Total number of participants 23
Professional structure of participants:
•

Trainers for vocational training

•

Trainers in continuous education
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•

Consultants on vocational orientation and reorientation, on carrier guidance,
on personal and professional development

•

Mentors and coaches

•

Teachers in basic skills courses

•

Teachers in professional secondary education

•

Freelancers and fee-based employees in adult education organizations

•

Teachers in integration courses for refugees

•

Escorts accompanying refugees or adolescent, in special social structures

Most participants were graduated by social sciences, pedagogy, or economic studies. A
few came from commercial and economic businesses. One is professor in carrier development at the Democritus University of Thrace.
Trainers
Parthenopi Sourmaidou, Political Scientist and Law expert, trainer for the Module 5,
coordinator of the training
Dr Anna Trichopoulou, Phd in Sociology, trainer for Modules 1,4 and 6
Niki Manoussaki, Economist, external expert Trainer for Module 2
Daphne Chatziantoniou, Expert in Adult Education, Trainer for Module 3
Content of the Training
All the modules, 2 of them (Module 2 and Module 3) in parallel sessions.
Duration
-

Introduction to the project, training and the training material, 1 academic hour

-

Module 1, 4 academic hours

-

Module 2, 3 academic hours

-

Module 3, 3 academic hours

-

Module 4, 3 academic hours

-

Module 5, 3 academic hours

-

Module 6, 2 academic hours

-

Evaluation 1 academic hours

-

Totally, 20 academic hours
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2. Summary of Feedback
The score from all the questionnaires touched the sky, as the average was 4,9/5. The
answers to the question of the degree of satisfaction they feel after the end of the
training was enthusiastic, as 19 answered extremely and 3 very much.
There are similar assessments in the question of whether the workshop corresponded
to their needs, (19 x yes, 1 x partly, 1 x partly not), their professional goals (20 yes,
2 partly), about the content (21 yes, 1 partly) the methods (21 yes, 1 partly). What
seemed to be problematic, was the duration, as 18/22 answered that they wanted to
be more extended and that they needed more time.
Concerning the content and the methods, the score was also very high (21 yes, 1
partly). All the modules were judged as very useful.
Finally the guide was judged as very good, with the main proposal to include exercises
and/or practical cases in the modules 5 and 6. The self-study manual on the other
hand assessed very highly with some pp, the most important
A very good assessment was also given to the competences and the transfer of learning abilities of the trainers, to their flexibility and adjustment abilities to the practical
needs of the trainees.
The venue, the premises arrangement, the services provided by the organiser, the
time organization and the quality of the group were rated very highly.

2.1 Evaluation on specific modules and issues by participants
The results show that the WBBS development is considered as a very important element in the adult education related to the professional lives of the low skilled employees. On the other hand the train the trainers’ activities is a very important element to
the success of any intervention or training for the development of the WBBS.
When asked whether the WBBS approach can work in practice, the group eply with an
enthusiastic yes.
The score of each module was:
-

Introduction, 4,9/5

-

Module 1, 4,9/5
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-

Module 2, 4,8/5

-

Module 3, 4,8/5

-

Module 4, 4,9/5

-

Module 5, 4,9/5

-

Module 6, 4,8/5

All the modules was assessed as important and very highly related to any WBBS intervention.

2.2 Short Evaluation by the Trainers
The training was of high quality and meet the high expectations of the trainers.
The group of trainees was of the highest quality and the heterogeneity of the participants worked very well and facilitated the learning procedure.
The so active and enthusiastic participation of the trainees gave an important positive
result to the action
The pilot was a real training and provided to all the sides new professional experiences
and new field of work
The pilot gave a new content to the project and we have the positive impression that
in our environment Profi-Train will have sustainable results.
The work both in plenary sessions and in smaller groups facilitated the learning procedure and the development of the know each other procedure between the participants.
3. Proposals for the future
From the discussions after the training but also from the exchange of ideas during the
training and the team work, derived some very important proposals and decisions.
The group will create a group in a social media tool (probably messenger) with the
participation of the trainers, so the discussion will continue and the decisions for the
future cooperation will be enable.
Most of the participants want and are able to cooperate with Ergani Center in the future: to the adaptation and the translation of the Self Study Manual and the Guide for
the training in to Greek language and situation.
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The group will participate actively to the organization of the multiplier event (s).
Probably we will organize a second ‘train the trainers’ seminar, for a smaller group of
trainers, consisted of those who couldn’t take part at this one (about 10 people) and
some new. Trainers will be the trainees of the first one, with the supervision of the Ergani Center. In this training we will take under consideration all the proposals and the
evaluation findings from the first pilot.
Two small groups of the participants feel ready to start a real intervention. Decisions
on the will be taken a couple of months later.
Ergani Center and the group of trainers/trainees will work on the possibility to attract
and integrate in the procedure a number of different organizations (training centers,
public adult education institutes etc) in order in order to increase the visibility of the
WBBS and the development of the professional situation of the people working on this
field.
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Report by national expert MEDE, Malta
Christianne Fenech, Malta, January 2020

1. Short information
Date:
10th January 2020 9am – 11am
17th January 2020 9am – 12pm
24th January 2020 9am – 1pm

Venue:
Ministry for Education and Employment

Participants:
Session 1: 11
Session 2: 12
Session 3: 14
Professional structure of participants:
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•

Leaning and Development Manager from a large company

•

Learning and Development Specialist from a large company

•

Training coordinator from a large company

•

Adult Education Intern from University

•

Professor from University of Malta

•

Adult Education Practitioners from the public sector

•

General Manager from a small company

•

Teacher trainer

•

Trainer from private entity

•

Officials from the Department for Quality and Standards in Education

Adult Educators present teach vocational subjects within our Adult Education Centres.
A mix of private and public entities
National experts:
Therese Camilleri – Assistant Lecturer at the University of Malta, Faculty of Education
Martin Borg – Director of work based learning department within MCAST
Ing. Jonathan Ferrito – Director, Site Management Administration, ST Microelectronics

2. Summary of Feedback
5.1

Overall assessment

Attendees were very satisfied with the effectiveness of the specific methods used.
Most of the participants ranked lecturing, case studies, role playing, questioning, discussions and feedback quite high. With regards to the last session, attendees seemed
to want to delve into more detail and have more role-playing and case studies. Some
practitioners who attended had some issues with the case studies, more specifically,
the validity of the case studies and how these would hold in the national context. Attendees were more interested to know how to implement and evaluate programs and
wanted even more debates and workshops than actually was programmed for the sessions.
With regards to the structure of the training programme; all of the participants were
highly satisfied with the training. Some additional comments specified content might
be too intense with little time for group discussions. Participants also listed that they
wanted more elaboration on the actual ways of how to approach employers (which
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was clarified, that more details can be found in the manual). Whilst the structure
seemed to be agreeable with most of the participants that attended, some comments
included that there was not enough time for certain issues to be discussed in depth.
Most of the attendees agreed that with the right training and using experiential assessment and measureable outcome the WBBS approach can work in most companies
in Malta.

