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WORK-BASED LEARNING IN THE WBL ACCELERATOR PROJECT

The WBL Accelerator project offers a variety of resources and opportunities to
enhance your mentoring competences and daily routines.

INTRODUCTION OF AUTHORS AND PARTNERSHIP

Find out who is involved in the WBL Accelerator project and in the production
of this magazine. Learn about our competences and partner organisations.

Let's explore what exactly we mean by work-based learning and how it
needs to evolve to shape the labour force of the future.

WHY ARE COMPANIES A KEY PARTNER IN WBL?

In this article, we explore the important role of companies in work-based
learning and the reciprocal benefits that accrue.

COMPARING APPLES TO ORANGES - A DILEMMA?

I Understanding competences of applicants can be a challenge as you can
hardly compare their certificates and diplomas. Find out how to access the
information you need!

IMPRESS WITH YOUR PROFESSIONAL JARGON

Show-off your expertise with professional language and impress co-workers
and superiors with state-of-the-art vocabulary used across Europe and
beyond.

IS WBL THE RECIPE FOR BEST VET PRACTICE?

Hands-on practice shows promise that it can help increase students' work-
place competencies and benefit employers, who gain more qualified
employees.
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PLANNING, MONITORING, AND RECOGNISING WBL

PLANNING & STRUCTURING IN-COMPANY TRAINING E 3

Apprenticeship programmes are an instrument for successful employee
recruitment, career planning and personnel development in the company.

ROCKET MAN: THE MODERN WBL MENTOR

How can mentors ensure that their trainees will be successful in the structure
of their apprenticeship program and that they will reach their target?
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SECURING EMPLOYEES BEYOND THE HORIZON

Securing qualified employees or trainees on local level can be a real challen-
ge. This case study from Germany shows that alternatives may wait beyond
the border.

RECOGNITION ENSURES QUALITY RECRUITMENT

In the modern economy with a diverse mobile workforce, how can employers
ensure they recognise what qualifications are being presented to them by job
applicants?

THE DAILY LIFE OF A WBL MENTOR

The daily life of mentors consists of different activities, interactions and chal-
lenges, that encompass the experience that an apprentice will undertake as
part of an apprenticeship placement.

WHAT DOES IT TAKE TO BE A WBL MENTOR?

Think about your own knowledge, skills and personal qualities.
Do you think you have what it takes to be an
effective apprenticeship mentor?

PEDAGOGICAL OPTIONS FOR WBL IN COMPANIES §

A key challenge for improving the quality of work-based learning is to find
practical methods of translating experience into learning.

COUNSELLING AND MONITORING SESSIONS

Think about your own knowledge, skills and personal qualities. Do you think
you have what it takes to be an effective apprenticeship mentor?

IMPORTANT CORE TASKS OF WBL MENTORS

Good mentors must know the basics of pedagogics and psychology to know
how to communicate with the students either verbally or nonverbally.
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YOUTH CULTURE AND COMMUNIATION

S g 9”4 HUMANIZING COMPANIES THROUGH AGE DIVERSITY

The motivations and professional interests do not depend on the age but of
the profile, lifestyle and professional moment and the competences of each
person.

MOTIVATING THE NEW GENERATION EMPLOYEE

Investing in the employees’ professional development is always worth it.
You will retain engaged and motivated employees who are eager to contribu-
te your organisation’s mission.

BUILDING RELATIONSHIPS IN THE WORKPLACE

Interpersonal communication, often known as social skills or people skills is
an essential soft skill that encompasses how well you communicate with
others.

HAVE YOU GOT THE MESSAGE?

Digital tools are transforming the way we communicate in the workplace. We
explore the pros and cons of this transformation and highlight how best to
use these.

ARE YOU READY FOR GENERATION ALPHA?

A new generation will soon enter our workforce. These children grow up in a
rapidly changing, digitalised world. They are the future, but are we prepared
to identify the future talents?

GAINING INTERNATIONAL EXPERTISE THROUGH WBL

Is it possible to learn how companies of a similar trade are organising their
key processes in other countries without spending to much resources?
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WORK-BASED LEARNING IN
THE WBL ACCELERATOR

PROJECT

The WBL Accelerator project
offers a variety of resources
and opportunities to enhance
your mentoring competences
and daily routines.

his handbook magazine is one of the core

outputs of the EU funded WBL Accelerator
project. During a period of two years, the
transnational partnership of seven professional
partner organisations worked on mainstreaming
work-based learning approaches, methods and
strategies in the partner countries Austria,
Germany, Spain, Ireland, Slovenia and Malta.

The partnership considers work-based Learning
(WBL) as a crucial component of vocational
education and training (VET) in Europe and aims
to foster the cooperation and communication
between education and businesses by enabling
the actors to ,,speak a common language".

The target group of this magazine includes
anyone who is responsible for WBL processes in
companies who is united under the term
+MENTOR" in this project and its outputs.
These persons act as mentors for apprentices
and interns, they are the link between the
company and the learning person and hence
they carry a big responsibility.

In order to support these mentors in their task
of guiding VET trainees, the WBL Accelerator
project offers this magazine, which includes
interesting topics from across Europe.

: =" + @, el -
by E—J > 'lil -
+°

——mllS

Additionally, a Mentor Training Programme that
includes online and classroom training
opportunities is available free of charge on the
project website and in the partner countries.

Take a look and find news ways to make your
professional life easier!

VEREIN AUXILIUM,
PROJECT COORDINATOR

WBL Accelerator Magazine | www.wblaccelerator.eu 1



"FOR

THE THINGS
WE HAVE

TO LEARN
BEFORE WE
CAN DO THEM,
WE LEARN

BY DOING THEM."

Aristotle,
The Nicomachean Ethics
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WORK-BASED LEARNING...
WHAT DOES IT MEANP”P

Let's explore what exactly we
mean by work-based learning
and how it needs to evolve to
shape the labour force of

the future.

Many of us have heard of apprenticeships
and might even know someone who has

completed one. Introduced in the 1960s as an
innovation in vocational education, this type of
work-based learning (WBL) has been considered
an effective model for young people to combine
both academic learning with practical skills
development required by companies.

But why now in 2020, is WBL experiencing a
revival and is it still delivering for both students
and companies?

The New skills agenda for Europe (2016)
emphasised the value of apprenticeships and
work based learning more generally as a proven
springboard to good jobs and to developing
labour  market-relevant  skills,  including
transversal and soft skills; this is also
reconfirmed in the European Commission’s 2015
joint report. Against this policy background,
there has been a boom in recent years in
national initiatives aimed at reforming existing
apprenticeships and introducing new ones.

Let's be clear, when we talk about WBL we
mean “learning that occurs when people do real
work. This work can be paid or unpaid, but it
must be real work that leads to the production
of real goods and services”. It can take on many

forms such as apprenticeships, traineeships,
on-the-job training, job-shadowing and work
placements.

It is true to say that most people when thinking
about  Work-based learning  think  of
apprenticeships. Within the family of work-based
learning models, apprenticeships are the most
formalised characterised by a high intensity or
frequency of work integration or real-life work
situations. It often combines periods of learning
in an educational institution and in the
workplace and it can take place on a weekly,
monthly or yearly basis. Apprenticeships differ in
several key aspects from other WBL models. For
example, they typically include a long-term
training period and higher amount of training in
the workplace in comparison to other forms of
WBL.

WBL Accelerator Magazine | www.wblaccelerator.eu 3
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WBL IS RELEVANT FOR
ALL LEVELS OF VOCATI-
ONAL EDUCATION AND
TRAINING AND CAN BE
IMPLEMENTED IN ANY
SECTOR.

A contract links the apprentice to the employer;
the apprentice receives a wage or allowance. In
addition, the employer must offer apprentice
training leading to a specific occupation; with
social partners often taking on the responsibility
for the quality of the company-based training of
the apprentice.  Countries with  strong
apprenticeship systems report very good results
in terms of young people's transition to
employment.

Learners acquire the skills they need for a first
step into the labour market, while employers

LEARNERS ACQUIRE THE SKILLS
THEY NEED FOR A FIRST STEP
INTO THE LABOUR MARKET

train their workforce with a view to supplying
the knowledge, skills and competences which
they need to stay competitive. Work-based
learning is often described as a win-win-win
situation as it provides benefits for all major
stakeholders involved — for the learner, for the
employer and for society. Employers, social
partners, and other relevant stakeholders are
therefore looking to increase their participation
in vocational education and training system
governance, as they seek to adjust training
programmes to meet the requirements of
twenty-first century labour markets.

What makes WBL attractive to these
stakeholders is that it has relevance for all levels
of vocational education and training and can be
implemented in any sector, from industry to
services and agriculture. Work-based learning is
particularly relevant in sectors experiencing the
most rapid structural and technological changes
as it allows companies to input and shape
vocational training to meet the needs of their
industries. Efforts to strengthen work-based
learning in vocational education are increasingly
common among the countries of Europe, as they
seek to improve the skills and employability of
young people, and ultimately the economic
competitiveness and social inclusion in the
aftermath of a global pandemic.

AUTHOR:
JENNIFER NOLAN,
MEATH PARTNERSHIP, IE

OO0 MORE INFORMATION

AND AT
WBLACCELERATOR.EU/
MENTOR-TRAINING
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VARIOUS FORMS OF
WORK-BASED LEARNING

WBL IN IVET

During the initial vocational education and training (IVET), the setting and
scope of work-based learning varies depending on the form of VET underta-
ken and often also on the country of training.

WBL IN CVET

In the continuing vocational education and training (CVET), work-based
learning is a concept that can be implemented repetitively and in various
forms, however, the duration is mostly limited and a focus on certain topics
and skills to improve is often set.

JOB SHADOWING

Job shadowing is a specific setting of WBL that can be implemented in IVET
and CVET. The learner follows an experienced employee and learns new and
advanced aspects related to the field of work and necessary competences.

JOB PLACEMENT

Job or work placements are usually short-termed and often mandatory
during IVET as the learners gets the chance to demonstrate learned skills in
a real life context.

INTERNSHIP

Learners get the chance to enhance their work experience in a new organi-
sation or company for a limited period of time. During an internship, the
intern has the chance to show their competences and learn from experi-
enced staff. Internships can be paid or unpaid, and are often untertaken by
VET learners towards the end of their initial training.

APPRENTICESHIP

Apprenticeships are long-term WBL arrangements between a VET learner
and a company. In a dual VET system, apprentices alternate between VET
school periods and working periods in one specific company where they are
included in the professional staff.

WBL Accelerator Magazine | www.wblaccelerator.eu 5 ))



"WE MUST NOT
FORGET THAT
APPRENTICES
WILL BE THE
FUTURE BACKBONE
OF OUR PRODUCTION. "

Roland Kaiser,
Siemens Germany,
European Alliance of Apprenticeships
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WHSYS ARE COMPANIES A
KEY PARTNER IN WBL?™

Find out why companies play
an important role in work-
based learning and which the
reciprocal benefits accrue.

Across Europe, it is not surprising that WBL
policies are highly diverse and encompass a
broad variety of work-based learning practices
across different work and learning
environments. Whilst in some countries WBL has
a long tradition in Austria, Germany, Switzerland
for example; it is more of a growing trend in a
number of other Member States such as Ireland,
Finland, and the Netherlands.

Regardless of the state of development in your
country, it is worth noting that there are
significant benefits for employers to develop and
implement WBL programmes within their
company; remembering that companies are an
essential partner in any WBL programme -
without employer engagement they would
simply not be possible. So why should
companies get involved?

