Intellectual Output 1

Action-oriented and agile learning
in continuing education and training at the workplace
Overview-Report

Authors in alphabetical order
Julia Fellinger
3s Unternehmensberatung
julia.fellinger@3s.co.at
Co-authors of Chapter 4.2., based on Country Reports
Jörg Longmuss
Sustainum – Institute for Sustainable Economy Berlin
j.longmuss@sustainum.de
Derk-Jan Nijman
HAN University of Applied Sciences
Derkjan.nijman@han.nl
Stephanie von Weichs
Cognos International GmbH
svonweichs@cognos-ag.de
Stefan Wolf
Sustainum – Institute for Sustainable Economy Berlin
s.wolf@sustainum.de

The European Commission support for the production of this publication does not constitute an
endorsement of the contents which reflects the views only of the authors, and the Commission
cannot be held responsible for any use which may be made of the information contained therein.

2 of 101

Table of contents
List of abbreviations ................................................................................................................................ 6
1.

Overview ........................................................................................................................................ 8

2.

Introduction to HoWARP ............................................................................................................... 9

2.1.

Background and rationale ........................................................................................................... 9

2.2.

Methodology ............................................................................................................................... 9

2.3.

Timeframe ................................................................................................................................. 10

3.

Global developments in action-oriented and agile learning ....................................................... 11

3.1.

Historical background ................................................................................................................ 11

3.2.

Embedding the concepts ........................................................................................................... 14

3.3.

Definitions ................................................................................................................................. 17

3.4.

Action-oriented and agile learning formats .............................................................................. 17

4.

Workplace Learning in Europe .................................................................................................... 21

4.1.

CVET in European SMEs............................................................................................................. 21

4.2.

CVET Frameworks in the project countries ............................................................................... 22
The framework for CVET ................................................................................................................ 23
Main providers ............................................................................................................................... 24
Main formats ................................................................................................................................. 25
Strategies and strategic documents .............................................................................................. 27
Funding and support structures..................................................................................................... 29

4.3.

Current research and developments regarding action-oriented and agile learning ................ 31

4.4.

Starting points: Incorporating the HoWARP Principles ............................................................. 37

5.

References ................................................................................................................................... 39

Annex I: Country Report Austria ........................................................................................................... 46
List of abbreviations .............................................................................................................................. 48
1.

The framework for continuing vocational training in Austria ..................................................... 49

2.

CVET Providers............................................................................................................................. 49

3.

Learning formats.......................................................................................................................... 52

4.

Strategic documents .................................................................................................................... 53

5.

Funding of further education and training .................................................................................. 54

5.1. Funding for individuals ................................................................................................................ 54
5.2. Funding for companies ................................................................................................................ 55
5.3. Publicly funded coordination and counselling ............................................................................ 56
6.

Current research and developments regarding action-oriented and agile learning ................... 58

7.

The way forward: Where could the Howarp principles likely be applied in the long run? ......... 60

References ............................................................................................................................................. 61
3 of 101

Annex 1 – Training offer of the Austrian Construction Academy ......................................................... 63
Annex II: Country Report Germany ....................................................................................................... 67
List of abbreviations .............................................................................................................................. 70
Part I: Continuing vocational training in Germany ................................................................................ 71
Preliminary remarks ...................................................................................................................... 71
I.1 The framework of continuing vocational training in Germany ........................................................ 71
I.2 The national strategy on CVET and life long learning ...................................................................... 71
Identified key challenges ............................................................................................................... 71
Fields of action ............................................................................................................................... 72
Implementation status................................................................................................................... 72
I.3 Structure and spread of providers ................................................................................................... 73
I.4 Costs and funding opportunities ...................................................................................................... 74
Company funding........................................................................................................................... 74
Public funding ................................................................................................................................ 74
I.5 Quality assurance of continuing vocational training ........................................................................ 77
Part II: Systemic Implementation of action oriented / agile approaches in CVET ................................ 78
II.1 The most prevalent learning formats and options to incorporate action-oriented/agile learning
approaches ............................................................................................................................................ 78
Supported by corporate bodies, such as chambers of commerce. ................................................ 78
Commercial training institutions .................................................................................................... 78
Regional clusters ............................................................................................................................ 78
II.2 Current research and developments regarding action-orientation / agile learning ....................... 79
II.3 An experts view on incorporating action-oriented/agile learning approaches .............................. 79
Core aspects from the interviews .................................................................................................. 79
Some conclusions / recommendations .......................................................................................... 81
II.4 Possible starting points for Ho-WARP on action oriented / agile CVET .......................................... 81
Bibliography........................................................................................................................................... 82
Annex: Legal regulations on support of CVET (in German) ................................................................... 82
Annex III: Country Report The Netherlands .......................................................................................... 84
List of abbreviations .............................................................................................................................. 86
Part I: Continuing vocational training in the Netherlands..................................................................... 87
1.

The framework of continuing vocational training (and development) in the Netherlands ........ 87

1.1 Dutch continuing vocational training in numbers ........................................................................... 87
1.2 National policy on lifelong learning ................................................................................................. 88
1.3 Sectoral policy and embedding ....................................................................................................... 89
1.4 Organisational policy and embedding – HR/L&D ............................................................................ 90
4 of 101

2.

Stimulating lifelong learning and development: funding and other measures .......................... 91

2.1 National level ................................................................................................................................... 91
2.2 Sectoral level ................................................................................................................................... 92
2.3 Organisational level ......................................................................................................................... 93
3.

CVET Providers............................................................................................................................. 93

Part II: Systemic Implementation of action oriented / agile approaches in CVET ................................ 95
4.
Continuing vocational training in practice: current learning formats and options to incorporate
action-oriented/agile learning approaches ........................................................................................... 95
4.1 CVET in practice ............................................................................................................................... 95
4.2 Current practices of action-oriented / agile learning approaches .................................................. 95
4.3 Research and developments regarding action-oriented and agile learning ................................... 97
5.

An expert view on incorporating action-oriented / agile learning .............................................. 97

6.

Possible starting points for Ho-WARP on action-oriented / agile CVET ...................................... 98

References ........................................................................................................................................... 100

5 of 101

List of abbreviations
AK

Arbeiterkammer, Chamber of Labour, Austria

AMS

Arbeitsmarkt Service, Austrian Public Employment Agency, Austria

AZAV

Akkreditierungs- und Zulassungsverordnung Arbeitsförderung (Germany)

AZWV

Anerkennungs- und Zulassungsverordnung für Weiterbildung (Germany)

BAS

Bundesministerium für Arbeit und Soziales (Federal Ministry of Labour and Social Affairs,
Germany)

BBiG

Berufsbildungsgesetz (Vocational Training Act, Germany)

Bfi

Berufsförderungsinstitut (Institute for vocational advancement, training provider of AK,
Austria)

BIBB

Bundesinstitut für Bildung und Forschung (Federal Institute for Education and Research,
Germany)

BIM

Building Information Modelling

BMDW

Bundesministerium für Digitalisierung und Wirtschaftsstandort (Federal Ministry of
Digitalisation and Business Location, Austria)

BMBWF

Bundesministerium für Bildung, Wissenschaft und Forschung (Federal Ministry of
Education, Science and Research, Austria)

CBS

Centraal Bureau voor de Statistiek (Central Agency for Statistics in the Netherlands)

CVET

Continuing Vocational Education and Training

CVTS

European Continuing Vocational Training Survey

DIB

Deutsches Institut für Erwachsenenbildung (German Institute of Adult Education)

FH

Fachhochschule (University of Applied Sciences, Austria and Germany)

Hbo

Hoger beropesonderwijs (higher professional education – University of Applied Sciences,
the Netherlands)

HTL

Höhere Technische Lehranstalt (Secondary Vocational School, Austria)

IHK

Industrie- und Handelskammer (Chamber of Industry Commerce, Germany)

6 of 101

LFI

Ländliches Fortbildungsinstitut (Institute of Rural Further Education and Training, Austria)
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1. Overview
While activity-orientation and agile learning practices have been around for a while now, their use
for in-company training has not been sufficiently researched yet: can the combination of these
methods improve companies’ ability to adapt to an ever-increasing demand for new or updated
skills? This is the guiding question of the Erasmus+ Project HoWARP. This report marks the project’s
first Intellectual Output.
After briefly describing the background, methodology and timeframe of the project in Chapter 2,
clear definitions of the terminology are provided in Chapter 3. Chapter 4 describes the status quo of
practice-oriented and agile learning at the workplace on an international scale, while Chapter 5 will
give insight into the partner countries’ (Austria, Germany, The Netherlands) situations, providing an
overview of the further training landscape and current implementation of agile learning methods, or
a lack thereof, information which will be of use for the following steps of the project.
This report will thus:
-

describe the practices of agile and activity-oriented learning in further training at the
workplace, from the points of view of companies and the research community.
describe the environment in which agile and activity-oriented learning at the workplace may
take place, in the global and the European context.
identify examples of good practice in agile and activity-oriented learning at the workplace in
the context of the theoretical concept of agile learning at all levels. Among these are:
network structures, further training offers, legal frameworks and funding options supporting
work-based further training.
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2. Introduction to HoWARP
2.1. Background and rationale
Increasing digitalization processes in the world of work have deeply altered continuous vocational
education and training. This has effects on training coordinators and trainers, as well as employees.
Learning in a digitalised world of work, is – in contrast to earlier industrial-taylorian work processes –
not detached from work processes, but included in them. This changes the role of training
coordinators and in-company trainers toward supporting, guiding or assessing qualification
processes.1 At the same time, employees are faced with an ever-increasing amount of relevant
knowledge, which implies the continuous need to adapt and increase their competences. Continuous
training and learning opportunities therefore have to be available ‘in the very moment of need’ and
create situative efficacy.2
Companies increasing demand for continuous and dynamic competence development thus requires
company-specific offers, flexible in time and scope, which closely resemble real work situations. In an
earlier study, the following future-oriented approaches to meet this demand were identified3:
-

Action-oriented learning with the principle of "complete action", which includes planning,
preparation, implementation, result checking and evaluation as well as process reflection.
Agile approaches in further education ("agile learning") for dynamic environments with a
handling of real tasks from practice in short learning stages.

Workplace-integrated further training often requires long planning phases and internal efforts.
Action-oriented or agile further training should therefore be designed in such a way that it generates
direct benefits for the company from the very beginning, while retaining high quality of content and
didactics.
The project HoWARP thus aims to develop a practice-oriented combination of the approaches
"action-oriented learning" and "agile learning" for continuing vocational education and training.
Involving trainers and instructors as well as superiors, a focus will be on direct applicability in the
companies. Finally, HoWARP wants to create a procedural standard along which educational
institutions can orient themselves. In the longer term, various training providers will thus be able to
offer different types of workplace-integrated continuing training that will enable participants to
develop their competences in line with their specific needs.

2.2. Methodology
HoWARP is made up of 3 building blocks:
The first block, an overview study (IO1, this report) based on comparative literature review and
expert interviews gives an overview on the status quo regarding practice-orientation and agility in
further training at the workplace internationally, with a specific focus on the project countries
Austria, Germany and the Netherlands. Based on these findings, best practice examples and case

1

Dehnbostel 2019
Friedrich 2018, p.14
3
Höhne et al. 2017
2
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studies are identified and elaborated (IO2). They are carried out through site visits and accompanied
by interviews. These lay the foundations for the second block.
Block 2 will create a ‘book of methods’ for the didactic and pedagogical implementation of practiceoriented and agile learning in the workplace (IO3), and draft a framework curriculum for training
coordinators and instructions for companies, highlighting the foundations, potentials and
requirements of the approach (IO4). It will also provide a guideline for companies, explaining the
basics, potentials and requirements of the approach to management and human resources
departments. (IO5)

Block 3 will then be dedicated to the development of a course design for an exemplary pilot course
(IO6) for trainers with the technical focus on ‘Renewable Energy: Environment and Buildings’, as well
as its implementation in a learning activity. This will be summarised in a handbook on ‘practiceoriented and agile learning in the workplace’ ( IO7), which will enable companies to independently
work with, or to select external training programmes in a targeted manner, while training providers
may use the tool to internationalize their offer at the highest methodological level.

2.3. Timeframe
The project HoWARP started in September 2019 and is expected to run until August 2022. Block 1
started in October 2019 and will run until September 2020. Block 2 will start in June 2020 and run
until December 2021. Simultaneously, Block 3 will start already in April 2021 and run until the end of
the project in August 2022. The current Covid-19 pandemic has been affecting the timeframes within
the blocks, as personal meetings had to be postponed, but at the moment does not seem to
constrain the general set-up of the project.
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3. Global developments in action-oriented and agile learning
This Chapter will help to position agile learning in the context of continuous education and training
(CET) processes and in the European CET landscape, in order to reach a global definition of the
concept while leaving enough room to integrate different concepts from the partner countries.
Firstly, we give a short insight into the history and development of the two concepts. In a second
step, we try to embed them within other current concepts such as problem-based or work-based
learning.

3.1. Historical background
Action-oriented Learning
Action-oriented learning, also referred to as ‘activity-oriented’ learning, emerged in the social
sciences of the 1960ies, when ‘human action’ became the central category of aims to derive
occupational competence by conveying the needed knowledge on relevant actions. The concepts of a
theory of action in industrial and professional work are manifested specifically in the industrial
sociology and work psychology of these times4 and also in the engineering pedagogy, for example
Kolb’s approach of experiential learning.5 The idea evolved from different sources, such as the
‘reform-pedagogical’ approaches of the first half of the 20th century, or also the pedagogy of
constructivism, where learning is understood as a personal construction of meaning, which can only
be successful if there is a sufficient knowledge foundation – also referred to as ‘knowledge-based
constructivism’.6 Learning, therefore, is based on the motivation and interest of the learner, and
‘teaching’ needs to enable this process by offering orientation, instruction and help. It has been
present in the German-speaking pedagogical discourse and integrated into the dual system of
apprenticeship with accompanying vocational school education already in the past century.7 Actionoriented learning conveys both theoretical knowledge and practical skills in an integrated format, in a
problem-based and realistic process, steered by the learning individuals themselves.8 The main aim is
to create or foster the learners’ ‘capacity to act’ (Handlungsfähigkeit). The main principle of activityoriented learning is the "complete action", which includes the following stages (BIBB 2020):
1.
2.
3.
4.
5.
6.

Preparation - Informing: What should be done?
Planning: How can it be implemented?
Deciding: Which solution should be chosen?
Implementing: Carrying out the relevant steps, individually or in a team
Checking: Were the steps carried out properly and according to current standards?
Evaluating and reflecting: What could be improved in the future?