2.2 Evaluation on specific modules/themes by participants
With regards to the WBBS approach, participants specified that they were able to understand the WBBS approach.30 out of 37 participants stated ‚yes’, while 7 participants answered 'partly'.
When asked whether the WBBS approach can work in practice if accepted by employers, 20 participants say that the concept might work partly depending on the approach
of employees. 13 said that the concept could partly work, 4 chose yes and provided no
reason.
When answering the question of whether the WBBS approach is accepted by employers, 12 participants voted ‚yes’, 25 participants voted with a 'partly'. This reflects the
different perspectives of the different people attending: some belonged to small companies, therefore finding it more difficult to release employees for training whilst some
were educators and do not have direct contact with employers. The question of the
acceptance of WBBS training by employees is to be assessed in a similar way. Here,
15 voted 'yes' and 22 voted 'partly'.
All participants found the basic information about WBBS clear.
When asked whether the participants themselves felt well prepared after the workshop
to find access to companies and convince them to carry out WBBS offers, implementation and evaluation, most of the participants answered partly, a few answered yes,
and 5 answered no.
10 participants state that they feel well prepared to be able to plan a tailor-made
WBBS training, 27 position themselves at 'partly'. As far as the implementation of
WBBS training is concerned, there are 13 entries for 'yes' and 10 entries for 'partly'.
With regards to the evaluation of the WBBS program, 27 position themselves at ‘yes’
while 10 answered partly.
Thematic Feedback
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Module 1- Basic knowledge about WBBS was a very important first session for the
participants. It is to be noted that apprenticeship and work based learning is sometimes used interchangeably in the country. This session was therefore very important
to highlight the difference between the two and to provide clear definitions and understanding what WBBS means in this context.
Modules 2 and 3: Access to enterprises and employees was focused on 2 questions:
a) How do I design access to companies?
b) How do I reach the employees for WBBS?
HR practitioners and training specialists found this session more interesting being that
it related a lot to their current job proceedings. It was noted that WBBS is sometimes
implemented in larger companies, whilst less in SMEs which is worrying since 99% of
the labour market is SMEs. Many noted that because of the economic boom in Malta
there is not much time for employers to endorse WBBS within their entity because
they would be too taken over by the need to constantly find new people to fill in jobs.
Modules 4,5,6: Realization, Implementation and Evaluation of WBBS training
Whilst realization and implementation are certainly the hardest two elements when it
comes to implementing WBBS in Malta, Evaluation seems to be highly acceptable and
doable for the participants of the pilot project. Participants all agreed that through the
right HR practices and the recognition of learners’ needs WBBS can function as described by the Profi-Train project. Participants mentioned that the design of a guide
and evaluation questions will definitely be helpful for the trainer. Most of the participants noted that WBBS has befom4 a 21st century transversal skill that is needed by
those who are struggling with their basic skills. Participants repeatedly mentioned that
Modules 4 & 5 need to have components that are more practical. Furthermore, participants stated that the Profi-train approach follows a strategic approach to how to devise a training.

3. National expert overall assessment and evaluation
3.1 Overall impression on pilot seminar implementation
The trainers all have three very different backgrounds. The dynamics exhibited by the
national experts was able to provide training participants with a holistic programme.
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The trainers stressed that we should recognize the importance of having employers
empower and motivate their employees by providing them with adequate learning opportunities.
Trainers also identified the emerging challenges being faced by Malta at the moment:
-

Accelerated economic development

-

Lack of culture as a learning organization

-

Industrial sector made up of micro-entities, therefore not having time to train

-

Malta still lacks a full set of occupational standards – making it very hard to develop work-based learning outcomes.

3.2 Most important recommendations on the curricula (modules) enhancement
Modules provided a very comprehensive analysis of how to tackle WBBS from cradle
to the grave.

3.3 Most important recommendations to the self-study manual enhancement
Self-Study manual should be shorter, and removing some repetition. The manual
should have a small annex complete with more practical examples of how to implement WBBS in SMEs and Micro SMEs. Otherwise, manual is very detailed and to the
point.

3.4 Strengths and risks for future successful training implementation
Strength: Modular format of WBBS (stand alone or all of the modules)
Risks: Getting more participants, not getting enough relevant people to participate,
the difficulties that arise from training to the theoretical components.
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Report by national expert ERUDICIO, Czech
Republic
Jarmila Modrá, ERUDICIO, January 2020

Content
1.
2.

Short information
Summary of Feedback
2.1 Overall assessment
2.2 Evaluation on specific modules/themes by participants
3. National expert overall assessment and evaluation

1.

Short information

Dates:
3 weeks in November – self-study, preparation for in-house seminar
31.November 2019, 9.30 – 16.30, in-house seminar
Venue:
ERUDICIO
Participants:
14
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Professional structure of participants:
•

Trainers from training institutions

•

Union of Industry

•

Non-profit organizations working in fields

•

-

adult training

-

socially disadvantaged development

Ministries (education, labour, regional development)

The participants were mainly very experienced trainers, employees of ministries were
involved to understand the process of program for low qualified development.
National experts:
Jarmila Modrá (Erudicio)
Jana Váňová Erudicio)
Věra Kolmerová (individual training expert)
Supporting documents used fort the report:
•

12 individual evaluation sheets by pilot projects participants

•

Summary evaluation sheet

•

Pilot project diary

•

In house seminar program

•

PWP presentation

•

Notes by training experts

2.