Work-based learning plays an important role in
helping to meet your companies’ skills needs,
while helping people transition into, and
progress within, the labour market. In particular,
WBL can bring a number of advantages for you
as an employer including: the possibility to
attract young talent and to ensure a better skills
matching as a result of in-house training,
increased production, new knowledge and
perspectives, a wider and more diverse talent

pool and recognition of your company as a good
employer.

Now more than ever, there are a series of policy
measures, funding instruments and special
initatives available to increase the supply and
diversity of work-based learning opportunities
including apprenticeships whilst ensuring that
companies and employers’ organisation have
better access to education systems so that they
can influence the content of curricula to ensure
their labour market relevance.

Over the medium term, this will benefit
companies in terms of meeting their skills needs
and enhance  apprentices’” skills and
competences and, therefore, their employability.
Having employers in the driver’s seat when it
comes to the design and delivery of WBL
schemes will also help to ensure more place-
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IN MANY CASES THE
FINANCIAL BENEFITS OF
WBL OUTWEIGH THE
TRAINING COST AND
DELIVERS REAL BENEFITS
TO COMPANIES.

ments and offer opportunities to explore the role
of work-based learning in emerging and growth
sectors, such as digital and ICT occupations.

But can the benefits of WBL can outweigh
the costs?

While empirical studies on the cost-effectiveness
of WBL are scarce, studies carried out in recent
decades in countries with well-established WBL
systems have shown that the financial benefits
of apprenticeships (the apprentice’s productive
contribution) often at least equal the financial
of training

costs (lost output plus the

OFFERING WORK-BASED LEARNING
HOLDS POTENTIAL BENEFITS FOR
COMPANIES IN ALL SECTORS

management and administration of training),
and that in many cases the financial benefits of
WBL outweigh the training cost, even during the
training programme. The reasons include

» the higher productivity of fully experienced
workers trained within the organisation
compared to those recruited externally;

P the Dbetter organisational fit between
employees trained in-house and the
organisation’s working practices;

P improved staff retention of apprentices
trained within the organisation;

costs of
(e.g.

P external funding of
apprenticeships in
diverse financial incentives);

up-front
some countries

P avoidance of the difficulties associated with
recruiting suitable fully experienced workers in
the labour market.

If your company is not currently involved in
work-based learning, we hope this article has
presented some compelling arguements as to
why you should at least consider it.

AUTHOR:
JENNIFER NOLAN,
MEATH PARTNERSHIP, IE

MORE INFORMATION
AND AT

WBLACCELERATOR.EU/
MENTOR-TRAINING
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WBL ACTORS
AND THEIR BENEFITS
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FOR COMPARING
CERTIFICATES FROM
APPLICANTS IN A
COMPANY IS LIKE
COMPARING
APPLES TO ORANGES.

WITHOUT ANY

EXTERNAL COMMON
REFERENCE THIS
WILL BE LIKE
THROWING DICE.

Georg Miillner,
ECVET Expert &
Senior Lecturer at University of Graz
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COMPARING APPLES TO
ORANGES — A DILEMMA~

Understanding competences of
applicants can be a challenge as
you can hardly compare their
certificates and diplomas. Find
out how to access the
information you need!

magine you are trying to cover a job vacancy

for an administrative staff in your company.
From the job description you probably have, you
have defined key qualifications or competences
needed which are crucial to fulfil this job. At the
same time you are defining a certain degree of
independent work ability with more or less
supervision required from colleagues or direct
line managers.

The same challenge approaches when your task
is to provide internships or any other kind of
work based learning for e.g. apprentices, VET
students and you should try to estimate the
competences and degree of independent work
ability they are bringing with them.

All this is, however, still fairly easy if the job
applicants or potential VET students with need
of practical training are coming from your
country since they are trained and equipped
with competences from your education and
training system. It will be quite difficult if you
are requiring e.g. excellent knowledge in
bookkeeping and your applicant approaches
with a certificate with a mark 6 in the field of
administration and bookkeeping from a different
country.

What can you expect from a person with a mark

6 in bookkeeping and administration? How much
supervision would he/she need? Is a bookkeeper
with a mark 6 from e.g. the UK a better
bookkeeper than a person with a mark 2 from
Germany? Both are trained in different
education systems, have had different priorities
and are tested and certified upon different rules
and approaches. This is the challenge of
comparing apples with oranges.

Of course to solve this problem mostly larger
companies are applying the tool of an
assessment centre where they are simply testing
the potential applicants and their competences
against the challenges of their company and the
future work tasks in the job. However, especially
for smaller companies (SMEs) it is nearly
impossible to plan and organise such
assessment centres out of time and cost
reasons.

WBL Accelerator Magazine | www.wblaccelerator.eu 11
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THE ONLY SOLUTION
TO COMPARE THE
INCOMPARABLE IS TO
DEFINE A MUTUALLY
AGREED EXTERNAL
REFERENCE POINT.

You would probably need different and easy
instruments to allow the comparison
between apples and oranges.

The only solution to compare the incomparable
is to define a mutually agreed external reference
point. If we know what a mark 6 in one country
says in a scale of e.g. 1-10 (1 being bad and 10
being good) and what a mark 2 in another
country says on the same external reference
scale — voila, here we are with the comparison.

For the past 15 years, the European Union and
its member states have been working on the

e |

AN

SUCCESSFUL AND TRANSPARENT
VALIDATION OF QUALIFICATIONS
IS KEY TO MANAGING EMPLOYEES

development of such mutually agreed reference
scales for competences, qualifications and also
the estimation of degree of independent work
ability.

You are now in the lucky position to freely use
and benefit from these 4 European transparency
instruments to solve your challenges of finding
the best applicant for what job, placement,
apprenticeship, internship etc. you are offering.
For your daily work as WBL responsible person
or HR staff in your company we have defined
four crucial questions / challenges where
transparency tools are ready to use and help
(see on the next page).

By applying these instruments (EQF, ECVET,
CEFR and Europass) you have four powerful
instruments that allow you to compare “apples
to oranges”. There are many advantages
connected to these tools e.g. they are free to
use, they are well tested and. developed
including all materials needed and they are the
same in all European countries.

AUTHOR:
GEORG MULLNER,
VEREIN AUXILIUM, AT

OO0 MORE INFORMATION

AND AT
WBLACCELERATOR.EU/
MENTOR-TRAINING
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EQF LEVELS & INDICATORS

Authority

Solving critical problems i
Innovation

Most advanced and

specialised skills Professional integrity

Manage and transform
complex, unpredictable
work

Specialised problem-
solving skills

Develop and integrate
knowledge from
different fields

Reviewing the strategic
performance

Develop creative Decision-makingin
solutions to abstract unpredictable,

problems complex work

Comprehensive range of

o ! Exercise management
cognitive and practical o
skills and supervision

Exercise self-
management Supervise
routine work

Generate solutions to
specific problems

Applying basic methods, Take responsibiliy
tools, materials and Adapt own behaviour to
information solve problems

Solve routine problems Supervision
using simple tools some autonomy

Basic skills Direct supervision
Simple tasks Structured context

N\
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TALWAYS STAY
UP-TO-DATE

WITH BUSINESS
JARGON,

BECAUSE IF

YOU SPEAK
PROFESSIONALLY,

YOU RADIATE
COMPETENCE. "

Carina Posch,
EU Project Manager
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IMPRESS WITH Y0OUR
PROFESSIONAL JARGON

Show-off your expertise with
professional language and
impress co-workers and
superiors with state-of-the-art
vocabulary used across Europe
and beyond.

QF, CEFR, ECVET and Learning

Outcomes...? Talent Management,
Knowmads and FOBO? What does that mean? It
is almost like learning another language! Is it
really worth it? Why should anyone remember
these acronyms and terms? And does anybody
use them, really?

The answer: Yes, it is worth it and yes,
professionals really use these phrases. And they
have many reasons to do so!

While at first encounter, some of the terms may
seem new and complicated, they contribute to a
clear communication among various parties that
probably do not share the same language in
other areas. This applies to educational bodies
such as vocational education and training
centres as well as international business
partners.

For example, if your company is offering work-
based learning, your trainees probably arrive in
your company with a certificate of their
vocational centre that states a certain amount of
ECVET credit points, an EQF level and verbal
learning outcomes. Since this is mandatory
procedure of VET centres all across the
European Union, you can expect this to be valid
in all member states.

As the person responsible for the work-based
learning processes in your company it is up to
you to put these terms into context. But what do
they mean to you and your work?

In a nutshell, the ECVET credits provide you
with information on how much time your trainee
invested in learning their craft and the learning
outcomes summarise what kind of knowledge
and skills your trainee is able to do after
finishing their training. The EQF level indicates
how much autonomy and responsibility you can
expect from vyour trainee based on their
competences.

The handy benefit is that these terms stay
constant in their meaning across Europe. So
even if the scope and quality of vocational
trainings may differ, you have these

WBL Accelerator Magazine | www.wblaccelerator.eu 15
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BE AWARE OF

THE MEANING OF
MODERN BUZZWORDS!
SUPERFICIAL
SEMI-KNOWLEDGE
CAN BE DANGEROUS.

transparency terms that help you encode the
educational jargon. It may take some effort to
memorise these buzzwords and their meaning,
but in the long run you can save hours using
these transparency terms. No more long and
complicated explanations, because these
transparency terms could be the shortcuts you
need in your everyday routines. If you know the
meaning, you can immediately put actions in
motion that are on point and efficient.

Apart from these EU relevant terms, there are a
myriad of other modern buzzwords, which are

FaeGiifhinperson

<isqnvolvedtwol

WORDCLOUD OF MOST USED
TERMS IN THE WBL ACCELERATOR
RESEARCH STUDY (2019)

used all the time, but not always understood in
the same way. For example: What is the
difference between Millennials and Generation
Z? How would you describe talent and how
would you implement talent management in
your company? What is knowledge management
and is it related to Knowmads?

If you are already up-to-date: Congratulations!
But be aware of the true meaning of these
buzzwords — superficial semi-knowledge may be
dangerous. Be sure you understand what you
are talking about and what others want to say
or you might create more misunderstandings
than before. Realistically, you will come across
these terms sooner or later and their use will
probably increase in the future. So, now is your
time: get a head start and inform yourself!

It pays off to be confident using these terms
and putting them into practice. Use them with
co-workers and superiors — or _with your
trainees! It is not only about sounding smart,
but also about understanding those around you.
From professional jargon to the simplified and
yet complex languages of millennials — know
your buzzwords and be on top of everything.

Find alll EU relevant terms, phrases and
acronyms collected in the WBL Accelerator
Glossary and benefit from the additional
information provided.

AUTHOR:
CARINA POSCH,
VEREIN AUXILIUM, AT

MORE INFORMATION
E F??E AND AT

WBLACCELERATOR.EU/
MENTOR-TRAINING
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FREQUENTLY USED JARGON

VET is a mostly Eurpean term and means
»Vocational Education and Training". It
describes various VET forms in the EU
member states. Not to confuse with the
American term Vet, who is a veterinarian.

LInitial Vocational Education and Training"
describes the training period of learners at
the start of their VET. This is usually post-
secondary level, meaning it is implemen-
ted after the manatory school education.

The European Qualification Framework is a
translation tool of competences across
Europe. It guarantees the mutual under-
standing beyond borders and enables the
recognition of skills and competences.

The ,Fear Of Better Options" describes the
difficulty and inablity to choose between
different options that are all acceptable
already. Not to confuse with FOMO, the
»Fear Of Missing Out".

ECVET stands for ,European Credit System
for VET". There are multiple transparency
instruments included in the ECVET system,
for example the ECVET points stated on
VET certificates.