Action-orientation aims to create a balance between explicit instruction and constructive activity by
the learner. Self-organised learning is supported by dialogue within the group, steered by the
teacher, who offers information or demonstration, which can be integrated into the dialogue and
further into the process of self-organised learning.9

4

Wolf 2003, pp.12-14
Short 2019
6
Riedl 2004, p. 13, 84
7
Jenewein 2010, p.10
8
Pätzold 1992, p.2
9
Dubs 1995, p 894
5
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Agile Learning
Agile learning has its roots in Agile Project Management, which was first introduced by a group of
software engineers, who signed an ‘Agile Manifesto’10 in 2001.
The Agile Principles derived from the manifesto are as follows:11
•
•
•
•
•
•
•
•
•
•
•
•

Our highest priority is to satisfy the customer (client) through early and continuous delivery
Welcome changing requirements, even late in the development. Agile processes harness
change for the customer’s competitive advantage.
Deliver frequently, with a preference of the shorter timescale (‘sprints’)
All stakeholders must work together daily throughout the project
Build projects around motivated individuals. Give them the environment and support they
need, and trust them to get the job done.
Agile processes promote sustainable development, the stakeholders should be able to
maintain a constant pace.
Working [functioning] output is the primary measure of progress
The most efficient and effective method of conveying information to and within an
development team is face-to-face conversation
The best results emerge from self-organising teams
Continuous attention to technical excellence and good design enhances agility
Simplicity – the art of maximizing the amount of work NOT done – is essential
At regular intervals, the team reflects on how to become more effective, then tunes and
adjusts its behaviour accordingly

Graf et al (2017) apply the Agile principles for project management in software engineering to the
world of learning and present their ‘agile principles of learning’12:
•
•
•
•
•
•
•
•
•

The highest priority is successful progress in learning through swift provision of individually
useful offers
Wishes for changes are welcome, also within the course of a learning programme, because
it’s all about the ‚competitiveness‘ of the learner
Learning is continuous and reflected upon in short cycles
Learning concepts are cross-functional
Organizing ‘learning-teams’ around motivated learners. Learners get sensible surrounding
conditions but act self-determined.
The most efficient and effective method of conveying information to and within an learning
team is face-to-face conversation
Successful learning progress in day-to-day operations [Lernerfolge im operative Alltag] is the
primary measure of progress
All stakeholders should maintain a continuous progress of learning.
Continuous striving for excellence and high productivity boost progress in learning

10

https://agilemanifesto.org/
Graf et al. 2017, See also: https://projektmanagement-zentrum.ch/2019/02/11/agile-prinzipien/
12
https://www.haufe.de/personal/hr-management/agiles-lernen/agile-lernprinzipien_80_427738.html
11
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•
•
•

Simplicity – the art of maximising the amount of work NOT done – is essential
The best results emerge from self-organised learning-teams (priority for social learning)
At regular intervals, the team reflects on how to become more effective, then tunes and
adjusts its behaviour accordingly

Andy Chun was the first to apply the concept of Agile Project Management to Teaching and Learning
(‘Agile Teaching/Learning Methodology ATLM): Learners take the role of clients, teachers are the
‘actors’. ‘Sprints’ - developing new functionalities in short cycles, are replaced by a continuous
increase in skills and competences of the learners in the agile learning process. Activities of learners
and teachers are described in two intertwined circles, as visualized in figure 3.3.-1

Figure 3.1-1 Activity Cycles of Teachers and Learners in agile teaching and learning processes13
Meissner/Stenger (2014) define ‘fast and continuous feedback’, ‘self-steering’ and ‘learner-centred
implementation and design’ as the main pillars of agile learning.14
Parsons/MacCallum (2019)15 describe a possible focus of agile education as ‘an
iterative, adaptive process of student directed learning […], where students would work mostly in
pairs and self-organising teams, providing each other with constant support and feedback’, creating
a mutual learning experience. They make use of the learning format ‘stand-ups’ and retrospectives
to ensure regular learning checks and possibility for reflexion – as well as possibilities for change
whenever necessary. Learners ‘would be encouraged to develop broad skill sets and base their
learning on real-world problems. Educators would act primarily as coaches, guiding learners rather
than directing them.’
The biggest changes compared to ‘standard’ learning opportunities, according to Graf et al, are:
-

-

Responsibility and self-organisation as central elements of agile learning – the learner becomes
the client in an agile learning system, but at the same time acts as decision maker, organizer and
auditor of their own learning process. As this may pose a challenge, the role of HR or superiors
will also change towards a coaching function.
A focus on the result rather than a specified process, posing challenges to goal definition and
the measurability of learning progress.
In order to make agile learning possible, existing systems of HR development also significantly
have to change and adapt an ‘agile mindset’. An agile ‘phasing in’ through short development
cycles for prototypes is suggested by the authors, which can be tested by small groups of users
in pilots before being rolled out on a larger scale.

13

Chun 2004, p. 14
Meissner/Stenger 2014, pp. 6-7
15
Parsons/MacCallum 2019, p. 11
14
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-

Prioritising social learning is seen as a manageable first step towards a more agile organization.
Social learning may use various agile formats, which are described in chapter 3.4. below.

One of the advantages of agile learning is that new topics can be taken on board very quickly and
without the need to wait for ‘standard events’ to take place. Furthermore it is possible to add-on to
existing pre-established organisational structures and existing digital infrastructure.16

3.2. Embedding the concepts
Many of the characteristics found in action-oriented and agile learning overlap with similar concepts,
such as problem-based and work-based and experience learning.
Agile Learning as a variation of problem-based learning (PBL) and work-based learning (WBL):
Savery (2006) defines PBL as ‘an instructional (and curricular) learner-centered approach that
empowers learners to conduct research, integrate theory and practice, and apply knowledge and
skills to develop a viable solution to a defined problem. Critical to the success of the approach is the
selection of complex problems (often interdisciplinary) and a tutor who guides the learning process
and conducts a thorough debriefing at the conclusion of the learning experience.
WBL is defined by Kis (2016) as ‘Learning that takes place through some combination of observing,
undertaking, and reflecting on productive work in real workplaces. It may be paid or unpaid and
includes a diversity of arrangements’, such as:
• Structured work-based learning schemes: Forms of work-based learning that combine on-the-job
and off the-job components, with equal importance, and typically lead to a formal qualification.
Duration, learning outcomes, funding and compensation arrangements are determined through a
regulatory framework and there is typically a contract between the learner and the firm.
Apprenticeships or dual programmes are a classical example of such schemes, but other terms are
also used across countries to refer to such schemes.
• Work placements: Forms of work-based learning that usually complement formal education and
training programmes, are shorter and less regulated than formal structured work-based learning
schemes. Examples include internships, work shadowing opportunities and other work placements
used as part of school-based VET programmes.
• Informal and non-formal work-based learning: Forms of work-based learning that do not lead to a
qualification and typically lack explicit targeted learning outcomes. This includes, for example,
learning-by doing or learning from managers or co-workers.17
PBL and WBL overlap strongly, and Agile Learning, as a variation thereof, in particular introduces the
well-equipped tool box of ‘Agile Management’ into learning. It tries to convey knowledge that is
necessary for the implementation of certain tasks in complex contexts, which is one of the greatest
challenges of modern educational science in general: ‘How can I convey what is necessary, within a
limited amount of time?’
Here we want to point out that there are some ‘fundamentals’ behind the learning process,
questions such as ‘What is important to guarantee health and safety?’ ‘What are global relations - in

16
17

Höhne et al. 2017
Kis 2016, p. 7
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our case - for energy efficiency in buildings?’ need to be answered. In addition to these fundamental
aspects, knowledge is needed that "gets things going" or "makes things work". And this is best
combined with (manual) skills that are necessary in order to be able to implement something.
Agile learning in connection with experience and tacit knowledge
Tacit knowledge, a term framed by Ryle and Polanyi already in the middle of the 20th century,
describes knowledge that cannot be expressed using ‘symbolic forms of representation’18 – in
contrast to ‘explicit knowledge’, which in turn can be expressed. The concept was further developed
in the 1990ies by Nonaka and Takeuchi (‘The Knowledge-Creating Company’), with regard to learning
in organisations19. Tacit knowledge has since become ‘a key to innovation and value creation’ in
companies.20 Very often we can find such a type of knowledge as embedded knowledge of practical
experts. It can be characterised as deeply rooted in the practical experiences and the professional
behaviour of master experts, who know ‘what’ and ‘how’ to do things professionally, but with only
limited possibilities to express the knowledge verbally in an exact manner. Most experts will express
their knowledge through metaphoric description.21
Learning from experience, as well as tacit knowledge, are of central importance for agile learning, as
learners always bring their own experience and tacit knowledge to group learning experiences. The
teachers or trainers in agile learning situations should in this sense be navigators of this huge
“knowledge catalogue”, in order to enable learners to choose their personal ‘search strategies’ that
lead to a successful learning experience.
These often called ‘non-formalized categories’, should answer one question in particular: Is what I do
really new? Or is it just new to me and someone else has experienced it already? And how can I
access these experiences? And finally: What can I learn? As the basic architecture of processes can
quickly become obsolete, as we know e.g. from the IT sector, fundamental knowledge has to be
underpinned with ‘causality knowledge’ so that it becomes relevant for implementation.
Questions such as ‘Does it help to develop principles of thought and underlying models for specific
applications?’ have to be asked (E.g. what should everyone involved know about energy-efficient
buildings?)

Systemic perspective
From a systemic perspective, agile learning is more likely to be found in the context of in-company
and continuous vocational training than, for example, in school-based settings. At the level of
national education systems, tacit knowledge is also of great importance in initial VET, for example in
apprenticeship training. Apart from initial VET being out of scope for this report, the master –
apprentice concept of helping to transmit tacit knowledge, is, however, more strongly embedded in
the official training structure, and as such considered less agile.
As can also be derived from the country reports in Chapters 4.2 and 4.3 (and Annexes I-III), agile
learning is often talked about the context of in-company and vocational training because, in reality,
professional skills and knowledge often show limitations when working together in a world of strong

18

Gertler 2003
Gertler 2003, Nonaka & Krogh 2009
20
Gertler 2003
21
Neuweg 2015; Wolf 2012, pp. 33-34
19
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division of labour. This real environment is determined by rapid change processes (through
innovation, through legal norms and societal ideas etc.), so that the imparting of greatly detailed
knowledge often only leads to an ‘outdated knowledge store’ with which current problems cannot be
solved adequately.
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3.3. Definitions
In order to build a strong foundation for the HoWARP project, we define agile learning as follows:
-

short-term learning opportunities
with short but recurring learning episodes
including reflexion cycles
learning in day-to-day work situations
self-organised learning in a team
for continuous improvement of skills

Agile learning as we understand it is therefore mainly found in:
-

concrete professional training
in modern, complex, innovative and rapidly changing environments
in fields where different professions work on a larger common goal - energy-efficient buildings
are therefore certainly a good example of this.

3.4. Action-oriented and agile learning formats
While agile learning is a question of mindset and culture, there are various ways to apply agile
learning formats, a selection of which are described in this chapter. The selection of formats depends
on the learning project and objective in question. An in-depth analysis of agile learning methods will
be carried out in IO3 of the HoWARP project.
The 6 steps of the complete action (Spiral learning cycles)
One of the most well-established action-oriented learning formats in vocational education and
training are spiral learning cycles based on the ‘six steps of the complete action’22:
1.
2.
3.
4.
5.
6.

Preparation - Informing: What should be done?
Planning: How can it be implemented?
Deciding: Which solution should be chosen?
Implementing: Carrying out the relevant steps, individually or in a team
Checking: Were the steps carried out properly and according to current standards?
Evaluating and reflecting: What could be improved in the future?

The learning activity is carried out in a spiral approach: ‘learn-and-work-assignments’, based on a
real, and realistic problem from the professional field of the learner are followed by cycles of
reflection and dialogue - deepening the knowledge and the learner’s capacity to act.
The learning process is guided by an instructor or teacher, who offers information or demonstration,
which is reflected upon and can be integrated into the dialogue and further into the process of the
next cycle of self-organised learning.23
This spiral approach stems from the "zone of proximal development" which was developed by
Wygotzky, a representative of the cultural-historical school of the soviet social psychology.24

22

BIBB 2020
Dubs 1995, p 894
24
Wolf 2003, p. 13
23
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Project-based agile learning (Scrum-based agile learning)
Höhne et al (2017) developed a model of ‘agile learning for learning in the workplace’. It is based on
agile project management, especially ‚scrum‘.
The method:
Learning is done in groups, with group members defining their own individual goals. Support and
guidance regarding the process and content are provided by coaches. Experience shows that the use
of two coaches who divide their roles regarding content and didactics, has proven to be successful. If
needed, also internal and external experts should be added to the team.
The topics for learning projects are taken directly from the day-to-day work of the learning team and
are defined in cooperation with each initiator. The tasks are broken down into small ‚sprints‘. Each
sprint ends with a presentation of the (intermediary) results to the initiator. An internal phase of
reflection – on the learning and working process as well as on the results – follows. After this, new
sprints and sprint goals are defined and documented in a ‘log book’: what was successful, what do I
want to change in the future? What do I want to do in my next sprint? What is needed for that?
This method is highly scalable, adaptable and easy to ‚add-on’: It allows for qualification measures in
different scales.
Its main pillars are similar to the model described by Graf et al., but more condensed:
-

Learning based on tasks emerging from one’s own work practice
Progressing in steps, with direct application opportunities (learning – acting – improving)
Self-organised learning, and learning in teams
Support from coaches, guided reflexion on the actions taken
Regular approval of results by the initiator (Auftraggeberin)

Roles in scrum-based agile learning are:
Initiator: Based on the role of ‚product owner‘ in software development, the initiator analyses the
future needs of competence development with their superiors
Defines individual learning goals in the work context, including a switch between learning and
working phases (based on a ‚learn – test – adjust‘ cycle)
Attaining application-oriented methods, social and communication competences using already
existing technical and media infrastructure of the company
Team: The team sets their individual development goals and divides them into ‚sprints‘, working
collaboratively and supported by digital solutions
Continuously reflects on their learning progress within the group
Develops personal, social and professional competences in parallel
Coach: The role of coaches is based on the scrum role of ‚scrum master‘. They:
-

provide support regarding content of the learning project, didactics and methodology.
moderate the process and lead the reflection sessions
support the development of learning goals
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-

include, whenever needed, external experts

It is essential for the success of a scrum-based agile learning project to include the organisational
environment. Whenever needed, important stakeholders are included into the process in order to
guarantee seamless integration of individual learning pathways with the goals of the organization.
The time allocated to agile learning projects may differ depending on the topics and the time budget
available for each team member.
Höhne et al. focus on learning projects integrated into the regular workflow, and therefore suggest a
minimum time frame of 2 months. According to their definition, classic formats of continuous
learning (e.g. standardised seminars or study programmes) are not up to speed with the dynamic
technological developments of many branches of the economy. Agile learning, in their
understanding, puts a focus on competence-oriented learning within the work process, and is based
on the concrete demand of the target group.
Thus the ‘learning team’ learns from real tasks in the actual company environment and can directly
make use of results and findings. This in turn increases motivation and applicability of the learnt
material and minimizes ‘transfer loss’ of complex issues.
Graf et al define agile learning formats more broadly, including a number of other formats of agile
learning, such as:25
Brown Bag Meeting (Brown Bag Lunch, Lunch and Learn)
Knowledge transfer within a team or a company through verbal exchange with colleagues. It should
last for one hour around lunchtime – theoretically participants can bring their lunch – in a brown bag.
One employee presents their work or teaches about a specific topic, which is followed by a
discussion. The format works best with a participant number of 10 to 30.
FedEx (ShipIt) Day
Within 24 hours, employees work on a specific topic, without being disrupted by their regular work
tasks. The project may be relevant for the organization itself or for a customer. Results are presented
after 24 hours.
Hackathon
This ‘hack marathon’ originally stems from the IT sector but the idea has spread to other areas: over
the course of 24 to 48 hours, participants – often from different fields of work – meet to develop
their projects together, finding creative solutions or new ideas.
Just in time teaching (JiTT)26
JiTT is characterized by the use of digital media, regular periods of reflexion and formative
assessment. Learners are prepared for times of individual learning with learning materials and
comprehension tasks (formative assessment) with a tailored lecture. Learners with heterogeneous
backgrounds can learn independently and the way which suits them best. It helps to increase
individual success in learning,