Summary of Feedback

2.1. Overall assessment
The overall assessment of the pilot project implementation is based on 12 individual
assessments and recommendations, collected in form of evaluation questionnaires
from participants at the end of the in-house seminar. The other source of information
was the discussion of lecturers and participants during the seminar. The national experts’ observations and findings were taken in account as well.
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The overall assessment was focused on understanding of the WBBS training idea, its
usefulness, feasibility, acceptance by adult trainers and their opinion on employers’
and low qualified employees’ interest in WBBS training in work based basic skills at
the workplace, complexity of the training, possible obstacles of all kinds and fulfilment
of the participants expectations.
At the end of the in-house seminar the participants expressed their satisfaction with
the seminar as such and with the form how the content of the training program was
clarified and discussed. They appreciated the possibility to study material (Manual and
Trainers’ guide) in advance and predominantly in Czech language. They were content
also with the freedom to select the themes of their interest, which they were obliged
to presented to other participants afterwards. It was the reason why they thought
through all modules carefully and they tried to understand message and contents of
the Manual and Trainers’ guide with modules. They found the seminar useful and as
they were prepared in advance through home study of materials, they didn’t express
any disillusion on how the seminar was organised and managed. They appreciated the
work in small groups where there was enough time to discuss modules very deeply.
Sometimes they found more difficult to prepare their statement on specific module for
presentation to other participants, but the possibility to discuss it very deeply in small
groups gave them more comfort and safety. It was easier to them to present the
group statement comparing to the individual presentation. During the final discussion
participants said that the seminar was exhaustive but very useful for their better
knowledge how to work in WBBS training. Although there were presented very experienced trainers at the seminar, they declared the new knowledge gained and they
showed interest to work in the new field.
The structure of the training program and the curricula was evaluated as well balanced and covering all the necessary areas, 11 answers from 12 were positive. There
was only one comment to the module 2, where more practical cases were required.
During the discussion of lecturers and participants the complicated approach to firms,
mainly by training institutions using the classroom format of training, was mentioned.
More practical examples were also the reason of the requirement for longer duration
of training program in one case. 11 participants found the length of the training program sufficient.
WBBS approach was well understood by all participants, they expressed their opinion that the approach can work well, when it is understood also by all stakeholders. It
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was found that the WBBS approach is needed and low qualified employees have to be
supported and motivated in their career development, in their sustainability on the labour market and in their flexibility, which is required in rapidly changing world of
work.
7 participants voted for good employers’ acceptance of WBBS, 5 expressed some
doubts. These doubts concerned no interest of large employers (mainly in logistic and
building industry) for low qualified employees’ career development. The question of
firm’s economic situation and a good will to invest money in training of low qualified
employees was discussed as well. Especially in times of economic recession when all
the expenditures are carefully watched. On the other hand, some participants expressed their conviction that the employers are recently lacking the working power
and they feel the necessity to invest into employees not only in form of remuneration
but also in other benefits, which can show that the employer appreciates employees
work and loyalty.
In case of low qualified employees’ acceptance, the share was nearly the same as
in case of employers, 8 voted for full acceptance, 4 of participants expressed some
doubts. The participants expressed their believe that low qualified employees can accept the WBBS training if it is well clarified to them. Other participants pointed out
language barrier of foreigners or bad past experience with training and education as a
main issue why the acceptance of low qualified maybe lower. The low qualified people
can accept the training when they are persuaded that the training brings immediate
surpluses to them (i.e. better work performance, appraisal by the manager, higher
wage).

2.2. Evaluation on specific modules/themes by participants
The evaluation of specific modules by participants is based on 12 individual evaluation
sheets, collected at the end of in-house seminar and on the deep discussion lead during the whole seminar.
The evaluation questionnaire put the emphasis on results of specific modules
presentation, understanding and readiness of participants to cope with the theme in
practise. The participants assessed the complexity of information provided, the clearness of the message and they pointed out their opinion on the most interesting and
the most difficult issues in each module.
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During the discussion to each specific module the participants expressed their own
experiences in working with firms and with low qualified people. Mainly the trainers
form private training institutions were experienced enough in working with firms on
tailored training, but the training is mostly provided at their training institutions facilities. Trainers from private training institutions have less experience with low qualified
employees as not too many firms require such a training. Working with low qualified
people is more often with NGOs (focused on people with all kind of disadvantages at
the labour market) and this kind of training includes more soft skills and social and life
abilities then the training focused on work.
Module 1: Basic Knowledge of Work Based Basic Skills
All the participant found the basic information on WBBS complex and clear enough.
They commented that too many “definitions” of WBBS were included in Module 1., but
they appreciated the inclusion of the list of desired skills. The participants discussed
the desired share of hard skills training within WBBS. There were opinions that it is
too much to incorporate hard skills in such a training, on the other hand the participant agreed that it is the field which is required by employers at the most. That is why
the aim and advantages of basic skills has to be clarified to employers very carefully.
The participants didn’t find any issue missing within the Module 1. They found the text
of Module 1 quite long and explaining the same issues more times from the different
perspective.
As the most interesting they found following items:
•

Clear definitions of concepts, background

•

Clear explanation of terms

•

Clarification of the objectives

•

Specification of all key actors

•

Involvement of firms

•

Focusing on target group that receives little attention

•

Implementation of training – reaction on needs

•

Understanding the importance of WBBS

•

Understanding the importance of on-the-job training.
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Although the participants declared that the concept of WBBS was well clarified, they
still feel some difficult/challenging issues for the successful implementation of WBBS
training:
•

How to introduce the WBBS concept for the commercial usage?

•

How to transfer the training into working place?

•

How to address the employers?

•

Which is the clear specification of target group?

Some of these issues were more clear after the following modules introduction.
Module 2: Approaches to Companies
Approach to companies was found to be rather difficult for all participants. They are
mainly acting as trainers and not as businessman. The addressing of clients is the
work of training institutions management. But still trainers are involved in negotiation
on training contents with firms.
11 from 12 participants felt ready to find appropriate employers and to persuade them
to implement the WBBS training for their employees after passing this module. All of
participants thought that they will be able to establish feasible working relations with
the employer as well. They expressed their opinion that everything needed is incorporated into the module. But the concrete result of discussion with employer depend
also on finding appropriate employers (openminded, interested in their staff satisfaction, ready to listen about advantages of the training). These characteristics are often
not visible at the first contacting.
The participants appreciated the annexed tool 2 (Benefits of WBBS for employers and
employees), which provides arguments for running WBBS training in firms.
As the most important they found in Module 2 following issues:
•

Complexity of the concept

•

Clear formulation of the offer to employers and the persuasion on value added

•

Presentation of the way of addressing firms

•

Foreign experience

•

Addressing firms
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•

Possibilities, the way of addressing firms

•

Setting up of good strategy for addressing firms

•

Choosing the strategy for addressing firms and their addressing in reality

•

Good selection of firms

•

First contact with the firm

•

First contact, elaboration of attractive offer.

The most difficult issues in Module 2:
•

How to explain the added value, surpluses?

•

How to address firm which I haven’t been in working contact yet?