»Ccontinued Vocational Education and Trai-
ning" describes all further trainings of VET
graduates and employees. This could be in
a WBL context or a theoretical induction
training.

The education system of each country is
represented in the National Qualification
Framework, which describes the hierarchy
of competences. Usually this is related to
finishing formal education or trainings.

The term is a mix of ,knowledge" and
~homad" and describes a person who stri-
ves to define and redefine their work,
which may lead them to go through vari-
ous jobs during their career.

I N )



ITS GETTING
HARDER AND
HARDER TO GET
THE RIGHT STAFF.

HOWEVER,
IN APPRENTICESHIP,
YOU HAVE THE STAFF

IN YOUR HANDS.

Mitia Gregoric, MLINOSTROJ,
company for the construction
of technological facilities
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1S WBL THE RECIPE FOR
BEST VET PRACTICE®”

Hands-on practice shows
promise that it can help
increase students' workplace
competencies and benefit
employers, who gain more
qualified employees.

here is not just one straight answer or a
good example. It depends on countries'
school systems and companies’ policies.

Internship, externship, job  shadowing,
practicum, (basic) training, tutelage, traineeship,
studentship, probationary period, trial/test
period, indentureship, apprenticeship, WBL, etc.
— S0 many synonyms and so many ways to
implement them.

All research, analysis, and interviews from the
companies say the same. Young people are
coming to companies with too little skills and,
consequently, it is very difficult to introduce
them to the work process. As a result, we have
dissatisfaction on both sides, on the side of the
employers, because the new employees do not
show them the results and skills that they
expected, and on the other hand, the employees
who are often too desperate and unsatisfied, so
they start looking for a job elsewhere.

The top characteristics today’s employers are
looking for in candidates include listening skills,
attention to detail and attentiveness, effective
communication, critical thinking, interpersonal
skills, and active learning. However, a lot of
employers say it is very or somewhat difficult

finding qualified candidates, and they also say
schools have not properly prepared students for
jobs. Students agree with that. For them finding

I

a job is more difficult compared to their parents
generation. They believe their education has not
adequately prepared them for the workplace.

For this reason, the companies must connect
with the schools and give the young ones the
opportunity to get experience directly in the
companies, where they can learn from the best
ones.

That is one of the important tasks of every
business entity. Providing students the
opportunity to practice is just one of the ways
the companies can make a contribution.

Perhaps it is time to stop looking at this as just
an act of goodwill, and rather accept it as
opportunity if wanting to have qualified staff.
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INDUCTION OF MANAGEMENT AND MENTORS

«

EMPLOYERS LOOK FOR
CANDIDATES SHOWING
EFFECTIVE COMMUNICATION,
CRITICAL THINKING,
INTERPERSONAL SKILLS AND
ACTIVE LEARNING.

The other part of the reason for dissatisfaction is
the generational gap which is becoming an
increasingly serious problem for companies
lately. It is very important that the companies
adapt their business policies to the generations
that are joining the labour market. These are
young people who have grown up on
significantly different concepts.

In order to acknowledge them, we need to
understand them first. The mentoring program
provides the opportunity for more experienced
team members to encounter the generation of

STUDENTS NEED GREAT MENTORS
WHO WILL GUIDE THEM
THROUGH THE LEARNING PROCESS.

20

late Millennials, and partly the Generation Z, in a
business setting. Having people with a new,
fresh mindset at your disposal is important for
companies.

WBL programs and apprenticeships often serve
as a workforce pipeline for companies.
Employers participating in WBL programs can
train students and then hire them upon
graduation. Work-based learning's hands-on
practice shows promise that it can help increase
students' workplace competencies and benefit
employers, who gain more qualified employees.

But how to convince students to come to their
companies for practice?

The answer is by connecting with the schools
and promoting. With a good promotion, there
will come student’s applications.

But it is also important to have in mind that
choosing the right student is just half of the job.
It is also very important to give students the
best mentors who will guide them through the
learning process from the beginning to the end.
To get a fully qualified worker, you need to put
a lot of effort into it, but in the end, it will be
worth the effort.
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WORK-BASED LEARNING
BENEFITS FOR THE COMPANY

BOOSTING PRODUCTIVITY AND COMPETITIVENESS

employing apprentices can improve the productivity of companies, with re-
cent research demonstrating both short and long-term gains. Apprentice-
ships can also help companies to compete in the modern marketplace.

COST-EFFECTIVE TRAINING

Apprenticeships are particularly cost-effective as a form of training, because
young people are making a contribution to the workplace while they are
learning. Apprentices spend much of their time gaining skills on the job.

c0

APPRENTICESHIPS PROVIDE SKILLED WORKERS FOR THE FUTURE

An apprenticeship will also ensure that the skills developed are matched to
the company’s future needs. This will help fill any skills gaps and allow the
business to source future managers and leaders from within.

O

a

APPRENTICESHIPS INCREASE STAFF LOYALTY AND RETENTION

Employees who have been trained in-house tend to be highly motivated and
committed to the company. An apprenticeship encourages employees to
think of their job as a career and to stay with the company for longer, which
reduces recruitment costs.

APPRENTICESHIPS FREE UP EXISTING STAFF TIME

Delegating basic jobs to an apprentice allows them to learn and take respon-
sibility, while freeing up the time of your more experienced staff. Better allo-
cation of work should make your business more productive.

APPRENTICES CAN REVITALISE A COMPANY

Apprentices often bring a fresh approach and a positive attitude into the
workplace, which can have a knock-on effect on existing staff. Company
that invest in people by supporting apprenticeships show a positive ap-
proach to Corporate Social Responsibility, which is good for attracting both
customers and future high-quality staff.

©60
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THE IN-COMPANY
TRAINING PLAN
HELPS BOTH
OUR TRAINEES
AND THEIR
TRAINERS & MENTORS
NOT TO LOSE SIGHT

OF THE QUALITY
OF VOCATIONAL
TRAINING

IN THE WORKPLACE.

Heike Béhre,

Certified trainer at the
Chamber of Trade and Commerce Germany
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PLANNING & STRUCTURING

IN-COMPANY TRAINING

Apprenticeship programmes
are an instrument for
successful employee recruit-
ment, career planning and
personnel development in the
company. An example from
Germany.

D ual vocational training is one of the export
successes in the internationalisation of
German companies - not only in Europe, but
now worldwide.

On the basis of the Apprenticeship Regulations,
there are standardised apprenticeship
framework plans for the individual occupations
in Germany which, according to § 5 Para. 1 No.
4 BBIG, represent "instructions on the objective
and temporal structuring of the teaching of
vocational skills, knowledge and abilities".
Companies in Germany draw up an in-company
training plan structured on this "apprenticeship
framework plan" (training curriculum) and based
on work and business processes typical of the
occupation. Upon this framework, an
individualised apprenticeship plan is drawn up
for each apprentice/trainee. See how this works
in the following case study:

Jessica Bianco* from Italy (* name changed)
has successfully completed her studies in
German and English at the University of Genoa,
Italy and would like to gain professional
experience abroad. Through an internet search
via recruitment portals she learns that a large

hostel chain in Germany offers various positions
and is subsequently invited by the house
manager of the hostel in Leipzig for an
interview. There she is offered a two-year
vocational training as a hotel professional; a
combination of work-based learning in a hostel/
hotel and attending a local vocational school.
The house manager explains that in this way,
after her academic training, she can now attach
a commercial training to her qualifications.
Although this vocational training is formally
subordinate to the academic training she
previously completed, she would be well
prepared to take on management positions at
the hostel shortly after completing the training
as a skilled worker. Jessica learns that normally
she would complete three years of vocational
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TYPICAL WORK AND
BUSINESS PROCESSES ARE
THE BASIS OF PLANNING
APPRENTICESHIPS IN THE
WORKPLACE.

training, but due to her school and academic

expertise she can complete the apprenticeship in
two years. The house manager explains to her
that she will spend three days a week in a hostel
and two days at a vocational school. The
apprentice allowance would be higher for her
compared to apprentices who join the company
immediately after finishing school. This extra-
tariff bonus would mean that she would receive
a higher apprentice allowance and would also be
able to attend trainee management seminars in
addition to her apprentice training.

WBL MENTOR AND TRAINEE
ARE DISCUSSING
THE APPRENTICE PLAN.

PLANNING, MONITORING AND RECOGNISING WBL

Jessica quizzes the house manager on the
apprenticeship scheme:

» What will her individual apprentice plan be
based on? Does she have a say in this?

P Is there another contact person for her, a
mentor, for her vocational training in the

hostel?
» How does her individual training plan
interfere  with the training planning

system of her fellow apprentices?

» Can she gain experience in other European
countries during her training?

By now, Jessica has now completed her
apprenticeship and was delegated to a new
hostel opening in a large Italian city, where she
took over the house management after a short
training period of only 3 months. As well as this,
she has also begun to pass on her experiences
from Germany to the local vocational schools
and vocational training partners in Italy and
assists in developing the dual vocational training
system for partners in the region.
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MENTOR ROLES

share experiences as a seasoned professional find your inner drive that compels a person to

share lessons learned from past mistakes to beipositiveiandistiive

strengthen the mentor trainee relationship motivate to succeed through encouragement

see the job as the trainee does and remember GIne] TEEEEs

how difficult it was to learn new skills motivate by showing support

‘ r
e T o

help the trainee to navigate through the job help establish a network of contacts within the
and the inner workings of the organisation workplace

explain the "unwritten workshop rules" so that Give a chance to meet other people for profes-
the trainee can become be aware of specific sional and social development

routines that are not documented or even in- introduce trainees to your contacts to help
ternal politics build the trainee's own network structure

‘ r
I

establish a trusting and open relationship with help the trainee overcome difficult and challen-
the trainee ging maintenance and repair jobs

show respect for the trainee and listen to what give positive and constructive feedback as the
they have to say situation demands

promote confidentiality by not disclosing perso- do not criticize the trainee in the presence of
nal information shared by the trainee others - some coaching is best done in private

‘ r
st L ooonomenen

) ; ) sets an example of the values, ethics, and pro-
help the trainee develop professional interests fessional practices of the work place
and set realistic career goals
- . have high standards of professionalism, solid
Keep in mind that the process of setting goals work ethics, and a positive attitude
must be flexible enough to accommodate chan-
ges in the workplace exhibit the positive qualities of an experienced

professional




"ALL OUR
TALENTS

INCREASE IN
THE USING,

AND EVERY
FACULTY,BOTH

GOOD AND BAD,

STRENGTHENS
BY EXERCISE. "

Anne Bronté,
Novelist

LUBL %

ACCELERATOR




ACCELERATOR

LJBL

»

ROCKET MAN: THE
MODERN WBL MENTOR

How can mentors ensure that
their trainees will be success-
ful in the structure of their
apprenticeship program and
that they will reach their
target?

Rockets and Missiles: both objects of vast
potential, power and energy, and once
launched capable of an immense impact.

A rocket is a propelled towards its target,
unguided and with no steering ability. Once a
rocket is launched it cannot change its course to
adapt to changing elements in order to correct
its trajectory. It may hit its target, however it
may also drift off course, oblivious to changing
conditions and fly miles from its objective in the
wrong direction.

A missile, much the same as a rocket, is
propelled towards its target, but instead uses
control systems to guide itself in flight, towards
its target. After being launched, it can continue
to correct its trajectory, based on a continuous
process of feedback from external forces and
changing conditions. It has the ability to process
feedback, to correct its errors and make
necessary adjustments in order to reach its
objective.