25
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Graf 2019
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Lean Coffee
A method for open knowledge exchange between colleagues in small groups, structured in a similar
way as ‘world café’ but without a pre-defined agenda. Lean Coffee events are open to everyone
interested, but groups should not become too big. Topics are collected and prioritized by the group
at the beginning of the meeting. All participants start discussing the most important topic for a predefined time. At the end of this time slot, participants decide – by show of hands – whether they
want to keep discussing the topic or move on to the next one. Usually Lean Coffee sessions last for
up to two hours and are public – anyone interested may sign up.
Micro Learning (learning nuggets)
Learning in short sessions, ‘learning nuggets’ are integrated into the work process of learners. They
usually last between 3 and 15 minutes, and are especially well-suited for updating or refreshing
existing knowledge. They can be accessed individually – often they come in the shape of short
podcasts or descriptive videos. Micro learning is also used to prepare or finish formal courses, e.g. by
the use of short information sessions or sample exam questions.
Rotation Days
Rotation days are used to distribute knowledge in companies, and to strengthen the company’s
network. Usually 5 teams from different departments participate, with 3 to 5 members per team.
Once a month, a team takes in a member from a different team, where they are fully integrated into
the everyday work. At the end of the day, experiences and learning results are documented. Rotation
days may prevent ‘silo thinking’ and are a format commonly used in agile enterprises.
Ted Talks and Ted Conferences
Thinkers, Doers and artists come together at international Ted Conferences, and share their ideas,
thoughts and visions in front of a selected audience. A Ted talk may last a maximum of 18 minutes
and are a mix of numbers, data, facts regarding a specific topic, combined with personal stories by
the presenter, in order to invoke inspiration in the audience. Few but high quality visual aids may be
used during these talks. The platform www.ted.com shares all Ted talks and is administered by a nonprofit organization with the aim to spread new ideas.
Working out Loud (WOL)27
A peer support group of 3 to 5 members meets in so-called ‘circles’ over the course of 12 weeks.
They exchange knowledge in order to learn from each other. The regular meetings can take place
personally or virtually, for one hour per week. They collaborate to work on their individual goals,
answering 3 crucial questions:
- What is my goal?
– Who can help me reach it?
– What can I offer to the others in order to deepen our relationship?
The idea behind WOL is to make the individual’s knowledge and work visible so that everyone can
profit. The meetings are structured by ‘circle guides’, developed by WOL founder John Stepper which
are publicly available.
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4. Workplace Learning in Europe
This chapter focuses on continuous learning at the workplace in Europe, with a special view on agile
learning. It describes current European research on continuous learning at the workplace and
summarizes the input gathered in the three country reports for Austria, Germany and the
Netherlands through literature review and expert interviews. It describes the current status of
continuous education and training, with a view to the implementation or possible application of
action-oriented and agile learning in the three project countries. For each country, we give an
overview of CVET at system level, e.g. legislation on further education and training, and strategic
documents such as national LLL strategies. We also describe recent research done in the field, and
identify possible ways to implement the future HoWARP process at country level.

4.1. CVET in European SMEs
In the European Union, the vast majority of companies (98%, representing two thirds of all
employees) are SMEs, i.e. companies with fewer than 250 employees.28 In this main type of company
in Europe, non-formal and informal forms of learning are predominant, and fewer formal learning
tools are used than in larger companies.29 The most prevalent of the training modes in SMEs are onthe-job training and self-directed learning.30
Europe-wide, the biggest source of information regarding further learning at the workplace is the
Continuing Vocational Training Survey (CVTS), which analyses trends in further training in the
European Member States and Norway every five years. The most recent analysis is based the 2015
survey (CVTS5).
According to the CVTS 5, continuing vocational training is increasing in EU enterprises:31 while only
55.6 % of companies provided some kind of CVET in 2005, already more than 70 % offered it in 2015.
In the construction sector, which will be the special focus of HoWARP, only 40 % of enterprises
offered CVET courses or other forms of CVET in 2005.32
Compared to results from 1999, workplace learning as well as self-regulated learning and learning
and quality circles have increased in importance among European companies, while ‘information
only’ events have slightly decreased in importance. This can be interpreted as a growing openness to
more agile forms of learning.33
A Cedefop study on in-company training34 identifies three major country groups in Europe with
regard to the amount of training in SMEs35:
-

Southern and Eastern European countries such as Bulgaria, Croatia, Greece, Hungary, Italy,
Lithuania, Poland with a low amount of training companies and little investment in training;
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-

Central and Northern European countries such as Austria, Denmark, Germany, Luxembourg,
the Netherlands, Slovenia, Portugal and Sweden with a lot of training and investment in it;
A diverse group (Czech Republic, Estonia, Spain) with a high proportion of enterprises with
active training offers, but limited or low-cost training activity.

Active company support for employee training can have an influence on the number of participants
in this training36. Around one third of the companies also specifically support in-company trainers,
usually by certifying their training skills.37
Legal regulations of work and competence training at national level also affect training practices in
companies. In the EU this mainly takes the form of training obligations for employees, often in the
form of incentives such as the Danish flexicurity model or e.g. sabbaticals. Rarely does it exist in the
form of individual rights to training, as for example in France with the 'compte personel de
formation' (CPF)38 - a personal training account, which provides employees - but also job seekers with a financial framework for training and further education.39
An example of regulations at the subject- or sectoral level are minimum standards for workplace
health and safety, which require companies to train their employees accordingly. The number of such
regulations varies from sector to sector: in the automotive, hotel and food sector they are generally
the highest, in the construction and ICT sector the lowest. Regulations such as those in workplace
health and safety have a significant influence on training in companies and can be catalysts for the
emergence of 'in-company trainers'.40
Sectoral actors and professional associations have proven to be most effective in supporting the
continuous professional development of in-company trainers due to their contextual knowledge.
They also play a central role, e.g. by developing their own training and qualification formats.41
Examples of sectoral initiatives are the Belgian sectoral training fund services sector (Horeca
vorming) providing financial support and offering courses for trainers of trainers or the SME Training
program by the Portuguese Business Association and the Chamber of Commerce and Industry42.
European trainer networks such as the Italian Association of Trainers (Associazione Italiana
Formatori, AIF) or the Belgian learning network (lerend netwerk) – supported by the VOV - Lights on
Learning - project can also have some effect on further training by promoting learning processes and
the exchange of information between trainers.43

4.2. CVET Frameworks in the project countries
This chapter is based on the three individual country reports for Austria, Germany and The
Netherlands and introduces existing CVET frameworks in the project countries: CVET providers, most
common learning formats, existing strategic documents and funding.

36

E.g. Mytzek-Zühlke 2007
Cedefop 2015, p.41: one third of the companies surveyed
38
As of 2014, the CPF has replaced the DIF - le compte personnel de formation (Eurofound 2019)
39
Cedefop 2015, p. 85, see also other models of individual learning accounts: OECD 2019
40
Cedefop 2015, pp. 89-90
41
Ibid, pp. 95-96
42
Cedefop 2015, p 96
43
Cedefop 2015, p. 98
37

22 of 101

The framework for CVET
As described in the previous chapter, all three project countries show a relatively high share of CVET
activities.
According to data from the European survey CVTS 2015, 88% of Austrian companies with 10 or more
employees encourage their staff to take part in CVET activities. The prevalence of further education
and training offers increases in correlation to company size: 99 % of companies with more than 250
employees tend to further train at least some of their staff. On average, 45% of all employees
participate in training courses – ranging from 35% in smaller companies to 55% in the biggest
companies. In the construction sector, an average of 37% of employees attended further training in
2015.
In Germany, in 2016 there were 50 per cent of all adults active in continuing education and training44.
When considering the total number of all continuing education activities, 91% of all continuing training
courses have a work-related and professional context 45.
The Federal Institute for Vocational Education and Training (BIBB) basically differentiates between:
•
•

Advancement training, which should expand the professional ability to act and enable a career
advancement as well
Adaptation training that maintains existing professional skills and should adapt to new
developments in the work environment (e.g. digitalization)46.

Vocational further training as a central area of continuing education should therefore make it possible
to maintain professional skills, knowledge and abilities and to adapt to new developments or to expand
and advance professionally.
In the Netherlands, about 85% of all companies with more than 10 employees had at least one
employee take part in organised vocational training activities. On average, 41% of all employees in
these companies took part in at least one training activity in 2015 – 37% of all female employees, and
45% of all male employees. 50% of all companies within the construction sector had one or more
employees take part in training activities in 2015.
Dutch participation in training activities does seem to relate to company size, age, gender and
education level47. Participation rates in lifelong learning gradually decline as people age. People
between the ages of 55 and 64 are significantly less likely to participate in formal and non-formal
learning compared to other age groups. However, compared to 2007 and 2011, their participation
has increased significantly. Older workers' participation in lifelong learning is expected to increase
further in the coming years as a result of the higher retirement age.
Participation in lifelong learning is different for each level of education, but increases as the level of
education increases. In 2016, only 36% of low-skilled workers participated in lifelong learning,
compared to 80% of highly skilled workers. Differences in the type of work of lower and higher
educated people explain the differences in participation. Many highly educated workers, such as
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accountants, architects, or notaries, perform tasks that are not routine, change regularly or require
mandatory training.

Main providers
The number of CVET providers differs greatly among the partner countries: a study on private
providers in the Netherlands showed there were approximately 14,400 private vocational training
providers in 2017, while there were only around 1,800 institutions offering CVET in Austria in 201648,
where most CVET is provided through the relatively big (and decentralised) training institutions of
the social partners. Germany’s number of CVET providers ranges in between the two extremes: the
highest number of providers can be found in North Rhine-Westphalia (approx. 3,400), followed by
Bavaria (approx. 2,550) and Baden-Württemberg (approx. 2,500)49.
In Austria, education and training providers of employer representatives (such as WIFI, LFI,
Bauakademie50), play the biggest role in external further training, with 46% of companies training
their staff in one of their courses, followed by private training providers (41%) and private
companies, which are not mainly training providers (e.g. producers, suppliers, partner companies, …).
23% of trainings were provided by public adult training institutions such as ‘VHS’. 7-8% of courses
were provided by employee organisations or formal education and training providers such as
schools, universities or universities of applied sciences.51 For the construction sector, Bauakademie
Österreich (Construction Academy), is the most relevant provider of initial as well as formal and nonformal continuous education and training. It was founded by the social partners in 2002 , in order to
carry out the tasks of further vocational training efficiently and uniformly.52
The provider landscape in Germany is different, with a much lesser role of employee representatives’
training providers. Most common are private education providers (41.3%), followed by adult education
centers (23.5%). Only on third place are institutions of an association (7.5%). All other provider types
(e.g. trainers and coaches) share below 4 percent53.
In Germany, based on the size of the provider, 77% of the training institutes conduct up to 10,000
lessons per year. A third of the providers do less than 1,000 teaching hours per year and can be
classified as "small". Approximately 23% of the providers with more than 10,001 lessons are among
the “larger” institutions54. In the construction sector, the big building companies often have their
own ‘academies’. The main market for further education at the vocational level are thus the smaller
companies, often with less than ten employees. Further education is often carried out by freelance
instructors that are difficult to control. Further education is, at least in the German building industry,
a supply driven market. I.e. that there is no organised way to inform institutions of further education
about the needs of industry. These have to figure out what might be wished from companies.
Despite a high diversity of CVET providers in the Netherlands, the market is dominated by private
commercial providers, accounting for probably 90% to 95% of the training programs55. CVTS data
48
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from 2015 show that 67% of companies that had employees take part in external training programs
exclusively or partly chose private training companies, followed by 25% that chose suppliers and/or
parent and subsidiary companies. 23% chose a (public) regional institution for secondary vocational
education (mbo), 17% chose a university or a university of applied sciences (hbo)5657. Other training
providing organisations consisted of learning & development funds (5% to 7%), and other instances
(23% to 28%).
Hence, while public educational institutes also offer training opportunities, this is only a small part of
the market. Universities of applied sciences – such as HAN university of applied sciences - have not
sufficiently responded to the increasing demand for highly trained personnel who can respond
quickly to the changing labour market and - with this - a demand-oriented supply of post-initial
education. Recently introduced flexibility experiments and demand-financing-experiments are meant
to improve the offering of training for the labour force. Some universities have organised their postinitial training offer in separate (commercial) institutes.
For the Netherlands, one of the important providers regarding the HoWARP project is the
Sustainable Electrical Energy Centre of Expertise (SEECE). It helps to educate more and better trained
engineers with a thorough understanding of renewable electric energy. SEECE is one of 26 centres of
expertise in the Netherlands that aims to enhance the quality of technical education at the Bachelors
level. Entrepreneurs, scientists, governments, lecturers and students form public-private
partnerships that seek alignment with the regional knowledge infrastructure. These centres
contribute to both student recruitment and innovation processes.