•

How to specify economic surpluses for firm?

•

Starting the first contact with the firm.

Module 3: Appeal to Employees
Module 3 was found by all participants more easy then the contacting and working
with the firm. It was clearly seen that the trainers feel more safety in working with
learners.
They declared the readiness to communicate openly and effectively with low qualified
employees after passing Module 3. They didn’t find any issue missing or redundant in
Module 3.
As the most important it was found:
•

Addressing the appropriate employees

•

Selection of employees, f.e. Getting their interest

•

Discussing ways on how to reach employees

•

Establishing a relationship of mutual trust

•

Selection of employees

•

Employees’ motivation

•

Continuous motivation

•

Gain employees’ confidence

•

Motivation of employees
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•

Building employees’ confidence

Proper employees’ motivation, gaining participants’ confidence and to be prepared for
employees' negative reaction were found as the most important missions of Module 3.
Through the discussion there was presented a case, when there was a course participant who decided to argue with the trainer on every issue, the participant called him a
trouble maker. The participants explained 8 degrees on how to cope with such a person who is able to destroy the learning environment to all. He pointed out the risk to
include in training group a person who didn’t accept the necessity and usefulness of
training.
Module 4: Developing an operational training programme for work-based
basic education
11 of 12 participants felt them ready for the development of tailored made WBBS
training program after passing Module 4. One participant expressed some doubts if he
is able to asses properly the needs of all learners, whose level of knowledge and skills
can vary substantially. The participants discussed the necessity to modify the training
not only for different learners but also according the actual situation during the training. That is why the curriculum should be very flexible.
As the most important it was found:
•

Proper adaptation of training - content, form, length, timing

•

Clarifying the goal of the training program for employers vs. employees

•

Everything

•

Identify key skills that need to be practiced

•

Motivation, motivation, motivation…

•

Design a balanced program

•

Correct focusing / orientation of the program towards the trained persons and
employer's needs

•

Identifying essential skills for development

•

Determining the right training concept

•

Creating a balanced program.
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The proper adaptation of training (content, form, length, timing) was found as the
most difficult at the same time. The other challenging item are finding the win-win solutions for all actors, motivation, motivation, motivation…
One participant didn’t find anything difficult in drafting the appropriate curriculum.
Module 5: Realization of work based basic skills training
All the participants felt ready to implement the WBBS training of low qualified after
passing Module 5. They found the module to be complex and clear, they didn’t identify
any items missing within the module.
The most important issues of the module were identified as follows:
•

Taking into account needs and options

•

Maintain constant motivation of trainees

•

Choosing the optimal settings for the curriculum format

•

Create employees’ confidence

•

Choice of place and time for training

•

Proper selection of methods

•

Maintain a training line for a differentiated group

•

Operatively adjust the content of the training according to the participants' reactions.

Discussing the most difficult items of the Module 5 raised up the following questions:
•

How to maintain the constant attention of a highly differentiated and non-motivated group?

•

How to cope with the heterogeneity of trained persons?

•

How to activate learners?

•

How to monitor the involvement of participants in a sensitive way?

Module 6: Finalising and Evaluation of WBBS-Training
The last Module was showing less interest of participant then f.e. Modules 2 or 3. But
all the participants still agree that the evaluation is necessary not only for learners
themselves, but also for employers and home training institution. All the participants
felt themselves competent enough for the monitoring and evaluation of the training
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and learners’ satisfaction. More discussion was led about informing the employers to
motivate them in future training and the value of evaluation for home training institution.
After the discussion they found as the most important:
•

Illustrative work with results, interest of the actors involved

•

Monitor and evaluate employees’ responses on an ongoing basis

•

Correct interpretation of conclusions

•

Presentation of clear evaluation to employers.

To identify the most important conclusions and perceive participants' reactions and
development of a meaningful conclusion based on your own observations and feedback from the participants can be sometimes quite difficult.
Materials submitted to participants
The participants evaluated highly the quality and the contents of Manual and the
Trainers guide which were submitted them for study in advance. they found the satisfactory and useful. They appreciated the consistency and cohesion of both materials.
Sometimes they found the Manual to long, but they agreed that as a self-study it can
serve more or less experienced trainers. They were satisfied with the long list of literature that can be studied in case when the trainer doesn’t have appropriate basic
knowledge.
The Trainers guide was evaluated to be well and clearly structured. The participants
accepted positively the flexible format of curriculum and tips for lecturers in each
module. The annexes with methods, patterns and tools were found very valuable as
well.
They recommended to use videos with specific situations from firms in training of
trainers.
They expressed their wish to get all the modules translated into Czech (which was not
the case of Modules 4 and 5 in the time of training.
Within the discussion of the most appropriate methods to be used in training of low
qualified, it was pointed out the “passive role” methods as lecturing or case studies
description are less important than the “activating methods” as playing roles, discussions or feedback collection.
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Other comments and recommendations
Within the closing discussion at the seminar the WBBS was assessed as valuable and
innovative. The question of conditions for WBBS provision was opened. The participants declared that if the market for such a training occurs, they are ready to deliver
it to employees. The most problematic point is the financing of WBBS training. The
participants agreed that the public financing should be involved even in case of firms.
It is not only the question of firms’ development, but it is also the social policy issue,
which can have consequences into the unemployment diminishing and lower crime
rate.

3. National experts overall assessment and evaluation
3.1 Overall impression on pilot seminar implementation
The impression on pilot seminar implementation was very positive one. The participants were highly involved not only in presenting the specific modules, but also the
discussion during and after the seminar was very intensive, opening questions and
finding answers. The group of participants was consistent with high expertise in adult
training and that is why the discussion was so lively and focused.
From participants reactions, collected through the evaluation questionnaire and
through the feedback in discussions, the high interest in the theme of WBBS training
was observed.
The good atmosphere of the seminar was supported also by the fact, that the participants created the contents of presentation of specific modules in advance before the
seminar and that is why they were actively involved. They also appreciated high quality of materials discussed.
There were formulated some minor recommendations for the materials enhancement,
also for the Czech version of them.