The modern  apprentice  begins their
apprenticeship. Young, dynamic, full of energy,
immense potential and capable of delivering so

much for their employer, each are launched into
a fixed path of learning, mapped out step by
step over 3 years to reach their learning
objective, and emerge as a highly capable
specialist in their own right. Yet, only under the
careful guidance and control of a knowledgeable

mentor with critical input and well-timed
feedback can the young eager apprentice
correct their errors, make the necessary
adjustments, and change trajectory to get back
on their flight path to a achieving their end
objective.

It is the mentor that ensures that the target is
reached. To ensure that each and every
apprentice reaches their target, it is the mentor
who acts as the control system by putting in
place a monitoring structure that delivers critical
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THE RECIPE FOR A
SUCCESSFUL APPRENTICE-
SHIP? CAREFUL GUIDANCE
OF A KNOWLEDGEABLE
MENTOR WITH CRITICAL
INPUT AND WELL-TIMED
FEEDBACK.

input and allows the apprentice to perform
continual learning and processing of feedback.
This control system needs to be both rigid to
provide stability and structured learning to
apprentices, but also flexible to adapt to the
individual needs of each apprentice and their
personal way of learning effectively.

How you deliver feedback to one apprentice
may not be suitable for a different apprentice,
but it all functions within the framework and
foundation of solid monitoring structure that

FLEXIBILITY TOO IS REQUIRED
TO ENSURE THE CONTINUAL
IMPROVEMENT OF THE CONTROL SYSTEM

PLANNING, MONITORING AND RECOGNISING WBL

ensures the feedback is delivered and

processed.

Flexibility too is required, to ensure the continual
improvement of the control system itself, by
learning from the apprentices and their valuable
feedback and critical input that they can provide
to mentor and his methods, and to the
monitoring system.

How feedback is delivered, how it is timed and
how the adjustments are implemented to
prevent the repetition of errors to allow real
learning for the apprentice to take place. A
control and monitoring system that can process
feedback, learn, correct errors and make the
necessary amendments and improvements to
not only reach its target, but to aim beyond its
current capability to even further targets and
higher objectives.
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CORE
FOCUS
RELATION-
SHIP

TARGET
GROUP

@ DELIVERY

MENTORING AND
DEVELOPMENT PROCESS

MENTORING

Career Develop-

ment and psy-

chological sup-
port

Mutual
learning

On-going

Can be formal
or informal

Individual level

Guidance on
developing ca-
reer path and
making career

choices

Meet policies
and procedures
of the organisa-
tion

Hierarchical

On-going

Formal relation-
ship with clear
job descriptions

Individual level

Against agreed
performance
standard

SUPERVISING

Support skill
and knowledge

Hierarchical

On-going

Clear contract-

can be internal

or external su-
pervision

Individual or
group basis

Improved and
current practice,
increase
knowledge in-
sight

Learning
specific skills
and issues

Hierarchical

Generally short
duration

Clear contract
usually with
outside expert

Learning and
progression for
individual or
team

Improvement in
specific skills
required for role
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THE LABOUR
MOBILITY IN EUROPE
OFFERS NEW
OPPORTUNITIES,
ESPECIALLY FOR
APPLICANTS FROM
REGIONS WITH HIGH

UNEMPLOYMENT,

7O OBTAIN QUALIFIED
TRAINING AND

JOB OFFERS.

Ilan O'Donovan,
International Project Consultant
from Ireland working in Germany
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SECURING EMPLOYSEES
BEYOND THE HORIZON

Securing qualified employees
or trainees on local level can
be a real challenge. This case
study from Germany shows
that alternatives may wait
beyond the border.

n North East Germany on the border

between Mecklenburg and Brandenburg, the
rolling green hills stretch as far as the eye can
see. Between the heavens and the serene
countryside, the horizon is dotted with countless
colossal wind turbines, standing proud and
weathering every wind; Germanys great green
hope for next generation energy. And high
above the green grass, tucked in behind the
rotor blades is where Steffen Schmidt settles in
to begin his workday.

Steffen and his team of eight workers cover
wind turbine maintenance in the region for a
prominent Asian turbine company. With the
Asian company investing heavily in this part of
the country, these maintenance contracts meant
that for Steffen and his team, each of them born
and raised in the region, are some of the very
few locals who haven't been drawn away to the
large cities of Hamburg or Berlin to seek work.

Demand in this sector is growing, and ideally
Steffen would like to take on an apprentice to
help him cover the constantly growing workload,
so he can finally diversify his client base and bid
for maintenance contracts from some of the
other large companies building wind turbines in

the region. But even with help recently from the
local government recruitment center, Steffen
has failed to secure candidates for his
apprenticeship offer for the last two vyears
running. The local recruitment official advising
him, explained that almost all small businesses
in the region have the same issue when hiring
young people:

“You might get a few applications, maybe even
an interview, but the good candidates all end up
leaving to go to the big cities and are snapped
up by the big companies.”

Already today, Steffen has more work than his
small team can cope with and the very real
prospect of more contract opportunities, surely,
we cannot allow business and economic growth
to be hindered
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SURELY WE CANNOT
ALLOW BUSINESS AND
ECONOMIC GROWTH TO BE
HINDERED BY A SCARCITY
OF QUALIFIED WORKERS
AND APPRENTICES.

by a scarcity of qualified workers and trainees.
Steffen speaks with his brother in-law Gregor
living in the opposite end of the country. He too
runs his own small business but in the IT sector
and has faced the same recruitment issues as
Steffen. After failing to find suitable candidates
for job openings, Gregor began also to look in
neighbouring countries outside of Germany
when hiring new employees. After a slow start,
Gregor eventually hired a young Spaniard

almost nine months ago and he is very happy
with his performance on the job.

SECURING YOUNG TALENT,
A PROBLEM IN MANY
PLACES IN EUROPE

PLANNING, MONITORING AND RECOGNISING WBL

A flood of questions race through Steffens mind
as he thinks about trying to recruit someone
from a different country.

» Will he have to organize a work permit for a
foreign apprentice?

» What about the language barrier?

» How would a young foreigner fit in with the
other 8 local colleagues on his work team?

» Where would he even begin to search for
foreign candidates?

Steffen wonders if he could seek a similar
solution for his apprenticeship recruitments. But
Steffens brother-in-law works in southern
Germany, and works in IT, which is a very
different sector of the economy to Steffen.

After speaking with the local government
recruitment centre, Steffen logs on to the
EURES homepage; a website established by the
European Union to facilitate business owners
who are in exactly this recruitment situation,
just like Steffen. Here Steffen has access to
thousands of CVs from enthusiastic young
candidates from all over Europe. Through the
standardized format of the CVs Steffen can
check suitability and candidate language skills.
Many of the questions that phased Steffen at
the beginning of the recruitment are now
beginning to be solved as he sees the wave of
opportunity that has been opened to him and
his business.
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HOMEPAGE
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European
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EURES
The European Job Mobility Portal

Home Jobseekers v Employers ~ Living & Working v Drop'pin@EURES
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Advertise a job
My candidates
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Search
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EURES Services v

European
Commission

English )

European Commission > EURES

EURES

Home Jobseekers v Employers Living & Working v Drop'pin@EURES

@ This area is available for registered user only.

Already a user? New user?

Enter you EURES account login details below to get ;
access to all your personalised services on the EURES =
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Register as

*
Username*: By creating a EURES jobseeker account, you

will be able to create your CV online to
make it available for search by employers
across Europe, receive the latest job
vacancies that match your profile, and much
more.

Password":

Forgot password or username?

> REGISTER FOR FREE
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"THE
FOUNDATION
OF EVERY STATE
IS THE
EDUCATION

OF ITS

YOUTH. "

Diogenes Laertius,
Biographer of Greek Philosophers
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RECOGNITION ENSURES
QUALITY RECRUITMENT

In the modern economy with
a diverse mobile workforce,
how can employers ensure
they recognise what
qualifications are being
presented to them by job
applicants?

utside a large building site in the

downtown area the workers clamber down
the scaffolding for an early morning tea break.
Dozens of work-teams, a dozen different trades,
speaking a dozen different languages. All
working together as the building slowly begins
to take shape.

The building site is overlooked by the city
central hospital, and the elderly patients on the
5th floor. Each patient being cared for by a half
dozen different nationalities, with a diverse
range of professional experience and diverse
qualifications. The medical and electronic
equipment throughout the hospital is operated
by the staff, but serviced by a company with
young eager staff sent from a head office that
sits in a different urban center, in a different
country, far across the continent. This is modern
Europe; a dynamic economy, embodied by a
dynamic and mobile workforce, and the entire
continent in a fixed state of constant transition.

In this dynamic economy, companies across
Europe strive to remain competitive, and seek
out high quality candidates to fill their vacancies.
On the one hand, each business wishes to gain
from the benefits that a diverse mobile

AL
workforce can deliver, in order to compete in
the global market.

» With such a range of diversity, and varied
pool of talent, how can companies ensure
they know who they are wishing to employ?

» What skills and experience do their potential
employees possess?

» What are they actually capable of delivering
for the business?

P With ever increasing competition between
businesses, can companies maintain high
standards of workmanship and guarantee
quality to customers in such an environment?

The challenge for businesses and employers is
immense.

- )



DO WE REALLY HAVE TO
WAIT UNTIL THE WALL
COLLAPSES BEFORE WE
REALISE THAT THE MASON
WAS NOT PROPERLY
QUALIFIED?

Since its inception, the European Union has
been putting in place measures to tackle
precisely these challenges in an effort to
increase transparency across borders, and to
allow for movement and mobility of the
workforce.  Ultimately, to make it easier for
companies to do business across the entire
continent.

The international recognition of qualifications
seems to be already successful — at least at third
level education. To the average employer, a
foreign job candidate carrying a bachelor degree

MODERN EUROPE IS A
DYNAMIC ECONOMY EMBODIED
BY A MOBILE WORKFORCE

PLANNING, MONITORING AND RECOGNISING WBL

is often comparable to a local candidate no
matter what part of Europe he is located in. If
employers wish to dig a little deeper, then the
credit allocation within that degree can be
scrutinized. It’s all relatively straight forward.

However, at the level of vocational training and
apprenticeship, for most employers, the lines
tend to become a little bit more blurred. At the
vocational level, the only real qualification many
employers can rely on is the practical proof of a
job well done. But do we really have to wait
until the wall collapses in the customers garden,
before we realise that the mason was not
properly qualified?

At this level too, transparency has become ever
more  extensive  across  borders. The
establishment  of  National Qualification
Framework now is ensuring that worker
qualifications are based on the demonstrated
knowledge and competence of the individual,
rather than the assigned content of a learning
program.

These frameworks set the context for comparing
qualifications across different countries and
allow for recognition of an individual’s skills and
competence with use of the so-called European
Qualification Framework (EQF). The complex
process of achieving transparency in this area is
ongoing and is delivering results for both
employees and business, ensuring that
companies can make sound decisions about the
workers and staff they intend to employ.
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SWOT ANALYSIS

DOES IT MAKE SENSE FOR YOU TO
HIRE STAFF FROM ABROAD?

STRENGHTS OPPORTUNITY

How would the involvement of foreign staff strengh- | Which opportunities would occur when foreign per-
ten your business? sons start working in your company?

WEAKNESSES THREADS

Which aspects are weaknesses of the idea to Which threads could occur when you integrate
integrate foreign staff in your work? foreign staff?

I R )



A ONE OF THE
GREATEST VALUES OF
MENTORS IS THE
ABILITY TO SEE AHEAD
WHAT OTHERS
CANNOT SEE AND TO
HELP THEM NAVIGATE

A COURSE TO THEIR
DESTINATION.