Main formats
In Austria, training courses are undertaken during paid working hours and are at least partly funded
by companies. On average, 50% of further training is conducted internally, and 50% is carried out by
external providers. The two are not exclusive, however, with 82% of companies offering both inhouse and external CVET courses to their staff. Smaller companies tend to have less in-house training
(39% of further training hours) than bigger companies (55%). In the construction sector, an average
of 40% of training hours are conducted internally and 60% externally. 80% of the companies also
offer other forms of company-related CVET, such as participation in conventions, conferences,
workshops and trade fairs, one-to-one training on the job, or participation in learning and quality
circles.58
The education and training courses’ content and structure are designed by the institutes themselves,
and strongly geared towards the labour market and participants’ needs. Teaching is usually very
practice-oriented: trainers usually have years of practical experience, and course content intends to
include participants’ real working-life situations, which are included through e.g. discussion rounds or
during project work or in papers. Access requirements and assessment standards are set by the
providers themselves. For most vocationally oriented training, relevant professional experience is
usually a prerequisite. The institutes’ offers differ in duration, mainly depending on the subject and
the respective educational goal or qualification to be attained. Some courses are one-day events,
while others can last several semesters and are usually designed as a ‘part-time’ training next to the
job, with classes held in the evenings and on weekends.
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The most recent comparative survey dates back to 2015 and is thus not entirely up to date regarding
most prevalent learning formats. However, interviews suggest that a similar pattern persists. In 2015,
80% of surveyed companies offered other forms of further training than courses – most often in
addition to these. The most relevant additional form of further training was external: the attendance
at conferences, workshops, fairs, or informative events (supported by 65% of companies).
Further training allowing for more agile adaptation, such as on-the-job training, was used by 50% of
the companies. 26% of companies also made use of learning and quality circles to encourage their
staff to learn from each other or together. 22% of the companies applied self-directed learning, e.g.
through e-learning – with high sector-specific variations, and 17% used job-rotations within the
company or exchange programmes with other companies. All these measures were more often used
in bigger companies than in smaller ones.
Regarding the anticipation of skills needs within the company, around 50% of companies claim to
regularly analyse their training needs, almost 70% of them, however, in a rather unstructured and
irregular manner. On average, 48% of companies specified a person responsible for organizing
further training within the company. Numbers were again significantly higher for the biggest
companies (87%).59
In Germany, the vast majority of CVET approaches are offered in courses in seminar form and are
also demanded in that form by companies. Work-integrated but nevertheless intentional learning
processes and the corresponding settings are hardly to be found in the reality of companies. Action
orientation is established as an approach in vocational education and training and is an integral part
of both university teaching, where it is known as Problem Based Learning - PBL, and the training of
industrial trainers. This does not mean that it is always a part of in-company practice but, at least in
initial vocational training, it is conceptually nothing new and is very familiar to the teaching staff at
vocational schools in particular. This has not yet been the case in continuing vocational training.
Agile approaches in further education and also in education in general are in no way established. For
all forms of continuing vocational training, it can be said that agile approaches do not occur, at least
not under this term.
For the Netherlands, research among private providers of vocational training indicates (direct)
contact education to be the most popular form of (non-)formal learning, with a market share of 39%
in 201760. This does, however, show a decrease of market share of 7% as compared to 2014, while
the market share of distance learning has risen from 8% in 2014 to 12% in 2017. Another trend is the
increase in combined (blended) forms of training in the market. This type of education accounted for
15% in 2010, 20% in 2014, and 24% in 2017.
Short courses with a duration of up to five days gained market share between 2014 and 2017. More
than half of the courses are completed in this category. One-day courses in particular show a sharp
increase in 2017, compared to 2014. The market share of multi-year programs remained constant at
9.9%. The type of training that private trainers offer is changing. Especially the share of MBO and
HBO courses drops. In 2010, 18 percent of the courses still fell into this category. In 2017, 8 percent
of the courses aimed at a legally recognized MBO or HBO diploma. This was in 2014 percentage still
14 percent. On the other hand, the share of courses aimed at sectors professional certificates
59
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increased from 31 percent in 2014 to 34 percent in 2017. In 2010, 26 fell percent of courses in this
category.
Construction and technology were the most important directions of secondary vocational education
and higher professional education offered by private providers in 2017.

Strategies and strategic documents
In Austria, there is a balanced representation of employer and employee interest in Life-long learning
(LLL)61. However, Austria does not have a national CVET or further learning strategy. There is still a
lack of a systemic approach where multiple stakeholders would follow a shared and long-term vision
of a coherent adult education system.62
As a step towards more coherence, a strategy for supporting lifelong learning was published in 2011.
The ‘LLL:2020 – Strategy for life-accompanying learning’63 is based on 4 grounding principles:
- Gender and Diversity
- Equal opportunities and social mobility
- Quality and sustainability
- Performance and innovation
While it does not directly mention action-orientation or agility, performance and innovation leave
room for interpretation. The strategy also describes five focus points:
- Orientation towards phases of life (‘Lebensphasenorientierung’)
- Putting learners in the centre
- Lifelong Guidance
- Competence Orientation
- Supporting participation in lifelong learning
Especially the focus points of ‘putting learnings in the centre’ and ‘competence orientation’ are
directly yin line with action-oriented and agile learning.
Germany, in contrast, has a ‘National Continuing Education Strategy’, published in June 2019 and
prepared with the participation of the relevant federal ministries, the Conference of Ministers of
Education and Cultural Affairs (representatives of the Länder), the Federal Employment Agency and
the social partners. Its key message is: “Responsibility for continuing vocational training in
enterprises lies primarily with the enterprises.”
Key challenges identified are:
1. Change in industry and services due to digitalization and changing value chains
→ Further training of the workforce
2. Demographic change and the challenge of skill shortages (in certain sectors)
→ Further training and recognition of non-formally acquired competences
3. Changes in occupations and activities due to accelerated technological change
→ new job profiles and contents, better tailoring of further training
There are 10 fields of action:
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1. support the transparency of continuing education opportunities and offers
2. close funding gaps, create new incentives, adapt existing funding systems
3. network lifelong training guidance throughout the country and strengthen qualification
guidance, especially for small and medium-sized enterprises
4. strengthen the responsibility of the social partners
5. review and strengthen the quality and quality assessment of training provision
6. making visible and recognising acquired competences of employees in vocational training
7. develop training qualifications and training courses
8. strategically develop educational institutions as competence centres for continuing vocational
training
9. strengthen the staff in further education and qualify them for the digital change
10. strengthen strategic foresight and optimise training statistics
In a number of fields of action, hardly any of the above-mentioned impulses have yet been
implemented (e.g. transparency), others take up initiatives that already existed before, and yet
others are handed over in full to the companies / social partners (especially field of action 4), and
otherwise it is often said that ideas should be "tested". Direct support for our approaches cannot be
deduced from this, but the National Strategy for Continuing Education also identifies some areas that
we consider to be connectable. Particularly interesting in the HoWARP context is the field of action 7
"Developing further training qualifications and further training offers". From this, training
cooperation could be derived, in which personalised, workplace-integrated learning offers are
organised in a bundled manner. Field of action 9, "Strengthening personnel in continuing training and
qualifying them for digital change" is also of interest. In the context of this issue, the Federal Institute
for Vocational Education and Training (BIBB) has issued a national call for proposals entitled "INVITE
(Digital Platforms for Continuing Vocational Training)". However, we have not been able to find out
anything else so far.

In the Netherlands, lifelong learning has been on the policy agenda since the 1970’s64. However, the
Dutch national Social Economic Council (SER)has characterized government policy as a "yo-yo" in the
recent period, with sometimes intensive and sometimes no attention at all for LLL. It has been
argued for a good connection between informal learning processes and formal training65: this
requires a new institutional structure for post-initial learning, in which the division of responsibilities,
tasks and rights is redrawn in the employee-employer-government-education quadrangle.
The Dutch government currently indicates to stimulate adult education for several reasons66:
-

-

The labour market is changing rapidly. Old professions disappear and new ones take their
place (e.g. app development, robotics, nanotechnology)
International competition is increasing, making parts of the workforce redundant. Hence,
being able to switch professions and trades has become increasingly important to be sure of
work.
Society is becoming more complicated. That is why it is important for everyone to be good at
using language, arithmetic and computers.
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It has been argued that formal training is just a small part of lifelong learning. Several researchers67
68
point to the great importance of informal learning in the workplace; employees indicate that they
spend around 35% of their working time on instructive activities, considerably more than
participation in formal training. Informal learning therefore also seems to be much more important
for human capital and business development than formal training69. Similarly, SER and the Education
Council recently indicated that informal learning is at least as important as forms of formal learning.
Despite these facts, the Dutch government has tried to encourage courses (in particular by means of
fiscal advantages). These attempts have not been very effective, however; there is no significant
growth in participation in formal training activities70.
The SER formulates three clusters of recommendations:
-

strengthening the infrastructure,
support for learning needs and
the formation of a learning culture.

The SER advises two instruments to support the learning question: the drawing right and the
development account. The development of a drawing right is advised to make it clear to all workers
what personal (funded) training opportunities are available – every citizen who has left initial
education without bachelor or master degree has a right on post-initial education funded by the
government.
Regarding LLL policy content, measures are linked - both as an objective and as a measure of success
- to participation in formal training, informal learning has long been left out of consideration. In
recent policy-making, more attention has been paid to informal learning and to learning as an
innovative force. At the same time, this is often linked to participation in formal training and
certification, for example in the form of shortening the duration of training by acknowledging
acquired competences. A lot of policy development is in line with the government's decentralization
policy observable at regional level: both provinces and (larger) municipalities initiate lifelong learning
programs, both in the context of risk groups (early school leavers, job seekers) and in the context of
regional economic innovation and development.

Funding and support structures71
In all three project countries, companies are the main responsible when it comes to paying the cost
of further training. According to internal reports by key providers of further education, course
participants covering the fees on their own represent a minority.72 The vast majority of lifelong
learning activities in the Netherlands is not funded by the government (85% in 2016). In 2015, an
average of 1,365 € was spent on each employee who received training in Austria, a slightly smaller
amount was spent in the Netherlands (1,000 €).73
In Germany, according to studies by the Federal Ministry of Education and Research, only 25% of
participants in further training pay the costs of their further vocational training themselves. Of the
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other 75%, employers pay all or part of the costs in 78% of cases74. However, in all three countries
there are occasionally regulations for the employee's repayment of money if the employee terminates
the employment relationship. Such ‘repayment clauses’ often indirectly limit the employee's right to
change jobs for years.75
Nevertheless, several funding opportunities and support structures for individuals as well as for
companies exist. In the Netherlands, for example, almost one fifth of all companies received
subsidies or other contributions for the funding courses and other company training. Almost three
quarters of these companies received a contribution from a training fund. Training funds are partly
funded by the companies themselves. More than a fifth of all companies contributed to a collective
or other training fund in 2015. It is used relatively often by small and medium-sized enterprises.
Tax incentive systems also play a major role in supporting company-based CVET in Austria, Germany
and the Netherlands. Employees and employers have various options to claim CVET expenses as tax
exempt. 76 In Austria, for example, expenses and costs for CVET, if relevant for the exercised
occupation, can be written off from taxes as business expenses (employers and self-employed) or
advertising expenses (employees).77
Further public funding opportunities are offered by the federal and regional governments in
Germany and Austria, as well as on municipal level, in form of direct financial support (e.g. education
vouchers78) or indirect support (e.g. educational leave)79. For individuals, regional governments and
municipalities mainly apply ‘demand-driven funding instruments’, such as education vouchers or
educational accounts.80 Social partners also provide funds to support their respective clients’ CVET,
using similar instruments (e.g. education voucher of the Chambers of Labour – ‘AK
Bildungsgutschein’81). The individual funding options for each country are outlined in detail in the
respective country reports, Annexes I-III.
In addition to direct or indirect financial incentives for further training, there are important other
forms of support for companies, which take the form of facilitation of coordination or counselling.
Noteworthy institutional formats in this respect are the services provided by regional clusters and
training consortia in Austria, and the ‘Learning and Development Funds’, sector plans and ‘top
sectors’ in the Netherlands.
One of the main aims of regional clusters is to strengthen the competitiveness of their members,
through innovation and research activities, including platforms for exchange and further training
activities. The Lower Austrian business agency ecoplus has, for example, established a number of
sectoral and cross-sectoral clusters to support businesses, one of which (construction, energy and
environment) will be hosting this project’s pilot programme for agile learning within their newest
edition of BIM workshops. In Austria, regional clusters are supported by regional business agencies
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and the Austrian Economic Chamber82. In Germany, such clusters are ‘few and far between’, and will
thus not play a major role for the implementation of HoWARP.
In several Austrian provinces, regional governments have put in place a system to support SMEs in
their efforts to train their employees, through supporting consulting and setting up of consortia for
further training. The idea of these training consortia assumes that SMEs often lack time and
resources to define and/or carry out continuous vocational training for their staff. They thus try to
match common interests or training needs of small companies.
In the Netherlands, at sector level, ‘Learning & Development Funds’ are usually created by employer
and employee organizations in a particular industry, among others to contribute financially to the
training of employees in their industry. They are filled with contributions from affiliated companies,
agreements on this are made in collective labour agreements. The social partners within a sector
manage the fund. Employers can rely on the resources managed by these funds. Some L&D funds
offer courses themselves, or develop training projects for the industry. All L&D funds employ career
counselors who can assist in education and training programs for employees.
Another sector-level initiative in the Netherlands are ‘sector plans’: drawn up and implemented by
partners in a sector or region: employers, employees, learning & development funds and possible
other partners such as vocational education, and province or municipalities. They involve cofinancing: the central government pays part of the costs of the plans and the rest (at least half) is
paid from a personal contribution by the partners in the sector plans. Most of the money goes to
training, guiding dismissed employees to other work and extra apprenticeships for young people. The
plans are written for both employers and employees, measures of a sector plan concern, for
example, re- or upskilling, job-creation for youth or older workers, or innovative projects.
Another Dutch initiative to support further education and training are the so-called ‘Top sectors’:
areas in which Dutch business and research centers excel internationally. In 9 top sectors,
companies, researchers, governments, and social organizations work together to keep innovating
with well-trained people. Every top sector has a Human Capital Agenda (human knowledge and
skills). These agendas focus on developing employees and attracting talented new employees. It is
based on optimal cooperation between vocational and higher education, the business community
and research institutions. To this end, the top sectors developed the concept of the Learning
Community: the place where people can develop and innovations are put into practice faster. In this
way, students get to know the latest developments in their field and ideally develop the skills for
future professions. Professionals have easy access to training and can thus develop further83.

4.3. Current research and developments regarding action-oriented and agile
learning
This chapter analyses current developments regarding research and implementation of actionoriented and agile learning in the project countries, and tries to lead the way forward, showing
where the HoWARP principles are most likely to be implemented in the long run.
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Developments in the education and research sector
In Germany, in the building industry - among others – IVET (training programmes for apprentices)
have incorporated the action-oriented approach and the principle of complete action (Prinzip der
vollständigen Handlung). The steps ‘information, planning, deciding, implementation, review and
evaluation of the process’ (see graphic) are mandatory. In big companies the instructors are usually
strictly obliged to implement them, in public training centres the instructors are less controlled, but
will follow these principles in general, too. However, in small companies and in particular in
craftsman’s workshops this is not always the case.