3.2 Most important recommendations on the curricula (Trainers’ guide) enhancement
There were not formulated many recommendations for curriculum enhancement. The
structure and the contents of the Guide were found as reasonable and clear. It perfectly fits together with the self-study Manual.
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The recommendations concerned some minor changes in specific modules:
Module 1 – Annex 2 is not completely translated from German language
Module 4 – doesn’t include tips for facilitators
If no Tools and good practices are included, the title has to be removed
Module 5 – No Annexes and Tools and good practices are presented
Module 6 - No Tips for lecturers and Annexes are presented
There is not specified Module 6.1 and 6.2, they are marked as topics
Tool for module (topic) 6.2 is not in appropriate order – the phase 2 is before the phase 1.
There were formulated common recommendations for trainers, which might be included at the end of the Guide:
•

emphasis on employee motivation "to work on their development", supporting
their own initiative

•

Establish the "chemistry" between the trainer and the client/employee

•

investment in employees training - the benefit for the firm must be clear and
visible

•

shorten the courses in effective way, put emphasis on the practical part

•

stress on mutual learning from colleagues

•

respect the history of the company.

3.3 Most important recommendations to the self-study Manual enhancement
The self-study Manual was developed through the long period in close cooperation of
all project partners. The structure, contents and the quality of the product was deeply
discussed at partners meetings and Skypes. Further more the quality of specific chapters was checked by Peer Reviewers. That is why there were no major recommendations for changes discovered through the piloting.
The text of Manual was found rather long, there are some overlaps in modules, e.g.
description of evaluation in module on training implementation.
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The group of seminar participants recommended to include the list of Czech literature
related to the topic into the Czech version. They sent their proposals to projects experts after the seminar.

3.4 Strengths and risks for future successful training implementation
Strength
The piloting the training of trainers showed the great interest of training experts in delivering the WBBS training if there is a market. The theme is more important in times,
where there is a lack of qualified workers and in case of the Czech Republic lack of any
free labour force. The employers are willing to hire people who are “ready” to come to
work five days a week and those who respect the normal working hours without any
qualification. There is also high share of foreign workers in firms with low or inappropriate qualification, very often with language barrier. The employers are investing in
training of their new employees and if employers are well informed about benefits of
WBBS training for the firm, they might be willing to organise and finance the training
on spot.
Risks
On the other hand, there are several risks for future implementation of WBBS training.
•

Some large employers of low qualified people are not interested in investing in
their development. They hire employees for a single operation for which they
are trained by colleagues in several minutes, and the employers control the
quality of their work mainly through the remuneration.

•

If the economic circle slows down, there will be more free labour force on the
labour market and the employers will have more chance to find qualified
workers. Their willingness for the investments into people will generally decrease.

•

If no public financing or co-financing is generated for training or trainers,
there will not be sufficient number of experts who are competent enough in
WBBS training delivery.

Opportunities
•

It seems that there is a necessity to involve Ministry of labour and Labour office to find public financing, co-financing for training of trainers in WBBS and
also co-financing for WBBS training when the willingness of employers slows
down.
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Funded by the European Union

•

The firms have to be informed on advantages and benefits of WBBS training
of their employees.

•

The Trade unions have to be persuaded that the inclusion of WBBS training for
low qualified into collective agreements can secure the co-financing of the
training for the most vulnerable group in firms.
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Report by national expert Slovenian Institute
for Adult Education (SIAE)
Estera Možina, Petra Javrh, Ljubljana 2020
Content
6. Short information
7. Summary of Feedback
2.1 Overall assessment
2.2 Evaluation on specific modules/themes by participants
3. National expert overall assessment and evaluation
Internal documents used for this report:
•
•
•
•
•

Summary evaluation sheet from the last day of the training
Summary evaluation sheet completed 1,5 months after the training
Pilot project diary
Participants presentations of individual programs of work (in Slovene language)
Trainers collection of feedback after the presentation of the individual programs
(excerpts translated from Slovene language)

1.

Short information

Date:
12.-13. November and 13. December 2019.
Venue:
-

2 days in Strunjan, Slovenian coast,

-

1 day at SIAE, Ljubljana.

Participants:
First and second day: 15 participants,
Third day - 12 participants (2 were on sick leave, 1 was on a business trip).
Professional structure of participants:
SIAE plan was to include more heterogeneous group of adult educators in the pilot
seminar (managers of adult education institutions, teachers, organizers, and guidance
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workers), however there were less teachers involved than we expected and no managers. Adult educators who actually participated in the pilot have been already involved in implementation of the national project funded from ESF and Ministry of Education, aiming to raise key and vocational competences of low educated employees in
the period 2018-2022 (short ESF competence project 2018-2022):
-

11 of them have been heads of the project or organizers within the ESF competence project 2018-2022 in their organizations.

-

4 were teachers of basic skills or key competences within ESF competence project 2018-2022 in adult education organizations.

Out of altogether 15 participants of the pilot seminar 13 participants came from 7
Adult educational centres e.g. Folk high schools, 2 participants work for adult education departments in high schools, but within the somewhat similar development of key
competence projects for employees (separate project for AE departments in high
schools also funded from ESF and Ministry of Education but not targeted specifically to
low educated adults).
Most were experienced in different areas of adult education, such as teaching, some
are trained adult literacy teachers, educational guidance workers, quality development
workers etc. Among them 3 have only minor experiences in adult education and working with companies.
They all have academic level of education; this is a formal requirement in Slovenia in
order to work in most adult education programs.

National experts:
Estera Možina, SIAE - Provider of the seminar
Petra Javrh, SIAE – Provider of the seminar
Alja Verdenik, SIAE – Provider of the seminar
Darija Premk, SIAE – Provider of the seminar
External experts for different topics: 2 professional coaches, 1 representative of national trade union organization, 1 representative of national chamber of commerce, 3
heads of HM departments from 3 different companies, 3 managers of adult education
providing institutions, 4 practitioners teachers and organizers of courses in companies
(altogether 14).
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2 Summary of Feedback
2.1

Overall assessment

In this section, we used the summary evaluation sheet that was prepared and administered on the last day of the pilot training. Out of 12 participants, 11 returned the
questionnaire. Participants answered to more general questions about the overall satisfaction with various aspects of the pilot training in Slovenia. The short summary implies that they were in general satisfied or very satisfied with different aspects of the
pilot training.
Figure 1: Summary evaluation sheet from the last day of the training

Overall satisfaction with
the pilot training, 12
respondents

Satisfaction with the
content of the pilot
training, 12 respondents

8,3

8,3
33,3

33,3

58,3

Safisfied

Very satisfied

58,3

No answer

Safisfied

Very satisfied

No answer

There were two questions regarding the overall satisfaction with the training (Likert
scale), participants answered that they were either very satisfied of satisfied with the
pilot training (figure 1).
-

satisfaction in general with the training: 7 participants (85,3%) were very
satisfied and 4 were satisfied (33,3%).