John C. Maxwell,
American Author, Professional Speaker and Pastor
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THE DAILS LIFE
OF A WBL MENTOR

The daily life of mentors con-
sists of different activities, in-
teractions and challenges,
that encompass the experi-
ence that an apprentice will
undertake as part of an app-
renticeship placement.

What is expected of a mentor? What are the
daily tasks and interactions a mentor faces? One
may look at a mentors daily life in parallel to the
daily life of a teacher in the classroom. Similarly,
to a teacher in the classroom delivering their
lesson, a mentor is passing on their advice at
the workplace, based on the knowledge, skills,
and competences gained earlier through both
formal and informal learning experiences.

Donald Sadoway compares his work with
batteries to his work with mentoring: “In a
battery, I strive to maximize electrical potential.
When mentoring, I strive to maximize human
potential.”

Thus, the daily routine of a mentor includes
various activities, interactions and challenges. A
mentor needs to identify who needs to be
mentored, and how mentoring needs to be
carried out. Following this analysis, a mentor
organises, and at times also improvises, group
or individual sessions or activities, which could
take the form of a discussion or even a practical
demonstration. The mentoring style or
technique is one of the decisions the mentor
needs to take, in order to select according to the
identified needs.

The target is to cultivate the mentor mentee

relationship by providing the necessary
guidance, preparation and resources which a job
demands, and cater to the mentees’ need for
further insights and perspectives into their roles
within the business sector they are working in,
in order to progress and develop professionally
and ultimately become independent
professionals.

John C. Maxwell is quoted: “One of the greatest
values of mentors is the ability to see ahead
what others cannot see and to help them
navigate a course to their destination.”

Mentoring is not a one-size fits all role. All
mentors are different, use different techniques
and mentor different individuals of different
talents.
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THE WORK TASKS AND
DUTIES OF A MENTOR WILL
VARY ACCORDING TO THE
WORKPLACE NEEDS AND
THE PERSONS WITH WHO
THE MENTOR INTERACTS.

The work tasks, commitments and duties of a
mentor will vary according to the workplace
needs and the individuals with who the mentor
interacts. Each mentor will use different
practices when interacting with mentees, and it
is of utmost importance for a mentor to evaluate
mentoring practices and identify those practices
which will enhancing their abilities and skills to
communicate with mentees in an efficient and
effective manner, and which in turn will be
reflected in the mentee improvement at work
when the mentees are performing their duties.

e o
-7 _

MENTORS ALSO NEED TO
FIND TIME FOR THEIR OWN
PROFESSIONAL DEVELOPMENT

PLANNING, MONITORING AND RECOGNISING WBL

Communication and a positive attitude are key
to the mentor who is a reference point to the
mentees along their work-based learning
journey. The individuals a mentor interacts with,
are of various levels in a business hierarchy,
including top-management and the general
administration staff. Different individuals would
have different mentoring needs. It could be a
group session. It is also important to note that a
mentor may need to be a mentor to another
mentor. Thus, the daily life of a mentor will vary
from professional to another.

Finally, mentors also need to find time for their
own development as they need to remain
relevant and improve their own knowledge, skills
and competences. Professional development is
also part of the mentor’s daily routine in the
ever changing and constant evolution of todays’
jobs and workplaces. Thus, the mentor
incorporates time to not only improve on their
knowledge, skills and competences through
reading and following courses, but also allows
time for attending seminars and to receive
mentoring themselves as part of their ongoing
process of continuous professional development.
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A MENTOR

HAS A

CRUCIAL ROLE

IN PROVIDING
ENCOURAGEMENT,
SUPPORT AND

GUIDANCE. "

Ramon Mangion,
Deputy Director Apprenticeship & WBL, Malta
College of Arts, Science and Technology
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ROLE AND TASKS OF WBL MENTORS

WHAT DOES IT TAKE T0O
BE A WBL MENTOR”™

Think about your own
knowledge, skills and
personal qualities.

Do you think you have what it
takes to be an effective
apprenticeship mentor?

Many organisations  face  particular
situations, whereby they would like to
contribute to skills development in the labour
market by offering work-based learning
opportunities. On the other hand, this requires
that they provide suitable mentors that can
guide apprentices accordingly.

Hence the question is straightforward really
“What does it take to be a mentor”?

Nonetheless, prospective mentors also pose a
similar question, but having a self-orientation
“Am I ready to be a mentor? Do I have the
right, knowledge, skills, and attitudes?”

The process of mentoring is about providing
mentees with effective transfer of knowledge,
skills and experience which they can use to build
their confidence. A mentor has a crucial role in
providing encouragement, support  and
guidance. A good starting point, to better
understand a good profile of a mentor would be
to think about any of your positive experiences
as a mentee.

What made these successful? For sure, you will
think about the importance of a mentor having
good communication skills. Such are essential

for the mentor to provide the necessary

knowledge, skills and the sharing of
experiences. You will also think of several other
skills, such as time management, problem-
solving, conflict management, relationship
building and more. Ultimately it is worthwhile to
note that a mentor may be fulfilling multiple
roles or profiles.

In certain instances, the mentor is the teacher,
and thus providing the necessary knowledge
and skills through suitable pedagogical methods.
In other cases, the mentor is acting as a
motivator to give the required push for the
apprentice to reach set goals.

Although the mentor may not have training in
counselling, this is another role which the
mentor may be fulfilling.

- >



AM I READY
TO BE A MENTOR?

DO I HAVE THE RIGHT
KNOWLEDGE, SKILLS, AND
ATTITUDES?

Ultimately the apprentice is also a human being
with own problems, difficulties and issues that
require guidance.

Lastly, it is essential to recognise that the
mentor is also acting as a role model. The
mentors actions need to inspire the mentee in
various areas such as work ethics, training,
efficiency, attitudes and much more.

MODERN EUROPE IS A
DYNAMIC ECONOMY EMBODIED
BY A MOBILE WORKFORCE

PLANNING, MONITORING AND RECOGNISING WBL

Nonetheless, this is a continuously evolving
process of self-discovery. One should not be
discouraged to develop own skills and build
experience in such areas and such a process
should not be a one-time event.

In a nutshell, mentors should:
» Provide encouragement, support, guidance

P Share own positive experiences and their
characteristics for success

» Show good communication skills

» Exemplify time management

» Encourage Problem-solving

» Demonstrate conflict management
P Value relationship building

P Alternate fluidly between various mentor roles

As the saying goes, ‘Rome was not built in a
day’. There is no perfect formula or ready-made
solution for one to fit into the ideal profile of a
mentor. However, one can try and do whatever
possible to improve accordingly.
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ARE YOU READY
TO BE A MENTOR?

LB

Communication

Ability to present clear information

0]0]0]0]6]6]6]6]6]0)

Actively listening to others

(0]0]0]010)0]0]0]0]e;

Providing effective feedback

(0]0]0]01010]0]0]0]e;

Assertiveness

0]0]0]0]0]0]0]0]0]6)

Personal Initiative Skills

Organisation & Time Management

(0]0]0]01010]0]0]0]e;

Self-Motivation

(0]0]0]01010]0]0]0]e;

Ability to motivate others

(0]0]0]0]0)0]0]0]0]e;

Managing stress

0]0]0]0]0]0]0]0]0]e)

Making appropriate decisions

(0]0]0]01010]0]0]0]e;

Work Habits

Ability to praise performance

0]0]0]0]0]0]0]0]0]e)

Working with others in a team

(0]0]0]0]0]0]0]0]0]e;

Ability to trust others

(0]0]0]010)0]0]0]0]e;

Ability to observe and note details

0]0]0]0]6]6]6]616]0)

Leadership

Influencing and inspiring others

(0]0]0]0]010]0]0]0]6;

Goal setting

0]0]0]6]6]6]6]616]0)

Creativity

0]0]0]0]6]6]6]616]0)

Conflict Management

(0]0]0]0]0)0]0]0]0]e;

Solving Problems

(0]0]0]0]010]0]0]0]6;
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"ALL GENUINE
EDUCATION
COMES ABOUT
THROUGH
EXPERIENCE;

[BUT] NOT ALL
EXPERIENCES

ARE GENUINELY

OR EQUALLY
EDUCATIVE. "

John Dewey,
Psychologist & Philosopher
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PEDAGOGICAL OPTIONS
FOR WBL IN COMPANIES

Not all experience is
educative, and by implication
not all workplace experience
results in learning.

ithin the workplace there many ways to

increase the extent to which work is
learning-rich. Many of these techniques are by
now well understood from the theory of and
research on work-based learning, such as
encouraging people to reflect on their
experience; guidance by other workers and by
experts; using mentors; demonstration and
practice; simulation; task rotation and task
variety; project work; providing workers with
problems to be solved (PBL — Problem Based
Learning methodology); peer review and
support, observations and shadowing. Some of
these techniques can fairly readily be integrated
with the normal cycle of work and production
within the company.

Crucial to many is the role of workplace
supervisors, and their realization that developing
the knowledge, skills and expertise of workers /
apprentices is part of their normal job. However,
where this is not part of the workplace culture,
developing work-based learning can prove
difficult.

Many of the methods that can promote and
improve the quality of work-based learning can
be initiated by enterprises themselves, but this

is often harder for small and medium-sized
enterprises. In these cases the assistance of
external organizations can be very valuable.
Such assistance can take the form of coaching
and training for in-firm supervisors, and the
development of simple competency lists and
learning guides. In the dual systems in German-
speaking countries, for example, employers’
chambers provide practical assistance to
companies to help them develop training plans
for apprentices.

In the Netherlands, regional centers of expertise
are responsible for coaching the in-company
mentors who train apprentices. In Norway, local
training offices, funded by the pooling of
government training subsidies to small and
medium-sized enterprises, play a similar role.
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A KEY CHALLENGE FOR
IMPROVING THE QUALITY
OF WBL IS TO FIND
PRACTICAL METHODS OF
TRANSLATING EXPERIENCE
INTO LEARNING.

With appropriate working conditions and
industrial agreements, many of these roles are
able to be performed by teachers in vocational
schools and colleges, particularly when they are
responsible for visiting and supervising students
who are on work placements. The main
supervising teacher’s responsibilities include
firstly, modeling quality teaching and learning
practice, including a knowledge of

a) the subject content to be taught and how
students learn;

APPRENTICES CONTRIBUTE
TO REAL PROJECTS
ALMOST FROM DAY ONE

PLANNING, MONITORING AND RECOGNISING WBL

b) effective planning, programming and student
assessment; and

c) effective interpersonal and communication
skills.

Secondly, developing a  comprehensive
understanding of the provider's specific
professional experience requirements in order to
guide the planning of learning opportunities
appropriate to the developmental level of the
apprentices.

The opportunity to learn at work is highly
dependent on the day-to-day scheduling of
normal work tasks and the cycle of production
over the day, week and year. Where the nature
of an enterprise’s products and services limits
the opportunities to develop knowledge and
skills that are part of a formal training
curriculum, cooperative arrangements between
enterprises, or between enterprises and other
learning venues, can be put in place to ensure
that broad-based learning takes place.

The regional centers in the Netherlands and in
Norway referred to above are an example of
such mechanisms, allowing apprentices whose
employer cannot provide particular forms of
experience to spend time in other firms to
compensate. The interfirm training centers that
are commonly found as part of the German dual
system are another example, although in these
cases training in workshops or similar venues is
often used as a substitute for work-based
learning.
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MENTORING PROGRAMME

PLANNING, MONITORING AND RECOGNISING WBL

PROGRAMME
DESIGN

Who is going to
participate?

Will it be a 1:1
setting or a group
setting?

How long will the
programme last?

GUIDING QUESTIONS

ATTRACTION OF
PARTICIPANTS

How will you
ensure an effec-
tive promotion?