In Austria, action- or activity-orientation in its wider understanding is directly integrated into the
Austrian education system through the prevalence of the ‘dual system’ in Initial Vocational Education
and Training (IVET), as well as the newer concept of dual studies in Higher Education. However,
unlike Germany, the concept of the ‘complete action’ does not form part of every official training
regulation, and initial vocational education in Austria is more diversified than in Germany. The
current understanding of learning at the workplace is grounded in the ‘three step model’ (showing –
reenacting – practicing), but increasingly complex. The concept of the ‘complete action’ is only one of
the models used, others include ‘self-regulated learning based on the analysis of tasks’. The content
of training regulations is negotiated between the social partners and in practice relies very much on
the capacities of the employers.84
Agile learning in the narrower interpretation is currently not embedded at system level. More widely,
the need for re-accreditation of Universities of Applied Sciences may be understood as ‘agile
reactions’ to trends in teaching and learning.
Also in Germany, CVET provides less room for agility or action-orientation at system level: There are
a number of subjects where learners have to know the content by heart, e.g. fire prevention,
workplace security etc. In these cases the course will consist only of lecturing or reading instructions
84
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with a written examination. There are also many courses (“certificate courses”) where form and
content of the examination are prescribed by associations or governmental institutions. In these
courses the teaching form follows the requirements of the examination: If no problem solving is
required, it will not be taught. In some cases, certain certificates are required to be allowed to
execute a certain task or to use a certain machine, even if they have not been defined or issued by a
governmental institution, but by an association of companies. If a certificate requires mastering a
task, then the courses do have practical phases, where each participant e.g. has to successfully
handle a machine and would thus provide room for action-orientation, but only to a limited extent.
Research on action-orientation and agile learning can be found in the public as well as the private
sector.
In Austria, agile learning is currently a part of study programmes for Human Resources development,
for example at the University of Applied Sciences Burgenland. Recently, a study on microlearning in
Austrian enterprises was carried out – the results are currently in printing. The same university also
holds a lecture on ‘Lifelong Learning’ which touches upon agile learning and agile methods. In the
course of the lecture, students have to prepare a ‘learning concept’ based on the principles of agile
learning, and ideally implement it in their companies.
The University of Vienna offers a postgraduate course on action-oriented HR-, team-, and
organizational development (‘Handlungsorientierte Personal- Team und Organisationsentwicklung
nach IOA‘) and the University of Pedagogy Vienna (Pädagogische Hochschule) offers various concepts
for application in everyday teaching, for different levels of education and various subjects (reading,
talking, Mathematics)
In the Netherlands, Research on action-oriented and agile learning can be found at research focused
universities, UAS and private research organisations. Several Universities have a research chair in the
field of lifelong learning or learning and innovation, in some cases also integrated/included in chairs
on work and organisational psychology, educational sciences or business administration. Some
universities and UAS are also offering master's programs in the field of learning and innovation, and
HAN university of applied sciences has a specific bachelor program on Learning & Development in
organisations. In general, students who follow these programs also have to do (graduation) research,
thus leading to a significant amount of both fundamental and practice-oriented research into
learning and development – often not published, however. Earlier mentioned sectoral learning &
development funds sometimes conduct research in cooperation with universities of commercial
research institutes.
HR and L&D functions in organisations (internationally) are working on all fronts to close, for
example, the digital talent gap. They do so by developing shorter, just in-time learning, improving
user experience of (learning/training) programs, and adopting new learning technologies and
platforms. HR/L&D are still struggling, however; only about half of the respondents in a recent
McKinsey survey said that learning functions in their organisation enables their company to meet
strategic objectives85.
Developments in the private sector
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Continuous Education and Training are not highly regulated in Austria, there is thus no legal
emphasis on action-orientation or agile learning. However, from a macro-perspective, agile elements
can be found in forms of cooperation for the purpose of training between public and private actors,
such as in regional clusters and training cooperation described above.
At company level, according to lecturer Heinz Herczeg, agile thinking and agile learning can mainly be
found in IT companies, the sector in which the concept was originally applied. However, more
recently also other sectors are opening up to agile concepts. Herzceg differentiates between the
concept of agility for learning on the one hand, and the use of agile methods on the other. The best
use of methods, according to him, is always based on the prevalent culture of the company in which
a learning project is set. Company representatives interviewed often state that agile and actionoriented principles are applied, but not declared as such.
According to HR-expert Heinz Stahl, staff development already starts with the ‘onboarding-process’,
where mentoring has proved to be a useful tool for employee retention. Later on, learning from
actions (on-the-job-learning) is mostly prevalent in small enterprises with up to 250 employees, while
larger companies have more structured approaches to their employee’s further education and
training. Social learning plays a role as well, in the form of age-mixed teams, or through ‘quality
circles’, where a small group of employees meets regularly in order to pass on relevant knowledge, or
‘learning cities / learning sites’ – especially in companies with very diverse staff. Groups of employees
thus discuss their mutual reality to avoid intercultural problems or misunderstandings. Another trend
in the field of internal knowledge transfer, currently only carried out in a few ‘pioneering’ companies
is ‘reverse mentoring’ where younger staff mentor older staff, especially regarding digital tools or
social media. A trend in very large companies with over 20,000 employees would be a ‘development
job’ – where a job is simulated, and almost every mistake is allowed, in order to learn from it and
avoid it. One more trend he sees is the installation of ‘junior firms’, where apprentices are allowed to
lead the company, which may extremely boost motivation for younger employees.
In the field of external continuous education and training, Stahl sees ‘blended-learning’ approaches
as the largest trend: external trainings have been modified to include role plays and e-learning.
Providers are aware that they have to be efficient and effective. Also training consortia are a trend,
and can be especially helpful to counteract the current lack of digital skills and digitalization
strategies among SMEs.
In the Netherlands, there seems to be little general information about organisational policies
regarding action-oriented and agile learning, but individual – especially large - organisations are
believed to formulate policy on agile / innovative ways of working. It is stated that the role of HR in
organisations that focus on agile working remains somewhat underexposed86. Regarding the content
of a new role of HR, it is said that this means more focus on coaching and supporting specialists in
organisations, instead of implementing standards to enhance productivity87.
According to interviews conducted, a distinction can be made according to the subject of agility;
reference has been made to ‘agile’ (and ‘scrum’) ways of working, agile organisations, learning agility,
and agile learning. They all concern flexibility and responsiveness, but differ in the subject of agility.
Learning agility has been defined as ‘the ability to come up to speed quickly in one’s understanding
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of a situation, and move across ideas flexibly in service of learning both within and across
experiences’88, thus referring to personal capabilities.
The interviews confirm some attention for action oriented and agile learning in larger organisations
in the Netherlands. Similar to the examples described in 4.2 of the Dutch country report,
respondents mention learning activities such as short stand up meetings, knowledge lunches, and
microlearning. Several of these larger organisations have their own corporate academies, most of
them have some Learning & development department. From experience with working for British and
Swiss multinationals it is stated that these large organisations all work in similar ways internationally;
they organise their work in the same way, and their offering of learning activities is rather similar.
Learning activities that are offered by Learning & Development functions in organisations do still
mostly concern (non)formal activities, however; training and education, courses, workshops etcetera.
Comparable to the German situation these seem largely supply-driven. Despite the earlier described
urgency for a stronger focus on informal learning, and possibilities to combine formal and informal
learning, the interviewees note that informal learning in general has no significant part in the L&D
offer in large organisations. There is a gap in supporting informal learning at the workplace.
The interviewees indicate that they have little experience from their own experience of learning and
developing in SMEs in the Netherlands. It is stated, however, that the opportunities for agile learning
in SMEs can be found by working together more, regionally and sector-wise. There are sectoral
differences in the attention for learning and development in organisations: health care and the food
industry, for example, are front runners in applying new forms of (work-related) learning. Examples
of agile learning such as brown bag lunches are (non)formal learning activities, posing the risk that
these remain single events rather than a continuing learning program. These should be integrated
into a learning program in order for them to have lasting effect – and have employees remain
participating – and be combined with informal learning (together defined as ‘value-based learning’).
There is a strong focus on stimulating self-directed learning in organisations in the Netherlands.
Another trend identified is that L&D is – and will need to be – working more evidence-based/informed. Transfer problems related to traditional training programs could further stimulate learning
activities that are closely related to work tasks, like workplace learning. It is stated that the lack of
evidence in learning & development damages the profession – “everyone thinks that they can make
e-learning”.
In the Netherlands, a study on workplace learning in the technical sector89, closely related to agile
learning, concluded that it is of great importance to invest in prerequisites, such as a decentralized
organisational structure, a central vision that aims at developing employees, sufficient challenges,
variation and autonomy, and the right time and resources. In addition, social support, a learning
culture, access to formal training and education and an employees’ learning attitude are important.
The authors provide several good examples of workplace learning, some of which clearly relate to
the characteristics of agile learning. There also are references to the increasing popularity of
microlearning in organisations. Wagenaar states that microlearning is especially suitable for
retention of existing knowledge/skills, situations in which learning content has to be spread over a
certain time period, and giving employees quick access to valuable information90. One good example
of this is the One Minute Wonder app for continuous training in the operating room at the
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Wilhelmina Children's Hospital: iPads with this app are placed in special standards at the locations of
the operating room where the employees experience the most waiting time.91
References to practices of agile learning in the private sector also often seem to regard the banking
sector, although most of these examples concern agile working in the first place – not specific to agile
learning, therefore. A HR representative from ING banking group defines four
demands/characteristics for learning in an agile organization – derived from own experience92:
1.
2.
3.
4.

Being able to learn at the right moment/ the moment it is needed/the moment is fits
Getting the right amount of information at once (not too much)
Being able to directly apply on the job what has been learned
What’s being learned matches personal purposes.

In the same publication it is noted that this, on an organizational level, for example implies creating
and facilitating the right learning networks and services, cooperation between different
departments, empowering employees, a suitable IT infrastructure and safety prescriptions93.
Based on interviews conducted with German experts, there is currently a lot of effort and investment
under way to promote digitalisation. However, there is a problem with getting digital methods and
tools to actually take place in the courses. In particular older instructors are sometimes reluctant to
apply them. But also generally, the teaching methods do not really incorporate the potentials of
digitalisation.
Regarding the demands and hopes for the HoWARP projects, the following conclusions and
suggestions can be derived from the interviews:
•
•
•
•
•
•

•
•

Develop a standard model of teaching / learning, embedding it in a professional context.
Keep it simple and form small learning units that have immediate, obvious benefits.
Use existing structures and communication systems.
Whatever the methods, a focus should be on the instructors: What can they handle and what
will they adapt?
Include the colleagues of each instructor: they will be most open towards them.
If a certificate is the objective of a course, the methods of examinations will be determined
by the requirements of the certificate; as a consequence, the methods of teaching will follow
the requirements of the examination. Therefore the starting point should be the content of
the certificate, the rest may be derived from this.
All aspects of digitalisation might be a fruitful area for new methods in further education.
A particularity in the building industry: The construction of new houses and other buildings is
often very standardised, so also the further education goes along these standards. If it comes
to repair and modernise existing buildings, the content is a lot less clear-cut and informal
methods and understandings are needed. This might be a rewarding field for agile
approaches.
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4.4. Starting points: Incorporating the HoWARP Principles
Building on the outcomes of the research undertaken so far, various possible starting points present
themselves:
HoWARP is designed to especially suit small- and medium sized companies (SMEs), who could
directly profit from the projects’ outcomes, unlike larger companies, who often have their own
learning and training departments and many established in-house offers.
Furthermore, as described on the previous page, HoWARP could address intermediaries of learning
and training. In this area, both privately and publicly funded training providers (commercial training
institutions, as well as those supported by e.g. Chambers of Commerce) and regional or sector-based
networks or clusters can be targeted.
Both the construction and the energy sector will be suitable starting points.
The regional clusters’ method of mutually developing new training content and formats, is
predestined for applying the ‘HoWARP principles’. In accordance with the HoWARP project partner
ecoplus (Austria), also the pilot will be implemented in one of the following courses organized by the
regional cluster Bau.Energie.Umwelt on the subject of BIM (Building Information Modelling). Once
the structured and standardised concept is available, it would certainly be useable in other ecoplus
trainings and subsequently in other regional clusters in Austria. There would even be room to
institutionalise it: e.g. with BIM-qualifications as a starting point, the concept could be offered to
other Austrian business agencies or training institutions – bearing in mind, however, that the current
level of effort in organizing would have to be substantially lowered, and other intermediaries would
have to be convinced to offer such a concept.
A possible multiplier presents itself in the form of a recently approved ‚innovation laboratory‘ on the
topic of digitalisation in urban areas (‘Digital findet Stadt’). In parallel, the concept could be applied in
trainings conducted at the Austrian Construction Academy, where it is foreseen to be tested already
within the framework of the HoWARP project. Further test applications are intended in the Institute
for Flatroofing and Waterproofing, and also within the certification of energy consultants, which is
offered by various organisations in Austria.
In the Netherlands, installation companies in the energy sector, who have to quickly adapt to new
technologies (such as the use of heat pumps) would be a suitable first target group. A cooperation
with the Sustainable Electrical Energy Centre of Expertise (SEECE) provides a good opportunity to
apply the HOWARP principles among the Centre’s SME partners. In addition, SEECE might provide
access to funding opportunities of possible pilots and further structural training.
In Germany, there seem to be two realistic sources for financial support of a course or a programme
implying action-oriented and agile elements: companies and public employment agencies (‘Job
Centres’). Germany cannot expect to get funding for the development of agile / action-oriented
approaches in publicly funded institutions. The only way to go is via project funding, e.g. through EUfunding. However, German companies are quite willing to support and pay professional further
education, in particular for technical subjects. A common starting point could be the BIM (Building
Information Modelling) course of the project partner ecoplus in Austria, which is co-financed by
companies and public funds, thus limiting the strain on companies’ budgets.
In Germany, it can more generally be assumed that there is a starting point for agile and actionoriented approaches in the training centres of the regional authorities, such as the Chambers of
Commerce, because experience from initial training can be drawn upon - provided that it is action37 of 101

oriented there according to the specifications. On the other hand, an inclusion of agile approaches by
commercial training institutions seems difficult, as training is usually more distant from practice, and
teachers have less insight into the activities during the internships and because the development of
new, experimental approaches is more under pressure of justification and profitability. One starting
point for these private training and further training providers could be to link company placements
more closely with school theory, which would improve quality. Short rule loops, as provided for by
the concepts of agile learning and action orientation, make it possible to start with problems from
one's own practice and, in close connection with theory, to make them the subject of learning in
professional development. Once such an approach has been successfully implemented, this could be
a good point for marketing.
Among the several support schemes offered by the German PES, WeGebAU and the Social Law seem
to be most promising. They offer substantial support (formally) poorly trained workers, as can be
expected in the “Flatroofer Project” of the Austrian Partner 17&4. Therefore, a transfer of this course
model to Germany would be an option. However, applying for support out of the WeGebAU and
Social Law programmes is very complicated and time consuming. Experience of Cognos International
shows that in practise, employees as well as companies need continuous coaching and personal
attention by experts. Big training enterprises usually have this expertise. They also tend to be
accredited according to AZWV and AZAV standards. In any case, a long advance period will be needed
when considering transferring training concepts to Germany.
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List of abbreviations
AK

Arbeiterkammer, Chamber of Labour

AMS

Arbeitsmarkt Service, Austrian Public Employment Agency

Bfi

Berufsförderungsinstitut (Institute for vocational advancement, training provider of AK)

BIM

Building Information Modelling

BMDW

Bundesministerium für Digitalisierung und Wirtschaftsstandort (Federal Ministry of
Digitalisation and Business Location)

BMBWF

Bundesministerium für Bildung, Wissenschaft und Forschung (Federal Ministry of
Education, Science and Research)

CVET

Continuing Vocational Education and Training

CVTS

Continuing Vocational Training Survey

FH

Fachhochschule (University of Applied Sciences)

HTL

Höhere Technische Lehranstalt (Higher Vocational School)