-

satisfaction with the content of the training: similarly, 7 participants
(85,3%) were very satisfied and 4 were satisfied (33,3%).

On open question which contents they missed and need for their work participants
gave individual answers, such as: evaluation of benefits for the company, sharing
practical examples from participants, summaries at the end of the day or section,
more practical examples from concrete employers, motivation of employees for participation in the training (1 participant gave no answer).
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Two following open questions were dealing with their new visions of adult educators in
the company and changes in their professional development:
-

Have you developed new visions as adult educators working in the companies
(individual answers): yes more focused on marketing; yes more elaborated vision and more motivation to take part in other activities in implementing training in the companies; taking into account the language of the company; renewed motivation to approach and work with companies; the essence is to start
from the needs of the company which need to be presented in the language of
the company taking into account the benefits for the company; new motivation
to work as organizer of the training for companies but more from marketing
perspective; marketing role that need to be mastered (4 participants did not
answer).

-

Have you noticed any changes in your professional development (individual answers): I realized why I was not successful in approaching the companies before the training; I realized that I missed to be adult teacher and work with
adults I already made arrangements to start teaching again; new knowledge
how to develop new programs for employees; I adapt my language and approaches to companies after the training (8 participants did not answer).

There were two questions regarding the overall satisfaction with the working methods
and with materials (Likert scale): 7 participants answered that they were either very
satisfied (58,3%) and 4 were satisfied (33,3%) with the methods used during the pilot
training (see figure 2). As regards materials received during the training participants
opinion shifted to more neutral position, 3 participants were neither satisfied nor dissatisfied (25%), 2 were satisfied, and 6 were very satisfied (50%).
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Figure 2: Summary evaluation sheet from the last day of the training

Satisfaction with the
working methods

Satisfaction with with materials
8,3
25,0

8,3
33,3

16,7

50,0
58,3

Safisfied

Very satisfied

No answer

Not dissatisfied/ nor satisfied

Safisfied

Very satisfied

No answer

One open question followed the question with satisfaction with working methods, asking for explanations. Individual answers were:
-

Explain your answer regarding the satisfaction with working methods (open
question): very flexible training with different presenters and practical cases;
many practical real life cases of good practices; a little more interactivity with
the participants; more interactivity and sharing participant own experiences;
many new methods presented as examples to be used in practice; active methods enabled participant to be active and alert and evaluate own practices; variety of different methods (4 participants did not answer open question).

The last question was about the organizational aspects of the training (1 = very bad
and 5 = very good), 11 participant responded to the question. The categories were:
-

information before the training: 11 votes for 5 (very good).

-

duration: 5 votes for 5, and 6 for 4.

-

terms of the training: 5 votes for 5, 6 votes for 4.

-

timetable of contents: 8 votes for 5, 1 vote for 4, and 2 votes for 3.

-

premises: 9 votes for 5, 2 votes for 4.

-

taking into account wishes of participants: 8 votes for 5, 1 vote for 4, and 2
votes for 3.
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2.2 Evaluation on specific modules/themes by participants
In this longer section we included the responses and short interpretation of the responses to the Summary evaluation sheet completed approximately 1,5 months after
the training, that is in the end of January 2020. Out of 12 participants, 11 answered
the questionnaire in time, 1 participant responded only partly due to lack of time and
was not included in the summary.
The structure of the training was clear to all 11 participants of the pilot training in
Slovenia. The content of the training was balanced answered 10 participants, and
to 1 it was only partly balanced. The duration of the training was fair to all 11 participants.
The WBBS approach is a new approach and according to 10 participants has a potential to work in practice, 1 participant think it might only partly. The WBBS approach
is suitable to employers according to 8 participants, 3 think that is only partly suitable for employers. As regards suitability for low educated employees, there are
some reservations, 5 participants think as suitable for employees and 6 think only
partly.

Specific modules and themes
Module 1:
As regards basic knowledge about WBBS (modul 1) basic information about the
approach were clear to all 11 respondents. For 10 of them the implementation of WBB
in companies is demanding, for 1 participant is not demanding. What was the most
appealing for participants during the training (open question) as regard the basics of
WBBS training, all 11 participants responded (answers summarized):
-

almost all participants pointed out cases of good practices from other adult
education centers and practical experiences from other practitioners
with long term experiences working with companies; companies are different so different approaches need to be used and tailor made if we want to be
successful.

-

several emphasized contact with colleagues that are faced with similar
work problems; during the training participants were actively exchanging
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views and own experiences in dialog, exchanging experiences among participants and presenters gave many new ideas about how to work in companies;
methods of work, good energies between all involved, participants, presenters
and organizers, new network of professionals.
-

many pointed out the methodologies of work, detailed explanations of steps
and methodologies of work with companies using concrete examples;
good topics and guidelines how to prepare for a meeting with employers; concrete information about how to approach the company and convince it to include employees in the training.

Module 2:
The question that followed was whether participants are now more prepared to
approach the companies. 6 of them confirm that statement, but 5 of them answered that they are prepared partly. Concrete question was also whether participants
now after the training arrange cooperation with companies more successfully.
2 of them responded yes, 7 responded that they are only partly successful, and 2 of
the are not successful at all. Those answered with no, explained that (1) does not
work in that area, and (1) is not yet at that level. What was the most appealing for
participants during the training (open question) as regard approaching the companies, all 11 participants responded as follows (answers summarized):
-

most participants mentioned the importance of personal contact and quick
reply, the skills of door-opening and first contact with the employer, communication skills.

-

several participants pointed out the language and terminology from the
world of work, it is important to use the language that company understands, the benefits for the company need to be explained in the language of
the company.

-

most also pointed out the practice is needed for this kind of work and
also that you have to be well prepared in advance before you come to
the company. In this respect some pointed out that the values that prevail in
the company are important to know, that way the training can address points
that are important for the company (upgrading the knowledge of employees,
new technologies, quality standards etc.).

There are areas that are still demanding for participants as regards approaching the companies, and those are:
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-

how to find responsible person in the company, with influence but also the
one who has logistics.

-

first step opening the door for first meeting and presentation of the project,
convincing the employer that employees need training, and raising the interest
for training in companies that do not have interest.

-

taking a new more firm stand as professionals in order to be convincing to
break the stereotypes employers have that low educated employees do not
need training, because high skill means high wages and risk of losing employees for better jobs. How to explain the employer that investment in the employees is investment in the company despite the fact that attending the training during working time is a cost at first.