How will you
recruit mentors
and mentees?

What kind of
training will en-
courage the
mentoring pro-
cess?

CONNECTION OF
MENTORS AND
MENTEES

Which type of mat-
ching is planned?
Self or admin mat-
ching?

Will the parties
have a say in the
matching process?

How much infor-
mation will you
share between

mentors and men-
tees before mat-
ching?

GUIDANCE OF
MENTORING
RELATIONSHIPS

How will you en-
sure the existence
of goals and ac-
tion plans?

Which support
resources are
required by the
mentoring peers?

What are the
checkpoints of
the process?

PROGRAMME
RESULTS

How will you
measure the pro-
gramme results?

How will you ob-
tain feedback
from the partici-
pants?

How will you as-
sess the results?

PROGRAMME
DESIGN

ATTRACTION OF
PARTICIPANTS

CONNECTION
BETWEEN
MENTORS AND
MENTEES

GUIDANCE OF
MENTORING
RELATIONSHIPS

PROGRAMME
RESULTS
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"MENTORING IS
A BRAIN TO PICK,
AN EAR TO LISTEN,
AND A PUSH IN
THE RIGHT
DIRECTION . "

John C. Crosby,
American Politician
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COUNSELLING AND
MONITORING SESSIONS

Think about your own
knowledge, skills and
personal qualities. Do you
think you have what it takes
to be an effective
apprenticeship mentor?

uppose your boss has asked you to be a

Mentor for a colleague or a group of
colleagues at your place of work. This is the first
time you have been asked to carry out such a
task. You have no teaching experience, but you
have on the job experience.

P How do you go about mentoring your
colleagues?

» Where do you start?

» What methods do you choose and use to
mentor those colleagues assigned to you?

Building strong and firm relationships is the key
to conducting mentoring efficiently and
effectively. To cultivate such relationships, it is
essential to ask yourself a few basic questions:
Who am I mentoring? Why does this person
need mentoring? What are the aims/goals of
this mentoring? How do I prepare myself to
mentor? How will I mentor? Answering these
questions will provide a starting point to
conducting mentoring.

» Who am I mentoring?

It is important for the Mentor to know who the
person being mentored is. The mentee assigned

could be a new colleague, or a colleague who is
having difficulty with a task or needs help with

an element or area in which the Mentor
assigned is considered to be an expert, or at
least is known to have knowledge of.

Each Mentee has a different reason to be
mentored, and thus each individual also has a
different starting point in the mentoring process.
For example, a new colleague will need to
become familiar with a company’s structure and
mode of operating, whereas an individual who
has been working at the company for a while
would already have such knowledge. A Mentor
would thus seek such information regarding the
mentee or mentees assigned from whoever is
commissioning the mentoring. Should no
information be given about the individual or
individuals  being  mentored  prior to
commencement of the mentoring, it is the
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BUILDING STRONG AND
FIRM RELATIONSHIPS IS
THE KEY TO CONDUCTING
MENTORING EFFICIENTLY
AND EFFECTIVELY.

Mentor’s responsibility to get to know who they
are mentoring and use this information as
foundation for building a strong, trustful
and fruitful Mentor-Mentee relationship.

» Why does this person need mentoring?

» What are the aims/goals of this mentoring?
How will I mentor?

It is equally important for the Mentor and the
Mentee to understand the reason, the aims, and
the goals of the Mentoring, as it is only with
these in mind that the Mentor can focus the

MENTORS NEED TO SELECT THE
APPROPRIATE METHODS, MODELS AND
TECHNIQUES TO ACHIEVE GOALS.

ROLE AND TASKS OF WBL MENTORS

mentoring and guide the mentees through their
mentoring journey, and similarly only with these
in mind can the mentee make the most of this
guidance through their journey to achieving
their own goals. The relationship of the Mentor
and whoever is commissioning the mentoring is
understanding the aims and goals to be kept in
mind when mentoring, Altogether, this
information will help the mentor in selecting
appropriate mentoring methods, models, and
techniques for achieving the aims and goals set.
Such methods, models and techniques could
also be discussed prior to the actual mentoring,
for the Mentor to be able to prepare for the
mentoring.

Finally, it is important to keep in mind that each
relationship is to be sustained and maintained.
The Mentor is responsible for developing the
potential of the mentee. Plutarch (a Greek
biographer and essayist) wrote that ‘The mind is
not a vessel that needs filling, but wood that
needs igniting.” It is in this context that the
mentor is to carry out mentoring.

AUTHOR:

ROBERTA GATT,
MALTA COLLEGE OF ARTS,
SCIENCE AND TECHNOLOGY, MT

MORE INFORMATION
AND AT

WBLACCELERATOR.EU/
MENTOR-TRAINING




LBL %

ACCELERATOR

ROLE AND TASKS OF WBL MENTORS

GROW MODEL

A systematic methodological framework between

mentor and mentee for goal setting and problem solving.

DODD

(clo.1H

Mentor and Mentee
agree on a discussion
topic and set specifix
objectives for the
session.

i |

What would you like
to discuss today?

? Do you have any
particular objectives
in mind?

? What will make you
feel better after this
session?

? Are there any parti-
cular areas you want
to work on?

REALITY

Mentor and Mentee
look at the current
situation of the mentee
(hence reality).

The Mentor entices the
mentee to provide a
self-assessment and
gives feedback.

i |

What is your
situation right now
and how do you feel
about it?

? How is this having
an impact on you
and your
apprenticeship expe-
rience?

? How is your
situation, compared
to your goals? Are
there gaps?

? Is there anything
that is hindering you
from achieving your
goals?

OPPORTUNITY

Mentor helps the
mentee to explore vari-
ous alternatives to mo-
ve forward.

Mentor might
encounter certain
negative responses,
but they will help the
mentee think beyond
such limitations.

i |

? How would you
approach this
particular situation?

? What alternatives do
you see?

? Can you recall
similar past
experiences

What worked best
for you?

WAY FORWARD

Mentor and Mentee
commit to actions and
discussed points in the
session.

The mentee needs to
be confident in his/her
ability to achieve goals.

The mentor can help
by assisting the mentee
in creating a plan.

A |

What are you going
to do now?

? What obstacles do
you think will
encounter and how
do you plan to
overcome them?

? Are you truly com-
mitted to the actions
discussed ?

Who could help you?




THE DELICATE
BALANCE OF
MENTORING
SOMEONE IS NOT
CREATING THEM IN
YOUR OWN IMAGE, BUT
GIVING THEM THE

OPPORTUNITY
TO CREATE
THEMSELVES.

Steven Spielberg,
Film Director
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IMPORTANT CORE TASKS
OF WBL MENTORS

Good mentors must know the
basics of pedagogics and
psychology to know how to
communicate with the
students either verbally or
nonverbally.

o be a mentor you firstly need to have

students to mentor. If you have problems
to persuade them to do the WBL or
apprenticeship in your company, you must think
of ways to promote the company. One of the
options is to promote the company in school or
open days events. In one of those kinds of
events in Slovenia, one of the participants
presenting was Sij Acroni, a Steel & Steel
Product Company. They are dealing with heavy
industry, so the jobs in this company are
labelled as heavy and dirty. Consequently, it is
difficult for them to get new workers and WBL-
students, so they must think of interesting
presentations to get attention. Their
presentation was very different than the others.

The presenter was their mentor. He was
introduced as the most popular mentor in the
company. He came dressed in working clothes
and brought a lot of equipment along. He told
the students how well the owners care for the
employees and to prove that he told them that
the workers are wearing clothes made by the
same material as the F1 drivers.

He then went even further and proved the
resistance and good quality of the suit by trying

= Photo credit: Sij Acroni

to cut it with a knife, burn it, and pouring liquid
nitrogen on it. He talked about his job with such
a passion that everyone in the classroom
listened to him. To get the attention of a few
teenagers is difficult but to get the attention of
all of them attending it is almost impossible. He
managed to do exactly that.

Usually, Sij Acroni is lucky to get one WBL
student per promotion. This time they got so
many applications that they had to reject some
of the students. The students knew that they
would not get just a “cool” mentor but also
passionate and motivated one, with whom they
will be able to identify with.

The motivation and passion are very good
foundations for a good start and getting
attention but are not the only tasks of WBL
mentors.
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A CORE TASK OF
WBL MENTORS IS ALSO

THE FAMILIARITY WITH
THE LEGISLATION WHICH
COVERS THE WBL AREA.

Good mentors must know the basics of
pedagogics and psychology to know how to
communicate with the students either verbally
or nonverbally. They must be very good
listeners and know how properly react in conflict
situations. They must be aware that they are
mentoring young adults who are thinking,
functioning and reacting differently than adults.
They need to be able to identify with the
students. It is also important for them to know
the basics of teaching techniques. They need to
know how to understandably, coherently and
succinctly explain, how to put words into

Photo credit:

SIJ APPRENTICES

ROLE AND TASKS OF WBL MENTORS

practice and how to ask questions and give
feedback.

A core task of WBL mentors is also the
familiarity with the legislation which covers the
WBL area. Since the students are mostly minors
that means that they have special rights and
responsibilities which mentors should know
about, respect and follow.

The mentors should also take care of students’
documentation which will be part of their
portfolio. They should check it regularly and if
necessary, tell the students to rewrite or
complete the documentation. They must have in
mind that these documents will help students in
the future as a reflection of their work when
they will be applying for jobs. They will be able
to prove what competencies they acquired
during the WBL.

The mentors are a very important persons for
students in the years of WBL in the company.
They are the ones who will spend a lot of time
with students, so it is very important to be a
reliable and approachable person. And finally,
they should always have in mind that they in the
relationship with students can be both — role
models and at the same time a father/mother
figure.
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CONFLICT SOLVING
TECHNIQUES

COMPROMISE

Everyone gives
up a little
No one gets
everything
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"DIVERSITY
MANAGEMENT
AS
COMPETENCE
AND
NECESSARY

VALUE."

Jorge Rodriguez,
Human Resources director
of FM Logistic Ibérica
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HUMANIZING COMPANIES
THROUGH AGE DIVERSITY

The motivations and
professional interests do not
depend on the age but of the
profile, lifestyle and
professional moment and the
competences of each person.

or the first time in the modern age, we
have five generations present in the
workplace. From the Traditionalists born before

1945 all the way up untii Gen Z, the
generational diversity present in  most
companies can create a wide range of
challenges.

Having a multigenerational workforce can, and
should, be a distinct advantage for companies
today; the wide range of ideas and knowledge
from a broad group of people can actually serve
the company well.

The truth is that the workforce of the future will
be composed of the Millennial and the Z
generations, but to achieve this, there is a
transition that is taking place today. The oldest
group and, therefore, with more experience,
coexists with the newest younger workers. The
good harmony between each other is a
challenge for the Human Resources department
of the companies, which sees how their policies
and their organizational structures are changing,
but also the way of working, allowing
teleworking and flexibility to gain weight in the
companies.

Thus, human resource managers must ensure
that this coexistence is not only fluid, but
enriching. All employee can contribute with
knowledge and new points of view that have a
positive and productive impact on organizations.
Therefore, Human Resources managers should
not differentiate between younger and senior
generations, but between the most appropriate
professionals for certain tasks / objectives,
regardless of age. Because neither the youngest
have a talent only for being, nor the older ones
stop having it because of their age. Age is not a
professional factor, it is a personal circumstance,
and it is not necessary to value the years but
the competences.
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YOUTH CULTURE AND COMMUNIATION

«

PROFESSIONS CHANGE BUT
COMPETENCES REMAIN.

IT IS NOT ABOUT
LEARNING PROFESSIONS
BUT ABOUT LEARNING TO
BE PROFESSIONAL.