LFI

Ländliches Fortbildungsinstitut (Institute of Rural Further Education and Training)

LLL

Life Long Learning

PES

Public Employment Service

UAS

University of Applied Sciences

VHS

Volkshochschule, Public Adult Education Institution

WIFI

Wirtschaftsförderungsinstitut (Institute for economic advancement, training provider of
the WKÖ)

WK(Ö)

Wirtschaftskammer Österreich (Austrian Economic Chamber)
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1. The framework for continuing vocational training in Austria
According to data from the European survey CVTS 2015, 88% of Austrian companies with 10 or more
employees encourage their staff to take part in CVET activities. The prevalence of further education
and training offers increases in correlation to company size: 99 % of companies with more than 250
employees tend to further train at least some of their staff. On average, 45% of all employees
participate in training courses – ranging from 35% in smaller companies to 55% in the biggest
companies. In the construction sector, an average of 37% of employees attended further training in
2015.
Training courses are undertaken during paid working hours and are at least partly funded by
companies. On average, 50% of further training is conducted internally, and 50% is carried out by
external providers. The two are not exclusive, however, with 82% of companies offering both inhouse and external CVET courses to their staff. Smaller companies tend to have less in-house training
(39% of further training hours) than bigger companies (55%). In the construction sector, an average
of 40% of training hours are conducted internally and 60% externally.
80% of the companies also offer other forms of company-related CVET, such as participation in
conventions, conferences, workshops and trade fairs, one-to-one training on the job, or participation
in learning and quality circles.94

2. CVET Providers
Providers of formal as well as non-formal CVET offers are manifold and diverse. According to the
Austrian Refernet Report of 2016, there are around 1,800 institutions offering CVET throughout
Austria. Among the biggest providers of non-formal CVET are the training providers of the social
partners: WIFI, bfi and LFI.95
(a) WIFI, Institute for Economic Advancement (Wirtschaftsförderungsinstitut) is the vocational
education and training provider of the Austrian Economic Chamber, the social partner on the
employer’s side. Their offers address almost all economic sectors.
(b) bfi, Institute for Vocational Advancement (Berufsförderungsinstitut), is the vocational education
and training provider of the Chamber of Labour and the Austrian Trade Union, social partners on the
employee’s side. Bfi offers continuous training in various fields such as management, IT, business
administration, or social and healthcare professions, and also includes qualification measures for
unemployed people, which are not within the scope of this report. The AK has strongly supported the
lifelong learning agenda since the late 1990s; local chambers run a co-funding scheme covering parts
of individual costs of further education of employees, which will be described in detail in chapter 5.96
(c) LFI, Institute of Rural Further Education and Training (Ländliches Fortbildungsinstitut) is the
education and training provider of the Chamber of Agriculture. LFI offers CVET in all branches of
agriculture and forestry and other areas such as management or IT. While their offers are not per se

94

Statistik Austria, 2018
Tritscher-Archan 2016, pp. 26
96
Boeren et al. 2017
95
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agile, they do include agile elements. For example, LFI uses e-learning and blended learning to reach
target groups further away from urban centres, and have introduced ‘Farminars’, where content is
presented directly from the field or the barn.97
(d) Bauakademie Österreich (Construction Academy), is the most relevant provider of initial as well
as formal and non-formal continuous education and training in the construction sector. It was
founded by the social partners in 2002, in order to carry out the tasks of further vocational training
efficiently and uniformly.98 CVET in the construction sector includes programmes leading to formal
qualifications, such as ‘master craftsperson’. To access this programme, individuals need to have
completed their initial vocational training. However, on average only 2% of all master craftsperson
attend this type of training, the other students go directly to sit the master craftsperson examination.
The exam usually consists of five modules, and can be taken individually at the office responsible for
the master craftsperson examination. Specific preparatory courses are provided.
The education and training courses’ content and structure are designed by the institutes themselves,
and strongly geared towards the labour market and participants’ needs. Teaching is usually very
practice-oriented: trainers usually have years of practical experience, and course content intends to
include participants’ real working-life situations, which are included through e.g. discussion rounds or
during project work or in papers. Access requirements and assessment standards are set by the
providers themselves. For most vocationally oriented training, relevant professional experience is
usually a prerequisite. The institutes’ offers differ in duration, mainly depending on the subject and
the respective educational goal or qualification to be attained. Some courses are one-day events,
while others can last several semesters and are usually designed as a ‘part-time’ training next to the
job, with classes held in the evenings and on weekends.
According to CVTS5 data, the education and training providers of employer representatives (such as
WIFI, LFI, Bauakademie), play the biggest role in external further training, with 46% of companies
training their staff in one of their courses, followed by private training providers (41%) and private
companies, which are not mainly training providers (e.g. producers, suppliers, partner companies, …).
23% of trainings were provided by public adult training institutions such as ‘VHS’. 7-8% of courses
were provided by employee organisations or formal education and training providers such as
schools, universities or universities of applied sciences.99
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Figure 2: Preference of external training providers by companies, in % (Source: Statistik Austria 2018)
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3. Learning formats
The most recent comparative survey dates back to 2015 and is thus not entirely up to date
regarding most prevalent learning formats. However, interviews suggest that a similar pattern
persists. In 2015, 80% of surveyed companies offered other forms of further training than
courses – most often in addition to these. The most relevant additional form of further training
was external: the attendance at conferences, workshops, fairs, or informative events (supported
by 65% of companies).
Further training allowing for more agile adaptation, such as on-the-job training, was used by 50%
of the companies. 26% of companies also made use of learning and quality circles to encourage
their staff to learn from each other or together. 22% of the companies applied self-directed
learning, e.g. through e-learning – with high sector-specific variations, and 17% used jobrotations within the company or exchange programmes with other companies. All these
measures were more often used in bigger companies than in smaller ones.
Regarding the anticipation of skills needs within the company, around 50% of companies claim to
regularly analyse their training needs, almost 70% of them, however, in a rather unstructured
and irregular manner. On average, 48% of companies specified a person responsible for
organizing further training within the company. Numbers were again significantly higher for the
biggest companies (87%).100

100

Statistik Austria 2018
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4. Strategic documents
In Austria, there is a balanced representation of employer and employee interest in Life-long learning
(LLL)101. However, Austria does not have a national CVET or further learning strategy. There is still a
lack of a systemic approach where multiple stakeholders would follow a shared and long-term vision
of a coherent adult education system.102
As a step towards more coherence, a strategy for supporting lifelong learning was published in 2011.
The ‘LLL:2020 – Strategy for life-accompanying learning’103 is based on 4 grounding principles:
-

Gender and Diversity
Equal opportunities and social mobility
Quality and sustainability
Performance and innovation

While it does not directly mention action-orientation or agility, performance and innovation leave
room for interpretation. The strategy also describes five focus points:
-

Orientation towards phases of life (‘Lebensphasenorientierung’)
Putting learners in the centre
Lifelong Guidance
Competence Orientation
Supporting participation in lifelong learning

Especially the focus points of ‘putting learnings in the centre’ and ‘competence orientation’ are
directly yin line with action-oriented and agile learning.

101
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5. Funding of further education and training
Employers fund a significant share of all job-related non-formal education and training in Austria. In
2015, an average of 1,365 € was spent on each employee who received training.104 According to
internal reports by key providers of further education, course participants covering the fees on their
own represent a minority.105 Primarily, the costs for continuous education and training at the
workplace are thus paid for by the companies, often with a contractual clause in case the employee
would leave the company within a specified timeframe of e.g. two or three years after the training.106
Nevertheless, several funding opportunities and support structures exist, which help limit the
financial and organizational burden companies face when training their employees.
The Financing Act on the Funding of Adult Education and Public Libraries from Federal Funds
regulates eligibility for public funding of CVET, its form (loans, grants, ...) and types of institutions
eligible for subsidies. Public funding is only foreseen for not-for-profit institutions, and there is no
legal entitlement to these funds.107
Additionally, the regional provinces and municipalities provide funding, either directly or via their
own associations and funds (e.g. business agencies). For individuals, regional governments and
municipalities mainly apply ‘demand-driven funding instruments’, such as education vouchers or
educational accounts.108 Social partners also provide funds to support their respective clients’ CVET,
using similar instruments (e.g. education voucher of the Chambers of Labour – ‘AK
Bildungsgutschein’109).
Tax incentive systems play a major role in supporting company-based CVET.110 Employees and
employers have various options to claim CVET expenses as tax exempt. Expenses and costs for CVET,
inasmuch as they are relevant for the exercised occupation, can be written off from taxes as business
expenses (employers and self-employed) or advertising expenses (employees).111

5.1. Funding for individuals
▪ Educational leave funded by the Austrian PES
▪ Education vouchers (Bildungsschecks)
▪ Tax incentives for individuals
Educational leave
Since 2008, the opportunities for paid educational leave have continuously been expanded. There
are currently three main options to take educational leave: full-time educational leave, part-time
educational leave, and a skilled-worker grant, which are all operated by the AMS.

104
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In the ‘classic’ full-time model, adults are eligible for receiving a wage replacement payment in line
with the unemployment benefits (approximately 55 per cent of their net salary), when agreeing on a
leave of up to 12 months within 4 years with their employer, for the purpose of taking part in
continuing vocational education. In 2016, on average, roughly 9 000 adults were on leave, supported
by EUR 165 million of public funds (including social security contributions).112
As the full-time educational leave scheme is used mainly by the well-educated113, additional schemes
have been introduced to attract larger fractions of the less privileged:
Part-time educational leave supports employees who reduce their working hours in order to free
time for further training with a specified amount of daily ‘training money’ corresponding to the
number of reduced hours, e.g. adding up to around EUR 250 for a reduction of 10 hours. It can be
applied for up to 2 years within 4 years’ time.114 In 2016, the scheme counted 3 458 participants, with
approximately EUR 20.3 million of public support.
Since 2013, a special ‘skilled worker grant’ (Fachkräftestipendium) for a defined list of vocational
programmes - especially for occupations with a severe lack of skilled workers, such as in MINT or
health care. The grant is equivalent to the unemployment benefits the employee would be eligible
for and can be paid out for up to three years. Upon introduction, the grant was used so often (with
costs exceeding EUR 30 million in the second year), that it had to be suspended for 2015 and 2016
but has been available again since 2017.115 It is aimed specifically at people without tertiary
education.
Education vouchers
Many regional provinces and social partners offer partial funding for CVET measures for certain
target groups, in the form of ‘education accounts’ or ‘education vouchers’. In Upper Austria, for
example, up to 30 % of course fees are funded, up to a maximum of EUR 2,000.116 AK, on the other
hand, offers an ‘education voucher’ of EUR 120 for all courses, and an additional ‘digi-bonus’ for
courses dealing with improving people’s digital competences.

Tax incentives
All employees can offset their training expenses, including course fees, travel expenses etc., as
advertising expenses. Self-employed people can offset their expenses regarding further education or
training as business expenses, as long as the subject of the training is relevant to their occupation.

5.2. Funding for companies
▪
▪

Tax incentives
Individual funding for certain types of employees
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Tax incentives
Just like self-employed people, companies may exempt their relevant training expenses from taxes
by deducting them as business expenses.
Individual funding for certain types of employees117
AMS offers funding for training or upskilling low-qualified and older employees. The target group are:
- all employees who have only, or not even, completed compulsory education
- female employees who have completed an apprenticeship or a vocational school at
intermediary level
- employees older than 45 years
The training must lead to at least one of the goals set in the eligibility criteria, which include:
- improvement of basic competences (e.g. German language, IT)
- specialization within the occupation
- updating of relevant occupational skills to the current ‘state of the art’
- higher quality of work
- for older employees: facilitate changing to more adequate tasks or workplaces within the
company