Module 3:
Appeal to employees is still demanding job for most of Slovenian participants and
they do not feel confident in approaching the employees. Only 1 participant feels more
successful as a consequence of training, 9 think they are partly successful, an 1 is not
successful at all. What was the most important aspect of this part of the training
(open question) as regard appeal to employees (11 responses given, answers summarized):
-

participants especially emphasized as important to offer the training program of high quality and relevance as well as of appropriate length, also to
offer relevant competences for the company, the content of the program
adapted to the needs of the company.

-

some pointed out the importance to know the training needs of employees
but also the final outcome as a result of training.

-

skills how to introduce the raining program to individual employees,
also how to explain personal benefits for the employee, the benefits and advantages of the training should be presented in a concrete way. With new skills
employee will not be only better as employee but new knowledge is important
for him as individual.

-

some pointed out also time of the training during working hours.

There are areas that are still demanding for participants as regards appeal to
employees, such as (answers summarized):
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-

a challenge for Slovenian participants is how to find a balance between
working time and free time for employees, during working hours employees are difficult to replace, after work employees are not interested.

-

second challenge is creating the space of trust between employees and
trainers, and motivating candidates for training.

-

major challenge is also the marketing and selling strategy, how to apply it
that company allow adult educator in the company. The company alone has to
have a need for training of their employees, this way the company can motivate employees (using strategies such as training during working hours, efficiency at workplace etc.). In this respect it was mentioned also the importance
to do the necessary adaptations and evaluation of benefits.

Module 4:
Developing the operational training offer - 6 out of 11 participants are better prepared for this task and 5 out of 11 are partly prepared. The most important aspects of this part of the training (open question) as regard the development of the
operational training offer (11 responses given, answers sumarized) are:
-

most of the participants think that the most important aspect is selection of
topics important for the company and flexibility of training institution
to adapt them to the operational tasks and also contexts that employees are
dealing with as a part of their jobs. In order to do that, you have to know he
company, especially the company needs and vision. When you adapt the content of the training, you can also optimize the duration of the training.

-

participants think that it is important to take into account the demands of
the company and that the training offer are prepared individually separately
for each company.

-

most of them think also that crucial aspects are also maximal flexibility as
regards the contents, goals, time, duration of the training.

-

it is also important that all involved are informed, however the employer
need to be involved in the planning of the training from the very beginning and
they need to consider training as their interest.

The aspects that are still demanding for participants as regards the development
of the operational training offer are (answers summarized):
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-

how to find out the real needs of the company, because with the contents
we need to address the actual needs of the company and also a balance between wishes and possibilities.

-

how to get a trainer that will suit the company.

-

how to approach the company that has no HRM department.

-

to find a right person in the company with whom the right contents and time of
the training are agreed.

-

to be very careful about the trends and changes in the economy, especially inside local and also international markets.

Module 5:
On the question whether they are now better prepared for the realization of
WBBS, 6 participants answered yes, and 5 answered partly. The most important
aspects pointed out on the training were (answers summarized):
-

you have to be well self-organized and maintain communication with all involved participants, management and educators.

-

monitoring of the training and feedback to the management of the company adaptation to the company needs also during the training, all this contribute to the quality of the training.

-

training during working hours since employees are more motivated to participate.

The aspects that are still demanding for participants as regards the realization
of WBBS are (answers summarized):
-

first impression when educator enter the company.

-

the needs analysis and the assessment of the outcomes of the training
since the working tasks of employees are so diverse.

-

to react in time in order to solve problems.

-

to work as a trainer in the company, that has to understand fully the needs
of employees and knows how to motivated them, and at the same time knows
how to present the benefits training to the company.

Module 6:
The monitoring and evaluation of the benefits and outcomes of the training is
rather tough work, 8 out of 11 participants said they are partly prepared for this task,
and 3 are prepared (answered yes). Open question about on what is the most important as regards monitoring and evaluation showed the following answers (answers
summarized):

54

-

satisfaction with the training and use of new knowledge and skill in practice, also new motivation and the fact that you are satisfied with work you do.

-

the information we have got can be used, such as using the information to
show the value of our trainings (for further marketing) and for further development of the training programs.

-

many participants answered that it is important to set up goals and objectives that are measurable, to get realistic results about the training that was
implemented, not only about the progress achieved but also about the results.

-

monitoring and evaluation of outcomes from employer perspective, to
establish whether the expectations of the company were accomplished.

-

they considered as important also to maintain contacts with the employees
that participated in the training after the training.

The aspects that are still demanding for participants as regards monitoring and
evaluation of the benefits and outcomes of WBBS are (answers summarized):
-

for most our participants the monitoring of the program and assessment
of result and long term outcomes still represent a major challenge. Most of
participants reported that they would need more knowledge and skills in order
to perform those tasks successfully.

-

the challenge is also to sell something in which they do not trust entirely
trust (certain program), convincing the employer to give opportunity to implement training within working hours even if this represent a cost, to step out
from the roles of adult educator and become salesman and do marketing job.

About the self-study manual
The question about the self-study manual was asking about three aspects (assessed
with 1– least appropriate, 5– most appropriate). The appropriateness of the topics, the usefulness of the readymade instruments, and usefulness of concrete
guidelines for their practical use, all aspects were assessed with the highest
marks either 4 or 5.

About their professional role and personal program of work
Out of 11 participants in the pilot training 6 participants answered that they prepared
their program of work and 5 they accomplished this only partly. They reported that
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the following aspect from the point of view of their professional role in the
companies are important (answers summarized):
-

to offer well prepared training program for the company and also to implement it well.

-

alongside the needs of their employer also to take into account their own
vision, as well as to work in accordance with their values, to stay focused, to
be aware why they are here.

-

an opportunity to research different roles and to gain new knowledge.

-

assessment of the needs of the company.

The aspects that are still demanding for participants from the point of view of
their professional role and personal program of work in WBBS are (answers
summarized):
-

overloaded at work, to balance all different tasks that work demands.

-

to be motivated and positive each single day, so that employees and companies feel that we do this sincerely because we believe in what we do.

-

to be sales manager of training programs, to find a right person to speak
to in the company, to open the doors in the companies, to present them the
training offer and motivate them to participate.

-

to listen to others and see that they are not alone doing this kind of work,
and facing this kind of challenges.