The study on the future employment of the
World Economic Forum predicts that millions of
jobs will be lost before 2020, since artificial
intelligence, robotics, nanotechnology and other
socio-economic factors replace the need for
human workers.

In recent years, many jobs that require only
mathematical skills have been automated (such
as banking workers).

On the other side, roles that especially require
social skills tend to be underpaid, since the
number of potential workers is very large, for

GENERATIONAL DIVERSITY
AS A COMPETITIVE FACTOR
OF A COMPANY.

example, child care workers.

But workers who successfully combine
mathematical and interpersonal skills in
knowledge-based economies of the future will
find many rewarding and lucrative opportunities.

In short, professions change but competencies
remain. In a global, digital and changing world,
it is no longer about learning professions but
about learning to be professional.

Therefore, the transition to a more technological
future in companies depends on a change in the
culture of organizations, a competence that, to a
large extent, must be led by the Human
Resources department. "The business culture is
going to turn towards people instead of
business. Companies will have to incorporate
technology, but they will also have to increase
the degree of humanity" (Jaume Gurt,
Organization and People Development Director
of Schibsted Spain, owner group of InfoJobs and
Fotocasa portals).
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GET TO KNOW THE
DIFFERENT GENERATIONS

SILENT GENERATION
The World War II workers born before 1946

BABY BOOMERS
persons born between 1946 and 1964

GENERATION X
persons born between 1965 to 1979

GENERATION Y | MILLENIALS

persons born between 1980 and 2000, some are digital natives

GENERATION Z | NEXTERS

persons born 2001 and 2010, they have grown up with internet, techno-
logy and have partly not yet entered the workforce

GENERATION ALPHA

Persons born in 2011 and after




"T DON'T CARE WHAT
YOU DO FOR A LIVING -

IF YOU DO IT WELL
I'M SURE

THERE WAS SOMEONE
CHEERING

YOU ON OR
SHOWING THE WAY.
A MENTOR. "

Denzel Washington,
American Actor
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MOTIVATING THE NEW
GENERATION EMPLOYEE

Investing in the employees’
professional development is
always worth it.

You will retain engaged and
motivated employees who are
eager to contribute your
organisation’s mission.

he knowledge-based economy’s workforce

is comprised of five generations, each with
distinct qualities that can be profoundly felt in
the workplace. As many know well, some staff
(especially workers among the Y and Z
generations) often arent motivated by
traditional compensation and benefit perks that
more easily secured the loyalty of prior
generations (e.g. baby boomers). Instead, they
seek organizations that champion values they

hold dear, including sustainable practices,
flexible work, and employee development
opportunities.

Employees of the future motivation is the key to
creating long term successful companies. Here
are some tips that can help any manager to
develop and motivate the employees:

1) Engage them. Especially for the Y and Z
generations employees, professional
development goes hand in hand with
engagement. They are not interested in merely
punching the clock at the office or putting in
their time until retirement. If they do not find
their work meaningful, they will have no qualms
about walking out of the door.

2) Play to their strengths. It's important to treat
them as individuals, especially during the goal-
setting and performance appraisal process. Ask
each person in the company how they work
best, what workplace benefits they value most,
and what their broader career goals are. Build
employee goals around these stated strengths,
interests, and preferences.

3) Understand that everyone is motivated
differently. Managers often apply the same
motivational programs, ideas and processes
across the board to the people that work for
them. Managers need to understand that all
people have different motivational profiles. By
tapping into the individual needs of the
employees you can maximize the effectiveness
of their work.
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GIVE ALL EMPLOYEES AN
OPPORTUNITY TO JOIN A
VARIETY OF PROJECT
TEAMS, AND PROVIDE
THEM LEADERSHIP ROLES
WITHIN THESE GROUPS.

4) People don't always know what is motivating
to them. It is important to understand that not
everyone knows what really motivates them.
Don't just ask employees but get to understand
what drives them, find out each person’s
personality and use data to find out the
underlying motivators for each employee.

5) Create an environment of collaboration.
Teams in general can be a practical vehicle to
increase collaboration and build relationships
among the different generations in your
workforce. Before jumping into the work at
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EEn:apI:)r;}E;nt Innovative
gag Environment
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Productivity
Improvement

EMPLOYEE ENGAGEMENT IS THE
EMOTIONAL COMMITMENT TO THE
ORGANISATION AND ITS GOALS

YOUTH CULTURE AND COMMUNIATION

hand, allow at least one team meeting for
members to get to know each other and the
various work styles represented.

6) Provide mentorship opportunities. Offer an
open program where employees can apply to be
mentors or mentees based on the skills or
abilities they can impart and the knowledge they
wish to gain. Then match employees based on
these needs. Mentoring relationships can be
traditional (an older worker teaching a younger
employee), reverse (a younger employee
teaching an older one), or group (small pods of
employees who want to learn various skills from
each other).

7) Champion learning and career growth.
Involve employees in their own learning and
development plan from their first day on the job.
Ensure all employees are aware of the
opportunities available to them to grow their
careers within your organization.

8) Take the time to focus on building
relationships. Managers don't often see the
benefit of casual conversation, birthday
celebrations, team sports leagues, team building
events.... These types of things contribute to a
more positive work environment and create
opportunities for team members to bond.

9) Recognize sincerely and in a timely manner.
People need more positive reinforcement that is
both sincere and timely. As a mentor, you need
to search for things that the employees are
doing and recognize them right away.
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TRAININGS SUITABLE
FOR MILLENIALS & KNOWMADS

BRIEF AND BEAUTIFUL

If the training content doesn't appear to mirror what Millennials /
knowmads would consume on a regular basis, they will be less li-
kely to engage and retain the information. They have a high ex-
pectagion for technology to be simple, intuitive, and beautifully de-
signed.

AGILE AND ACCESSIBLE

Training must be digitally native and mobile in order to be effective
for the next generation of learners. Microlearning delivers training
in short intervals where learners can easily insert the training in
their day to day lives.

INSTANT AND INTELLIGENT

Millennials / knowmads will turn to their smartphone to find ans-
wers to unexpected problems. Deploying intelligent learning via
quick how-to articles, videos, or interactive infographics where
learners can pull down the content for instant application makes
microlearning ideal.

COLLABORATIVE AND COMMUNAL

When microlearning offers collaborative technology and a commu-
nal environment it helps to build relationships, diminish silos,
shrink geographies, enhance personal influence, and promote sha-
ring.

RELEVANT AND RELATABLE

Training has to be hyper-relevant to the specific and evolving chal-
lenges at work. Creating training that addresses a relevant need
and provides a solution or applications that are relatable for the
learner is key for engagement.

BLEND AND BIND

For the digitally dependent Millennial generation, it's imperative
that their training merge digital with real-world activities. Offline,
in-person, or classroom training remains impactful and transforma-
tional in today's digital age. A blended approach to training binds
one's learning.
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"WE ALL

NEED PEOPLE
WHO WILL GIVE
US FEEDBACK
THATS HOW
WE IMPROVE.

Bill Gates,
American Business Magnate,
Software Developer, Phlantropist
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BUILDING RELATIONSHIPS
IN THE WORKPLACE

Interpersonal communication,
often known as social skills or
people skills is an essential
soft skill that encompasses
how well you communicate
with others.

he ability to communicate effectively with

your colleagues, superiors, management
and subordinates is essential, nho matter what
industry you work in. In the digital age, we must
know how to effectively convey and receive
messages in person as well via digital devices,
instant messaging and social media tools. But it
is not always easy.

Interpersonal communication is a person-to-
person, two-way, verbal and nonverbal sharing
of information between two or more persons.
Good communication helps to develop a positive
working relationship between the WBL coach
and apprentice by helping the apprentice to
better understand directions and feedback, feel
respected and understood, and be motivated to
learn. Apprentices often learn best from their
WBL coach when they are sincere,
approachable, and non-judgmental. These
qualities are communicated primarily by facial
expressions, and, to a limited extent, by words.
People often remember more about how a
subject is communicated than the speaker’s
knowledge of the subject.

va

Within the WBL coach and apprentice
relationship, interpersonal communication
involves more than providing information or
giving advice; it requires asking questions,
listening carefully, trying to understand an
apprentice’s concerns or needs, demonstrating a
caring attitude, remaining open-minded, and
helping solve problems. Within in a busy
workplace with competing demands for your
time and attention, it can often be challenging
for you as the WBL coach to find the space,
energy and time to dedicate to coaching your
apprentice, but effective communication within
this relationship can alleviate problems down the
line. Effective communication through enhanced
interpersonal skills helps avoid confusion,
provides purpose, builds a positive environment
and creates accountability in the workplace.
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PAY ATTENTION AND BE
MINDFUL OF YOUR NON-
VERBAL QUES SUCH AS
GESTURES, POSTURE,
FACIAL EXPRESSIONS,
SILENCE, AND EYE
CONTACT.

To improve your interpersonal skills in a WBL
scenario, consider the following approaches:

1.) Practice active listening: be sure to really
listen to what the person is saying. Often,
instead of fully listening, we can get distracted
by thinking about our response, what we will
say next, or by something else entirely. Ways to
demonstrate that you have been actively
listening might include verbal follow-up (saying
“yes” or "I see”) or nonverbal cues (making eye
contact and nodding the head) during the
conversation.

GIVING FEEDBACK:
TELL THEM WHAT THEY
ARE DOING RIGHT

YOUTH CULTURE AND COMMUNIATION

2.) Check for meaning: Reflect back verbally
what you have just heard (paraphrasing) to
check that you understand the question. An
example of this might include ‘it sounds like
you're concerned about the task you have been
assigned?’.

3.) Ask open-ended questions: use the time you
have with your apprentice to ask them questions
that cannot be answered with a simple yes or
no. Open-ended questions encourage a full,
meaningful answer exploring the apprentice’s
own knowledge and opinions, i.e. ‘can you
summarise what we discussed today’ rather than
‘did you understand what we discussed today?’.

4.) Building trust through limited self-disclosure:
share appropriate personal or professional
opinions, and experiences to increase trust and
openness i.e. 'I can relate to your situation; I've
experienced something similar when I was an
apprentice...”.

5.) Give feedback: for many young people in
WBL, it is most likely their first experience of
real work and it is important, at times, to tell
them what they are doing right. If there are
incidents were the work is not correct, give
feedback that is concrete and constructive. Give
directions or suggestions identifying areas that
need to be improved.

Finally scheduling regular check-ins with your
apprentice, that are short with a specific agenda
can bring a lot of advantages in developing a
productive working relationship.
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RULES FOR GIVING
EFFICIENT FEEDBACK

SPECIFIC

Feedback should be focused on tasks, crystal clear, and to the
point. Specify particular behaviour, reactions, etc.

IMMEDIATE

Give feedback immediately or in the short possible time after the
situation you are giving feedback on. If left unsaid, the problems
will only reoccur and may multiply.

IN PRIVATE

Do not ever critisise publicly. Even praise is better delivered in a
private setting, rather than pointed out in a public arena.

ENDING ON A POSITIVE NOTE

Constructive critisism should always be the goal when giving feed-
back. Going back over past mistakes in your closing comment will
leave the trainee with a negative impression.

FOCUSED ON BEHAVIOUR, NOT PERSONALITY

Personality and behaviour are not the same, therefore focus on
what your trainee does rather than what they like or prefer or how
they are.
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INFORMATION
TECHNOLOGY
LETS PEOPLE BE
PRODUCTIVE.
IT LETS PEOPLE
LEARN THINGS THEY

DIDN’T THINK THEY
COULD LEARN BEFORE
AND SO IN

ASENSE IT IS ALL
ABOUT POTENTIAL .