5.3. Publicly funded coordination and counselling
In addition to direct or indirect financial incentives for further training, there are important nonmonetary forms of support for companies, which take the form of facilitation of coordination or
counselling. Two noteworthy institutional formats in this respect are the services provided by
regional clusters and training consortia (Impuls-Qualifizierungsverbünde).
Regional Clusters for innovation and training
Currently there are 68 clusters in Austria. While many operate on a regional basis, some involve more
than one regional province, and some operate on a federal level. All clusters are either sector- or
subject-specific, focusing e.g. on materials such as plastics, wood or metal, or sectors such as life
sciences, IT or renewable energy. Concerning the construction sector, there is a regional architecture
cluster in Vorarlberg (vai – Vorarlberger Architektur Institut), and a federal cluster for ‘innovative
buildings’, as well as transversal regional clusters, e.g. on construction, energy and the environment.
One of the main aims of these clusters is to strengthen the competitiveness of their members,
through innovation and research activities, including platforms for exchange and further training
activities. The agencies supporting these clusters are the regional business agencies and the Austrian
Economic Chamber.118
The Lower Austrian business agency ecoplus has established a number of sectoral and cross-sectoral
clusters to support businesses in their province in their efforts to enlarge their networks and train
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their staff, one of which (construction, energy and environment) will be hosting this project’s pilot
programme for agile learning within their newest edition of BIM workshops.
Short-term training consortia (IQV)
In several Austrian provinces, regional governments have put in place a system to support small and
medium enterprises in their efforts to train their employees, through supporting consulting and
setting up of consortia for further training. The idea of IQV is based on the assumption that small and
medium enterprises often lack time and resources to define and/or carry out continuous vocational
training for their staff. Furthermore, training in a specific field might not be available locally, and a
small company might not be able to pay for an individual training. IQVs thus try to match common
interests or training needs of small companies, in order for them to plan a training together. In
addition to organizing training, IQV counsellors also offer free-of-charge analysis of further training
demand within the company. The Austrian IQVs will be described in more detail as a best practice
model in IO2.
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6. Current research and developments regarding action-oriented and
agile learning
Developments in the education and research sector
Action- or activity-orientation in its wider understanding is directly integrated into the Austrian
education system through the prevalence of the ‘dual system’ in Initial Vocational Education and
Training (IVET), as well as the newer concept of dual studies in Higher Education. However, unlike
Germany, the concept of the ‘complete action’ does not form part of every official training
regulation, and initial vocational education in Austria is more diversified than in Germany. The
current understanding of learning at the workplace is grounded in the ‘three step model’ (showing –
reenacting – practicing), but increasingly complex. The concept of the ‘complete action’ is only one of
the models used, others include ‘self-regulated learning based on the analysis of tasks’. The content
of training regulations is negotiated between the social partners and in practice relies very much on
the capacities of the employers.119
Agile learning in the narrower interpretation is currently not embedded at system level. More widely,
the need for re-accreditation of Universities of Applied Sciences may be understood as ‘agile
reactions’ to trends in teaching and learning.
Research on action-orientation and agile learning can be found in the public as well as the private
sector. Currently, agile learning is a part of study programmes for Human Resources development,
for example at the University of Applied Sciences Burgenland. Recently, a study on microlearning in
Austrian enterprises was carried out – the results are currently in printing. The same university also
holds a lecture on ‘Lifelong Learning’ which touches upon agile learning and agile methods. In the
course of the lecture, students have to prepare a ‘learning concept’ based on the principles of agile
learning, and ideally implement it in their companies.
The University of Vienna offers a postgraduate course on action-oriented HR-, team-, and
organizational development (‘Handlungsorientierte Personal- Team und Organisationsentwicklung
nach IOA‘)
The University of Pedagogy Vienna (Pädagogische Hochschule) offers various concepts for application
in everyday teaching, for different levels of education and various subjects (reading, talking,
Mathematics)
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Developments in the private sector
Continuous Education and Training are not highly regulated in Austria, there is thus no legal
emphasis on action-orientation or agile learning. However, from a macro-perspective, agile elements
can be found in forms of cooperation for the purpose of training between public and private actors,
such as in regional clusters and training cooperation described in the chapter above.
At company level, according to lecturer Heinz Herczeg, agile thinking and agile learning can mainly be
found in IT companies, the sector in which the concept was originally applied. However, more
recently also other sectors are opening up to agile concepts. Herzceg differentiates between the
concept of agility for learning on the one hand, and the use of agile methods on the other. The best
use of methods, according to him, is always based on the prevalent culture of the company in which
a learning project is set. Company representatives interviewed often state that agile and actionoriented principles are applied, but not declared as such.
According to HR-expert Heinz Stahl, staff development already starts with the ‘onboarding-process’,
where mentoring has proved to be a useful tool for employee retention. Later on, learning from
actions (on-the-job-learning) is mostly prevalent in small enterprises with up to 250 employees, while
larger companies have more structured approaches to their employee’s further education and
training. Social learning plays a role as well, in the form of age-mixed teams, or through ‘quality
circles’, where a small group of employees meets regularly in order to pass on relevant knowledge, or
‘learning cities / learning sites’ – especially in companies with very diverse staff. Groups of employees
thus discuss their mutual reality in order to avoid intercultural problems or misunderstandings.
Another trend in the field of internal knowledge transfer, currently only carried out in a few
‘pioneering’ companies is ‘reverse mentoring’ where younger staff mentor older staff, especially
regarding digital tools or social media. A trend in very large companies with over 20,000 employees
would be a ‘development job’ – where a job is simulated, and almost every mistake is allowed, in
order to learn from it and avoid it. One more trend he sees is the installation of ‘junior firms’, where
apprentices are allowed to lead the company, which may extremely boost motivation for younger
employees.
In the field of external continuous education and training, Stahl sees ‘blended-learning’ approaches
as the largest trend: external trainings have been modified to include role plays and e-learning.
Providers are aware that they have to be efficient and effective. Also training consortia are a trend,
and can be especially helpful to counteract the current lack of digital skills and digitalization
strategies among SMEs.
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7. The way forward: Where could the Howarp principles likely be
applied in the long run?
For this project, especially the regional clusters’ methods of mutually developing new training
content and formats, is predestined for applying the ‘Howarp principles’. Therefore, in accordance
with the HoWarp project partner ecoplus, also the pilot will be implemented in one of the following
courses organized by the regional cluster Bau.Energie.Umwelt on the subject of BIM (Building
Information Modelling). Once the structured and standardised concept is available, it would certainly
be useable in other ecoplus trainings and subsequently in other regional clusters in Austria. There
would even be room to institutionalise it: e.g. with BIM-qualifications as a starting point, the concept
could be offered to other Austrian business agencies or training institutions – bearing in mind,
however, that the current level of effort in organizing would have to be substantially lowered, and
other intermediaries would have to be convinced to offer such a concept.
A possible multiplier presents itself in the form of a recently approved ‚innovation laboratory‘ on the
topic of digitalisation in urban areas (‘Digital findet Stadt’).
In parallel, the concept could be applied in trainings conducted at the Austrian Construction
Academy, where it is foreseen to be tested already within the framework of the HoWarp project.
Further test applications are intended in the Institute for Flatroofing and Waterproofing, and also
within the certification of energy consultants, which is offered by various organisations in Austria.
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Annex 1 – Training offer of the Austrian Construction Academy120
The construction industry has a highly permeable system of advancement: after completing an
apprenticeship, the skilled worker can advance to the position of master builder and even receive
academic, job-specific training.
In order to carry out the tasks of further vocational training efficiently and uniformly, the
„Bauakademie Österreich“ was founded in 2002, uniting the former ‘apprenticeship training yards’
under this umbrella brand. In the Construction academies, training in the building sector is carried
out methodically, objectively, competently and to the highest quality standards, in order to meet the
demands of those who are "willing to learn".
Opportunities for advancement in the building professions
1. Apprenticeship professions
In the main building trade (master builder's trade) there are currently the following apprenticeship
occupations: bricklayer, formwork erector, construction draughtsman, road maintenance specialist.
The training of the apprenticeship professions is regulated in the respective job descriptions, the
apprenticeship period is 3 years. Double apprenticeships are also possible in combination with
related professions and last 4 years.
Since the 1990s, the number of apprenticeship beginners in the apprenticeship occupation of
bricklayer has decreased significantly, which in the long run may result in a permanent lack of skilled
workers. The causes are manifold and are, apart from the demographic development, mainly due to
the poor positioning of people working in the skilled trades in our society. The building professions
are not very attractive to young people because, despite the high level of apprenticeship pay, they
are of little social significance and the psychological and physical demands are high.
In order to counteract this trend, an information and advertising campaign was launched in 2004 to
provide companies and schools with detailed information about the building professions and to
increase awareness of the positive aspect of apprenticeships.
In addition, the companies providing training receive a training bonus of EUR 1,500 per year and
apprentice. This measure and the intensified efforts of the Federal Government make a very
significant contribution to improving the number of apprentices.
2. System of "triple" (trial) training
The "dual training" serves as a model for many countries and is unrivalled in its efficiency; the
interplay of theory and practice is the essential strength of this partnership system. On the one hand,
the companies train their junior staff and thus secure for themselves the quantitative and qualitative
skilled workers they need to accomplish their tasks. On the other hand, the vocational school
provides the necessary theoretical knowledge and skills and expands the general education of the
future skilled workers.
In addition, the training building yards provide inter-company training for those training contents
which the companies cannot cover completely with the use of new technologies and materials due to
the permanently changing world of work, and thus ensure the training of apprentices in accordance
with the Vocational Training Act. In other words, this strategic triangle, which is unique in
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apprenticeship training in Austria, independently levels out any deficits and secures the learning yield
through repetition.
The posting of apprentices for inter-company training, with the necessary implementation details, is
regulated in the collective agreement for construction. The duration of training in the training
building yards is limited to 3 weeks per training year and is financed by a training levy.
The Construction academies in Austria coordinate and standardise inter-company training. This
ensures a high standard of apprenticeship training throughout Austria.

3. Foreman training
Foremen (definition according to the collective agreement on construction) are employees who fill
out the working position and function at the interface between construction planning and
construction on construction sites. On the basis of the plans provided to them, or according to
instructions, they carry out orders by assigning the work of the workers under their supervision,
guiding and supervising them in their work. They shall keep shift books and other records indicating
the daily work done and the use made of each worker under their supervision. They shall be
responsible for compliance with the accident prevention regulations and order at the place of work
and for the correct and professional execution of the construction work entrusted to them. Due to
the permanent changes in the construction industry, the job description of the foreman has also
changed considerably. In addition to his relevant technical competence, the modern foreman must
also possess a high level of expertise and a great deal of knowledge in personnel management,
communication, work safety and first aid as well as in EDP.
In Austria, training as a foreman is possible through school-based training either in schools for
building craftsmen and master craftsmen or in polishing courses held in the Construction academies.
All training courses are designed to be in-service and take place mainly in the winter months in order
to take advantage of the seasonal winter unemployment to provide further training. The main focus
of training in the foreman courses at the Construction academies is on general subjects such as
mathematics, descriptive geometry, as well as on the subjects of structural engineering, structural
drawing, civil engineering, surveying, statics and reinforced concrete construction and construction
management.
Additional training courses such as instructor examination, crane driver's license, safety officer,
extended knowledge in EDP (CAD, tendering and calculation programs) have been included in the
curriculum in order to offer middle management employees comprehensive training with up-to-date
contents, which prepares them for their responsible tasks in the best possible way and opens up
excellent opportunities on the job market for them.
Foreman's schools are special forms of vocational secondary schools, they are run for working people
and require a relevant vocational qualification. The training lasts two years, with lessons taking place
in the evening, three to four times per school week.
Building craftsman schools are run in HTLs and last 3 semesters of 10 - 12 weeks each and conclude
with a final examination. The prerequisite for attending building craftsman schools is a completed,
relevant apprenticeship followed by at least two years of practical training.

4. Construction manager training
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Construction manager is one of the most important management positions in the construction
industry. To master constantly changing construction tasks under ever new aspects efficiently, costeffectively and with high leadership competence is the challenge that construction managers have to
face every day. In accordance with the collective agreement on construction, site managers are
responsible for the management of independent construction sites in technical, commercial and
personnel terms. Practitioners who undergo further training in this field are becoming increasingly
interesting for companies because they can then operate more efficiently and faster than others in a
competitive environment and thus help to improve the competitiveness of the company. The training
of construction site managers in the Austrian Construction academies takes up these challenges
actively and imparts practical and project-related know-how with the participation of leading experts
and specialists. The courses are primarily aimed at employees in the construction industry and
building trade as well as in architecture and engineering offices, at property developers and also at
the ancillary building trade who carry out or wish to carry out construction management of building
projects.
Admission requirements for participation in the courses are the completion of a higher technical
college, the positive completion of the foreman's training with at least three years of relevant
professional experience or a comparable qualification with appropriate professional experience.
The training has a modular structure and teaches communication and personnel management in
addition to the 9 technical subject areas - such as tendering, bidding and awarding of contracts,
calculation, basic principles of project management, local construction supervision, reporting,
occupational safety, law for construction managers, surveying and invoicing. Each subject module
lasts 2 to 3 days, the courses are concluded with a project work and a commission examination.

Further training in the construction academies
Initial and continuing vocational training within the framework of continuing vocational training has
developed into a central concern and main task in the eight Construction academies in Austria
(Vienna, Lower Austria, Styria, Upper Austria, Carinthia, Salzburg, Tyrol, Vorarlberg) and is attended
by about 20,000 course participants every year. The constant innovations in the world of work have
long since led to an obligation and insight on the part of those concerned to carry out learning and
improvement processes on a permanent basis.
The programmes are developed in close cooperation with the construction industry, the Labour
Market Service, the Labour Inspectorate, the Federal Office for the Protection of Monuments, the
General Accident Insurance Institution - AUVA as well as with social partners. Every suggestion from
interested parties and customers is taken up and processed in seminars, lectures and events. On
offer are training courses in craftsmanship, preparation for final apprenticeship examinations in the
professions of bricklayer, formwork builder, civil engineering and construction draughtsman, further
training courses in construction engineering, construction law and construction management as well
as seminars on energy consumption, ecology and quality assurance.
Training and examinations in the field of forklift truck driver courses, the large field of crane operator
courses and blasting courses for blasting authorities as well as courses for special blasting are
precisely regulated by ordinances. The training times are specified, attendance of a training course is
obligatory and concludes with an examination.
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Currently, the construction academies are involved in the project „Digitalisation of the construction
apprenticeship“, which includes the implementation of several digital tools in the training and
education of every apprentice.
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Part I: Continuing vocational training in Germany
Preliminary remarks
 This report relates to continuing vocational training. Continuing education at an academic
level often works quite differently and is not considered here.
 Continuing education and training is understood here as the systematic and targeted
professional competence development of persons who already have formal or factual initial
training and practical experience in this occupational field and who wish to develop their
skills at specific points. Informal learning is not part of this, because it is not the subject of
the Ho-WARP project. Retraining of people with work experience in another field would be
considered initial training here and not be considered either.

I.1 The framework of continuing vocational training in Germany
In Germany, participation in continuing education has been on a respectable level since 2012. In 2016
there were 50 per cent of all adults active in continuing education and training121. When considering
the total number of all continuing education activities, 91% of all continuing training courses are
related to those with a work related and professional context 122.
The Federal Institute for Vocational Education and Training (Bundesinstitut für Bildung und Forschung,
BIBB) basically differentiates between:
•

Advancement training, which should expand the professional ability to act and enable a career
advancement as well
• Adaptation training that maintains existing professional skills and should adapt to new
developments in the work environment (e.g. digitalization)123.
Vocational further training as a central area of continuing education should therefore make it possible
to maintain professional skills, knowledge and abilities and to adapt to new developments or to expand
and advance professionally.

I.2 The national strategy on CVET and life long learning
There is a National Continuing Education Strategy, published in June 2019 and prepared with the
participation of the relevant federal ministries, the Conference of Ministers of Education and Cultural
Affairs (representatives of the Länder), the Federal Employment Agency and the social partners.
Key message: Responsibility for continuing vocational training in enterprises lies primarily with the
enterprises

Identified key challenges
4. Change in industry and services due to digitalization and changing value chains
→ Further training of the workforce
5. Demographic change and the challenge of skill shortages (in certain sectors)
→ Further training and recognition of non-formally acquired competences
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6. Changes in occupations and activities due to accelerated technological change
→ new job profiles and contents, better tailoring of further training

Fields of action
1. support the transparency of continuing education opportunities and offers
2. close funding gaps, create new incentives, adapt existing funding systems
3. network lifelong training guidance throughout the country and strengthen qualification
guidance, especially for small and medium-sized enterprises
4. strengthen the responsibility of the social partners
5. review and strengthen the quality and quality assessment of training provision
6. making visible and recognising acquired competences of employees in vocational training
7. develop training qualifications and training courses
8. strategically develop educational institutions as competence centres for continuing vocational
training
9. strengthen the staff in further education and qualify them for the digital change
10. strengthen strategic foresight and optimise training statistics

Implementation status
In a number of fields of action, hardly any of the above-mentioned impulses have yet been
implemented (e.g. transparency), others take up initiatives that already existed before (e.g. the
national competition "Shaping the future - Innovations for excellent vocational education and
training (InnoVET)", as part of field of action 7), and yet others are handed over in full to the
companies / social partners (especially field of action 4), and otherwise it is often said that ideas
should be "tested". Direct support for our approaches cannot be deduced from this, but the National
Strategy for Continuing Education also identifies some areas that we consider to be connectable.
Particularly interesting in our context is the field of action 7 "Developing further training
qualifications and further training offers". The most important passages are:
"The BMBF (Federal Ministry of Education and Research) is pursuing the goal of further
increasing the attractiveness, quality and equivalence of vocational education and training by
creating new types of high-quality learning location cooperation between, among others,
vocational schools, companies, inter-company training centres (ÜBS), training centres,
research institutions and universities. “
"Individual in-company retraining offers job-seeking employees the opportunity to obtain a
recognised vocational qualification close to the company, and employers the opportunity to
secure their need for skilled workers and benefit from the added value created during
retraining. The BMAS (Federal Ministry of Labour and Social Affairs) is examining how
incentives for jobseekers to undertake individual in-company retraining can be strengthened.
“
From this, training cooperations could be derived, in which personalised, workplace-integrated
learning offers are organised in a bundled manner. Field of action 9, "Strengthening personnel in
continuing training and qualifying them for digital change" is also of interest. Among other things, it
states
"The digital change demands new training formats, but also competences of initial and
further training that enable the sustainable design of technologically changed work
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processes. The BMBF is therefore examining the implementation of an initiative for the
"Transfer of key competences for sustainability in continuing vocational training". “
In the context of this issue, the Federal Institute for Vocational Education and Training (BIBB), which
is funded by the Federal Ministry of Education and Research, has issued a national call for proposals
entitled "INVITE (Digital Platforms for Continuing Vocational Training)". However, we have not been
able to find out anything else so far.