3. National expert overall assessment and evaluation
3.1 Overall impression on pilot seminar implementation
For a start some contextual information for the pilot training. The pilot training in Slovenia has been implemented as a part of professional development training for adult
educators already involved as providers within two national projects ESF competence
project 2018-2022 and/or ESF guidance project 2016-2022. Both projects have been
targeted to low educated employees over 45 years old. This is a group of adults that
showed lower levels of literacy and numeracy that international average in the PIAAC
research and are considered to have problems in meeting the challenges in the near
future on the labor market. The two projects have been funded by Ministry of education and ESF. SIAE as national development institution for AE has been also working in
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those two respective areas, within two developmental project. SIAE has been responsible to provide professional support in the area of educational guidance and validation
as well as for development of new models, instruments and approaches in the area of
basic and key competences. The basis for public funding lays in the Adult Education
Law from 2018 and Adult Education Master Plan for the period 2013-2020.
It is important to point out that in Slovenia different programs for low educated employees have been already funded and implemented from public sources. However,
development and implementation of the AE training programs within companies is relatively new area of work for traditional adult education institutions in Slovenia (adult
education centers or folk high schools). There are already some experiences since the
project funding started in 2016. However, there is lack of systematic professional
knowledge and expertise in this specific area of adult education. For example, there is
not enough awareness about the importance of the development of basic skills, about
effective approaches to different companies, about reaching and motivating different
low educated employees to take part in the training offer, and consequently lack of
professional identity as adult educators performing different roles in implementation of
the training within the companies. All this was actually confirmed in the questionnaire
submitted to participants of the pilot training in Slovenia, see section 2.2.
The purpose of the pilot seminar in Slovenia was to target the perceived need of adult
educators in this respective areas for example:
-

raising the profile of adult educators working with companies in order to
achieve better quality of educational offer,

-

inclusion of basic skills in the educational offers,

-

better targeting of the needs of companies,

-

more effective reaching out groups of low educated and skilled employees most
in need.

3.2 Most important recommendations on the curricula (modules) enhancement
Taking into account all different sources participants of the pilot seminar in Slovenia
gave positive feedback. Confirming that the Profi Train curriculum can be adapted to
the very specific needs of the adult educators in different countries.
The flexibility of the matrix of the pilot program curriculum, program functioned very
well in Slovenia despite the fact that teachers did not prevail in the pilot.
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Accessibility, on one side there was a space for professional development and on the
other wide enough selection of different content and topics related to WBBS, from
ideas and planning to practical application and evaluation. That is why it is possible
that various adult educators performing different roles can take part.
Modular base of the curriculum worked well. Modules are well structured.
In Slovenia it worked very well that practitioners from various adult education organizations presenting selected aspects of good practices were involved. This way we gave
space for questions and discussions of very context specific issues (3 managers of
adult education institutions, several heads of the development of key competences for
employee’s project in AE institutions, several teachers in companies of various fields).
Furthermore, it was also very efficient that representatives of companies presented
the experiences and views from the world of work (3 HRM workers, ICT technician
that was involved in the preparation of the training offer for his company).
Specific aspects of professional development were raised in relation to work, responsibilities, and roles of participants within AE providing organizations.
The contents of the training were very connected and related to the present problems
and experiences of adult educators in implementing the national development of key
competences project.
Due to the roles and experiences of the participants less emphasis was given to concrete implementation of the training program in working environment. This confirmed
that the training curriculum is flexible enough and can be adapted to the needs of the
target group and different contexts.
Introduction to educational guidance project and possibilities to work together in approaching companies, assessing the needs of employees, validating knowledge and
skills.

3.3 Most important recommendations to the self-study manual enhancement
The self-study manual has been translated in Slovenian language before the pilot
training, and it was also extensively adapted to Slovenian context.
The self-study manual was not distributed to participants before the pilot training. Our
experiences showed that sending (lengthy) materials before the training is not very
efficient. For that reason, the self-study manual was presented in a 30 minutes time
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slot on the second day of the training. The participants of the pilot training were encouraged to use the manual during the one-month break within the training and afterwards. Or to study the manual selectively according to their needs, experiences and
nature of challenges they deal with.
The overall assessment of self-study manual from Slovenian participants was very
positive, they consider the topics, the readymade instruments, and concrete guidelines for their practical use useful, all aspects were assessed with the highest marks
either 4 or 5. The aspects that participants from Slovenia pointed out as especially important and difficult (see section 2.2.) are extensively covered in the self-study manual. We believe that all aspects of self-study manual have not been exploited yet in
Slovenia and that manual when finalized will be a useful source for adult education
providers. Our experiences are that in general adult educators prefer materials that
are both ready-made to be easily adapted for practical use and materials that can be
used as a source of ideas that stimulate them to develop their own materials.
We do not have very concrete proposals for any changes in the English version of selfstudy manual on the basis of pilot training. But we plan to add Slovenian cases of
good practices. Furthermore, in Slovenia training programs for adult that are funded
from public sources have to follow s curriculum structure that is regulated by Adult
Education Law (2018) and Guidelines for preparation of adult education programs
(2019). So some country specific aspects will be added to the module 4.
We will not make a shorter version of the manual, there is no need for that.

3.4 Strengths and risks for future successful training implementation
Strength
For Slovenian circumstances, it was also unusual that the training was implemented
partly as residential training; this is rarely the case in Slovenia. This aspect was evaluated as positive as well, because the participants were given space to connect and to
start to feel as a part of professional community.
On the last day of the training participants presented their individual program of work
according to the guidelines given by SIAE1. The main research question was Which

1

Trainers’ collection of feedback after the presentation of the individual programs (excerpts translated from Slovene language).
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aspects of your work in practice were the most exposed in relation to the
training program? SIAE trainers mentioned the following areas as feedback after
presentations (answers summarised):
-

all participants reported that they did systematically rethink their work
and practices, they are aware that they need courage to do the necessary
steps into unknown.

-

most of them accepted new rules and introduced new algorithms of their
work new roles of marketing of the training programs.

-

most of them realised that it is crucial that adult educators working with companies feel that they belong to a community of professional educators,
where they can share experiences and boost their self-esteem as educators.

-

the hidden curriculum has been in that participants consciously accept the
decision to reflect their professional stand, of their own practices and
learn from their own experiences; if adult educators do not confirm their professional identity within educational institutions there is a danger that they become exploited, dissatisfied and burned out.

Risks
The Profi Train project and pilot training revealed that there is a great need in Slovenia but also in other countries for training and upgrading the professional knowledge
of adult educators working in companies especially of those in the area of basic skills
and key competences.
In countries such as Slovenia where professional community of adult educators working with companies is relatively new there is a danger that 2- or 3days training will not have long term benefits and outcomes. The Profi Train
training model could be a solid basis for establishing a platform for national or EU professional community of adult educators working in the area of basis skill of employees.
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