Steve Ballmer,
Former CEO of Microsoft
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HAVE Y0OU GOT THE

MESSAGE?™

Digital tools are transforming
the way we communicate in
the workplace. We explore
the pros and cons of this
transformation and highlight
how best to use these.

Technology has greatly impacted the way
people communicate in the today’s

workplace. It has offered broader reach and
tools for employers and employees to
communicate - from instant messaging,
collaborative apps, project management tools,
to an extensive array of video conferencing
software.

Work-based learning programmes today most
likely comprise Millennials (Generation Y) and
Nexters (Generation Z) who grew up with
technology, prefer to communicate online, and
typically dislike talking on the phone. These
young people have grown up in an online
environment where they are always ‘logged on’,
which has resulted in a preference for a more
flexible workplace and dynamic communication
process. They use social media as a means of
communication and news gathering, prefer a
collaborative work environment and seek
mentorship and recognition.

So the challenge for companies and their WBL
coaches is often how to exploit technology in
the workplace to support Ilearning and
development and which digital tools to use to
enhance communication and measure

productivity. As with the use of all digital tools in
the workplace, it is recommended to develop
some rules of engagement around the use of

these tools in terms of access,
confidentiality and intellectual property.

privacy,

We have selected four types of digital tools that
could be used within the WBL Coach and
Apprentice relationship and suggest a number of
functions that they could address that supports
collaboration and communication:

1.) Instant Messaging (IM) - allows two or more
users to communicate with each other via real-
time virtual “chat.” Chat may be one-to-one or
many-to-many, as in chat groups. In addition to
chatting, most modern instant
messaging software also allow file sharing and
audio and video conferencing.
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DEVELOP SOME RULES OF
ENGAGEMENT AROUND THE
USE OF THESE TOOLS IN
TERMS OF ACCESS,
PRIVACY, INTELLECTUAL
PROPERTY AND
CONFIDENTIALITY.

2.) Video Sharing Platforms: the most widely
used and recognised video sharing platform
globally is YouTube and it offers real potential
for WBL coaches in supporting apprentices to
learn new skills. YouTube hosts a vast library of
video demonstrations, tutorials and simulations
that can be used to demonstrate skills and
techniques to young learners, saving time for
the WBL coach.

3.) Project Management Tools — these tools are
critical to managing work flow within the WBL
environment. They allow you to plan and assign

SOCIAL MEDIA APPS
SUPPORTING
WORKPLACE LEARNING

YOUTH CULTURE AND COMMUNIATION

work, coordinate and monitor tasks and keep
track of objectives set. Examples of project
management tools include Asana, Scoro,
Basecamp, Proofhub, etc.

4.) Video Conferencing software — if you are
responsible for a number of apprentices across a
range of workplace sites, video conferencing
software which is available on all digital devices
(PCs, laptops, smartphones) is a valuable tool to
connect with your students, conduct mentoring
sessions, host meetings, etc. Examples of video
conference software include Skype, Zoom,
GoToMeetings, WebEX, etc.

Finally, within your WBL programme it is also
worth considering introducing elements of a
‘reverse mentoring” process that involves young
employees or apprentices — the digital natives —
helping experienced managers or WBL coaches
to get to grips with digital tools and use them
for their work. The two strongest arguments in
favour of reverse mentoring as a CPD measure
is that it is simple and inexpensive, because it
uses resources that are already within the
company. The biggest hurdle is often
suppressing conventional hierarchical thinking in
that some people in more senior positions find it
difficult to be told by a young employee how to
use e.g. Facebook, WhatsApp or Zoom and to
ask questions and listen, but maybe the option
exists to integrate this approach within your
company’s WBL framework to address any
existing digital divide across the workforce.
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COMMUNICATION TooL
CROSSWORD PUZZLE

Horizontal clues Vertical clues
Name a modern video conferencing software for 1. Name a popular video sharing platform
webinar 2. How is Gen Z called?
Name the social media platform for sharing short 4. How is Gen Y called?
5

statements text only . Name a well-established video conferencing soft-
Name the instant messenging service of Facebook ware

Name the social media platform of influencers 6. Name the Google service that allows storing and
based on photos and stories sharing of data

. Name a popular instant messenging software that ~ 11. Name a digital project management tool
uses mobile phone contacts

. Name the social media messenger that deletes
messages automatically after they have been read

Find solutions on page 84
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ITS A WHOLE
NEW
GENERATION

AND A WHOLE
NEW
MILLENNIUM,

INA WHOLE NEW ERA.

HENCE GENERATION
ALPHA.

Mark McCrindle,

Demographer and social researcher
who coined the name ,,Generation Alpha"
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ARE YOU READY FOR
GENERATION ALPHA~

A new generation will soon
enter our workforce. These
children grow up in a rapidly
changing, digitalised world.
They are the future, but are
we prepared to identify the
future talents?

Have you ever thought of what you can
actively do to attract future apprentices
and employees in 5-10 years time? Companies
and vocational schools currently are dealing with
the generations Y and Z - the ones that were
born in the 80s and early 90s and the others
who were born approximately in the mid-90s till
early 2000s. We already live in fast changing
times where it seems hard to predict what will
be in five years time. Scholars and future
experts are already trying to predict possible
attributes of this new generation, even having
given it a name: The generation Alpha.

The oldest representatives of this new
generation are currently only ten years old -
these are the ones born with smartphones,
Netflix and high-speed mobile internet. In order
to attract generation alpha, three things seem to
be key:

First we need to develop an understanding of
possible key features of this generation Alpha.
What will be their main values and expectations
towards life and work? Generation Alpha is
expected to be much more immersed in
technology than previous generations. They

might have a digital footprint before they are
born and they will grow up surrounded by all
sorts of AI-driven digital technologies such as
smart devices, internet of things, autonomous

vehicles and virtual and augmented reality
applications. They will expect these technologies
to provide an excellent and seamless user
experience — applications and devices that just
work.

This new generation will also learn differently
than we did - in more visual and more
interactive ways accessing new forms of
learning and interaction that are often stated as
21st century skills or the 4 Cs. Mobile devices
like iPads will definitely play a central role in
learning and cooperation.
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PUT A FUTURE-PROOF
TALENT MANAGEMENT
SYSTEM IN PLACE NOW TO
LIVE UP TO GENERATION
ALPHA’S FUTURE
EXPECTATIONS WHEN THE
TIME HAS COME.

The Alphas will have more inclusive and
sustainable attitudes and worldviews. They grow
up with a changed climate full of natural
disasters and extremes facing the constant
threat of ecological and social collapse. At the
same time they see young people from
generations Z demonstrating for radical changes
and requesting clear and immediate action.

Secondly, we need to adjust our employer
branding strategy taking into consideration what
we found out in the first step. Employer Value
propositions will change. This generation has

GENERATION ALPHA SEEMS TO
PREPARE FROM EARLY AGE ON.

YOUTH CULTURE AND COMMUNIATION

different expectations towards life and work.
Their inclusive and ecological thinking demands
employers that live diversity and equity and
have a strong corporate sustainability strategy
and reputation in place. As heavy tech-users,
they will also expect a seamless integration of
easy-to-use (digital) technologies in their
working and learning environments.

Finally it seems necessary now to put a future-
proof talent management system (TMS) in place
which enables the whole organisation to launch
necessary changes regarding strategy, culture
and HR-processes for being capable to live up to
generation Alpha’s future expectations when
the time has come. In the near future, a modern
TMS will allow your organisation to better attract
and identify the "right Alphas" and at the same
time offer them a working and development
environment that should trigger high
performance and long-lasting professional ties.
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IDENTIFY FUTURE LEADERS
AND THEIR TALENTS

Does the trainee demonstrate
behaviours you look for in
leaders?

Does the trainee have a record
that shows long-term high per-
formance?

PERFORMANCE MANAGEMENT

Does the trainee have ambiti-
on? Is the trainee personally
ready for being treated like
talent?

Has the trainee the ability to
stretch bigger,

more complex or more advan-
ced roles?

How far is the trainee able to
go?
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"EMBRACE

BRAIN CIRCULATION
AND START

FOCUSING ON
LABOUR MOBILITY
BETWEEN

EU COUNTRIES. "

Yvonne van Hest,
Program Director Labour Market Development
Brainport Development
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GAINING INTERNATIONAL
EXPERTISE THROUGH WBL

Nothing comes without a
price. But, is it possible to
learn how companies of a
similar trade are organising
their key processes in other
countries without spending to
much resources?

he quick answer is simple: yes, of course!

One way would be to get informed online
or to join a specific seminar that introduces
international business strategies to the learners.
However, if you are working in a small, locally
active company, this may not be available for
your particular trade. Or maybe your team is
very small and it is not viable to spend days
away from work. There is a solution and
following the trend of this magazine it is all
about work-based learning, naturally.

WBL is a great way to train new employees on
the job and to obtain new talents. The exciting
international component is added as soon as
you start thinking outside the box and looking
beyond the traditional limitations of doing things
the way they were done since forever. An
accelerator of this process is learning from peers
who have a different understanding of
“tradition” as their key processes have evolved
in a different environment as yours. Their
experiences are as much valid as yours and it is
not necessary to overwrite your standards.
However, maybe some elements could be very
beneficial and get your company to the next
level! How could you tap into this potential?

TIIEEE

-

The lowest threshold approach is to offer WBL in
your company and to reach out to international
trainees as well as to national ones! There are
networks and platforms available online for free
and you can join them to find suitable personnel
in your professional field, for example on EURES
- the European Job Mobility Portal.

Hosting a foreign trainee in your company for a
short period guarantees you to experience new
challenges and to learn how the job is done in
the home country of your mentee. It is
recommended that you check the status of the
vocational education training of your trainee to
make sure they are competent - for example by
checking their ECVET credits and current EQF
level. This gives you transparent information on
how much autonomy you can expect and which
kinds of tasks your trainee is able to carry out.
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THE BENEFITS OF
INTERNSHIPS ABROAD
ARE MULTILAYERED AND
APPLY TO INDIVIDUALS
AS WELL AS THE
COMPANY ITSELF.

There is yet another way to enhance your
business by exploiting techniques from abroad.
You can choose to send your trainees abroad for
a limited period of time to work in their trade in
another EU country. They will network with the
hosting company and learn how key processes
and procedures are handled there. From
professional developments to customer support
to local products and more - your trainees will
have a lot to tell you. In many cases, a
beneficial side effect is that your trainees are
more trained in the foreign language spoken in
the host country and show massive personal

EUROPE HAS A LOT TO OFFER AND IT IS
AS DIVERSE AS IT IS COLOFUL.
TAP INTO THE POTENTIAL!

YOUTH CULTURE AND COMMUNIATION

and professional growth upon their return.

The Erasmus+ programme of the European
Commission co-funds internships abroad just like
this - they call it “mobilities”. This programme is
available for VET learners in Europe and the EU
provides lump sums for travel and
accommodation. You can either apply yourself
for a mobility project or you can do a quick
internet research if there are any organisations
in your region that are specialised on sending
and receiving interns from abroad via the
Erasmus+ programme.

There are also many accompanying documents
and guidelines that guide you, your trainees and
your potential host companies through the
process.

Opening your company to international guests
or sending your trainees abroad may seem like a
huge step at the beginning. However, the
benefits are multilayered and depend highly on
the persons involved. Maybe this experience will
help you shine in contrast to your local rivals,
maybe your trainees and employees come back
more motivated than ever or maybe, just
maybe, a sustainable network collaboration is
formed with the hosting company abroad that
enables mutual exchange, support and
appreciation.
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