I.3 Structure and spread of providers
According to a study by the German Institute for Adult Education (DIB), the most common providers
of further training are private education providers (41.3%), followed by adult education centers
(23.5%). On third place are institutions of an association (7.5%). All other provider types (e.g. trainers
and coaches) share below 4 percent124.
Based on the size of the provider, 77 percent of the training institutes conduct up to 10,000 lessons
per year. A third of the providers do less than 1,000 teaching hours per year and can be classified as
"small". Approximately 23 percent of the providers with more than 10,001 lessons are among the
“larger / larger” institutions125.
Most providers are located in North Rhine-Westphalia (approx. 3,400), followed by Bavaria (approx.
2,550) and Baden-Württemberg (approx. 2,500)126. However, by looking at the provider density per
federal state, Hamburg has the highest rank. There are 55.4 providers per 100,000 inhabitants,
followed by Bremen (47.9) and Hesse (40.0). Saxony-Anhalt and Brandenburg have the lowest density
with 23.2 and 23.1 providers per 100,000 inhabitants127.
Individuals or companies in Germany interested in education can find more than 3.27 million
educational offers on the website of the employment agency www.kursnet-find.arbeitsagentur.de.
According to the authority, 3.20 million of the offers can be (partially) financed with an educational
voucher (Bildungsgutschein)128. Financing options are discussed more detailed in the following
chapter.
In addition to the federal agencies, the federal states also offer course databases and also provide
information via a telephone hotline. On the website of the State Ministry for Labor, Health and Social
Affairs in North Rhine-Westphalia, a meta search is also possible, which is linked with around 100
course databases and can be used in 90 languages, which affects the search parameters, the
presentation of the search results and the additional information areas129.
The Chambers of Industry and Commerce (Industrie- und Handelskammer, IHK) also offer a training
information system on their website. This database lists over 84,000 seminars from various providers
130
.
A further search of providers is possible by an independent provider portal like www.weiterbildung.de.
There are 3,702 training providers listed. Among more than 46,000 educational products there are inservice training courses, seminars and coaching. Both online and presence formats can be selected.
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The search function also allows to search by categories (e.g. management, marketing or even
languages), city (including the surrounding area) or directly by a special educational provider131.

I.4 Costs and funding opportunities
According to studies by the Federal Ministry of Education and Research, 25 percent of participants in
further training pay the costs of their further vocational training themselves. If the costs are
shouldered by external parties employers in particular pay all or part of the costs (78 percent). The
employment agency pays 7 percent and other public bodies 6 percent of the costs. In 4 percent of
the cases the costs are shouldered by the participant’s parents132.

Company funding
As mentioned in the introduction, professional training is often supported by German employers. 71
percent of the further trainings take place company-related133. 60 percent are offered inhouse the
employee's company, the rest are external providers on behalf of the employer134.
Companies often fund training costs of their employees or take them entirely. However, there are
occasionally regulations for the employee's repayment of money if the employee terminates the
employment relationship. Such "repayment clauses" often limit the employee's right to change jobs
for years indirectly 135.

Public funding
Public funding opportunities are offered by the federal and state governments in form of direct
financial support (e.g. master BAföG) or indirect support (e.g. educational holiday)136. The individual
funding options are briefly outlined below. As this presentation only contains general information,
employers and recipients should inform themselves individually in order to have the eligibility checked
and obtain the necessary forms for the application accordingly.
1. Bildungsprämie (“education vouchers”)
A distinction is made between education vouchers (Prämiengutschein) and further training savings /
saving voucher (Weiterbildungssparen / Spargutschein), which will be discussed individually below.
Interested parties will find more information, especially on the website of the Federal Ministry of
Education and Research (Bundesministerium für Bildung und Forschung, BMBF)137.
a.) Education voucher (Prämiengutschein)
Funding is provided for those interested in further training who are employed for at least 15 hours per
week and who have an annual income of a maximum of 20,000 euros.
Eligible measures are job-related further training (including languages and IT). 50 percent of the event
fees are financed up to a maximum of 500 euros. The voucher can be claimed annually. The federal
states of Bremen, Rhineland-Palatinate, Schleswig-Holstein, Saxony and Saxony-Anhalt only fund
offerings up to 1,000 euros.
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b.) Further training savings / saving vouchers (Weiterbildungssparen / Spargutschein)
Funding is provided to people who have a funded saving credit. The saving voucher for the education
bonus enables the savings saved to be withdrawn early without losing the employee savings allowance.
Elaborate or long-term training is supported. It is also possible to combine the award voucher with this
funding.
Other funding options include the Aufstiegs-BAfög, the Weiterbildungs- und Aufstiegsstipendium,
fundings based on the Sozialgesetzbuch (SGB) II and III and the WeGebAU program. These
opportunities will also be discussed below briefly.
Aufstiegs-Bafög (“career support”)
This age-independent funding is made for
•

People who are preparing for a further education qualification (e.g. master craftsman,
business administrator, educator, etc.)
• Bachelor graduates who also aim to qualify for advancement
• People without initial training (e.g. dropouts or high school graduates with work experience).
All training courses which prepare for public law examinations and which have a scope of at least 400
hours are funded. The desired professional qualification must be above the level of a skilled worker or
a vocational school qualification.
The offers can be full or part-time and can be held as an E-Learning course, but may not exceed a
maximum of four years. Providers must be able to demonstrate a quality assurance system.
Participants can only apply for advancement training once in their life138.
Weiterbildungstipendium (“further education grant”)
Specialists under the age of 25 are funded with a particularly successful training qualification or in a
federally regulated healthcare profession with proof e.g. a final exam better than "good". Alternatively,
particularly successful participants in national professional performance competitions can apply for
the scholarship. The grant is distributed by the Federal Ministry of Education and Research.
In-service professional and interdisciplinary advanced training is supported for up to three years. Parttime courses that are based on training or work are also eligible for funding. Interested persons can
get informations from the Stiftung Begabtenförderung berufliche Bildung (SBB), which acts on behalf
of the BMBF139.
Aufstiegsstipendium (“career grant”)
Funding is given to people with completed vocational training or career advancement with proof of
particular performance in training and occupation. The person must provide proof of at least two years
of professional experience after completing their education, but may not yet have a university degree.
A first degree is funded full-time or part-time at a state or state-recognized university. Detailed
informations are also given by the SBB140.

138

(BMBF, 2020a)
(SBB, 2020)
140
(SBB, 2020a)
139

75 of 101

Förderung beruflicher Weiterbildung nach SGB III und SGB II (support of professional further
education according to the Social Law)
The employment agency shall approve means for further education, if it helps to prevent the loss of a
job or brings unemployed persons into a job. The measures can be at different levels of qualification.
The education provider as to have a AZAV-certification (see below at I.5, “Quality assurance”). This
option is used quite often and funds can be available for various courses and programme. However,
the details are quite tricky and it usually takes several moths, until a final decision oh the kind of
support can be obtained. A more detailed description of conditions and restriction of this support is in
the annex (in German).
Sonderprogramm (exceptional program) WeGebAU
The programme „Weiterbildung Geringqualifizierter und beschäftigter älterer Arbeitnehmer in
Unternehmen“ (further education of poorly qualified and elderly employees in companies) aims at
workers already in a company. Low-skilled employees with a skilled or unskilled job in small and
medium-sized enterprises are promoted. The have to be released by their employer for the duration
of a qualification while they continue to pay their wages. Only qualification-related training and further
education are eligible. This program is financed by the local employment agency141.
Förderprogramme der Bundesländer (support programmes of the federal states)
Funding is given to employed persons who live and in the same federal state. Depending on the
program, different target groups are promoted through individual or company approaches.
Information is given by the funding database of the state ministries for education142.
Steuerbegünstigung (tax reduction)
In tax law, advanced vocational training is any educational offer that an employee can take after
completing their professional training. This includes courses, seminars, evening courses and retraining.
According to the Berufsbildungsgesetz (BBiG) § 1, in order for the further training to be recognized for
tax purposes, it must maintain, adapt or expand the professional ability to act and promote
professional advancement. Training, on the other hand, can also be retraining for a completely new
profession143.
The following cases are tax deductible:
•
•
•
•
•
•

course and exam fees,
travel expenses,
accommodation costs,
catering costs,
learning equipment such as specialist books or writing materials as well
the home workplace, if the further or advanced training at home has to be post-processed or
prepared144.

Educational holiday
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In addition to financial aid, there are also opportunities for exemption from professional activity in
Germany to take part in professional or political further training. Educational holidays could be up to
five days and can be increased by the employer145. This kind of holiday is regulated federal stately and
is usually based on the place of work - not on the place of residence. In most federal states, the
educational holiday is associated to a minimum period of employment in the company and is only valid
if the company has a minimum number of employees146.

I.5 Quality assurance of continuing vocational training
The further education offers in Germany are very diverse. In the area of regulated further training,
those interested in further training have the opportunity to acquire further training degrees that are
based on a federal ordinance, on chamber regulations of the responsible bodies or on the basis of
country laws. In addition, there is a multitude of subject, institution and facility-specific further training
that is graduated with a certificate or certificate of attendance147.
Educational institutions and educational offers that are public funded must be approved by a specialist
force in accordance with the Anerkennungs- und Zulassungsverordnung für Weiterbildung (AZWV) in
order to be funded by the Federal Employment Agency. The aim is to create more transparency and
competition in the education system and to improve the quality of the funded measures. The
admission procedure for training providers and courses is carried out by external specialist bodies
(ordinance on the procedure for the recognition of specialist bodies as well as for the admission of
providers and offers of professional training according to the Sozialgesetzbuch §§ 84-86 SGB III). As a
result, only educational providers who have an established quality management system, e.g. according
to DIN EN ISO get the recognition.
The Akkreditierungs- und Zulassungsverordnung Arbeitsförderung (AZAV), issued in 2012, regulates
the cooperation between public and private actors through a system of accredited certification. The
AZAV is aimed to ensure sustainable quality of employment promotion measures148.
In the case of public funded further training there is consequently a valid and comprehensible quality
assurance system. However, these offers only make up a fraction of the received further training. The
majority of the offers are carried out by private, non-certified providers who are not subject to a quality
assurance system under a public state control. Therefore it’s difficult to assess the quality of the further
training offered for those who are interested in these trainings.
The BIBB published a checklist to help interested people in choosing suitable further training. They
focus in the aspects of completion and qualification as well as its recognition, the existence of a quality
management system, the qualification of the lecturers and their practical experience, the use of
methods and media as well as the general practical relevance of further training.
Overall, however, there is a lack of state quality inspection and control in the area of private further
training providers.
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Part II: Systemic Implementation of action oriented / agile approaches
in CVET
II.1 The most prevalent learning formats and options to incorporate actionoriented/agile learning approaches
There are essentially three types of organisations where these formats can be considered an option::

Supported by corporate bodies, such as chambers of commerce.
The further training is then formally under private law, e.g. via a registered association, a GmbH or
gGmbH. The company must be self-financing, although subsidies for individual projects etc. can also
be claimed (e.g. Erasmus+ funds). The latter can also be in connection with a public corporation, the
chambers. In terms of subject matter and content, however, the continuing education enterprise is
affiliated to these bodies or has entrepreneurial links and can, if necessary, draw on their structures
and experience with forms of training.
The promoters of these bodies, i.e. the enterprises (mostly SMEs) in the respective sectors in the
chamber districts, are often involved in initial training and often follow the principle of full action in
the implementation of their training. This is more likely to be the case in large companies, as well as
in inter-company training facilities such as building yards or craft training centres. There, the
associated expenditure is financially and organisationally acceptable. In many small companies,
however, this is often not the case. Here the approach is usually the traditional three-step method:
demonstration, imitation, practice.
For the implementation of agile / action-oriented approaches: It can therefore be assumed that
there is a starting point for such approaches in the training centres of the corporations, because
experience from initial training can be drawn upon - provided that it is action-oriented there
according to the specifications.

Commercial training institutions
These are generally less represented in the technical-industrial sector than in the (more lucrative)
academic sector. They are particularly strong in initial training in the service sector, for example in
the economic occupations, nursing and geriatric care, education, assistant occupations, etc. These
initial training courses are often supported by the state and take place very much in school-based
learning settings. It is usual here that the professional practice is included through internships
outside the institution, i.e. not within the institution.
For the implementation of agile / action-oriented approaches: An inclusion of these approaches
seems difficult because training is usually more distant from practice, because the teachers have less
insight into the activities during the internships and because the development of new, experimental
approaches is more under pressure of justification and profitability.
One starting point for these private training and further training providers could be to link company
placements more closely with school theory, which would improve quality. Short rule loops, as
provided for by the concepts of agile learning and action orientation, make it possible to start with
problems from one's own practice and, in close intermeshing with theory, to make them the subject
of learning in professional development. Once such an approach has been successfully implemented,
this could be a good point for marketing.

Regional clusters
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Regional clusters such as Eco-Plus in Austria are few and far between in Germany in this form to our
knowledge. This means that one cannot build on the hope of being able to get funding for the
development of agile / action-oriented approaches in publicly funded institutions. The only way to go
is via project funding, e.g. from the EU. So far, further education is not addressed via the training
centres, but these are only in the focus of initial training.

II.2 Current research and developments regarding action-orientation / agile
learning
The vast majority of CVET approaches are offered in courses in seminar form and are also demanded
in that form by companies. Work-integrated but nevertheless intentional learning processes and the
corresponding settings are hardly to be found in the reality of companies
Action orientation is established as an approach in vocational education and training and is an
integral part of both university teaching, where it is known as Problem Based Learning - PBL, and the
training of industrial trainers. This does not mean that it is always a part of in-company practice but,
at least in initial vocational training, it is conceptually nothing new and is very familiar to the teaching
staff at vocational schools in particular. This has not yet been the case in continuing vocational
training.
Agile approaches in further education and also in education in general are in no way established. For
all forms of continuing vocational training, it can be said that agile approaches do not occur, at least
not under this term. The discussion is just beginning. In the summer of 2020, the Springer Verlag
(Heidelberg / Berlin) will publish a book "Agile Learning in the Company", edite – among others – by
Jörg Longmuß and Benjamin Höhne of the Sustainum Institute. There will be 7 company examples
from different research projects (also from other researchers) presented how this approach has been
implemented in companies. Further research projects are currently not known to us.

II.3 An experts view on incorporating action-oriented/agile learning approaches
Based on interviews with
1. PD Dr. Stefan Wolf, expert in professional pedagogy, interim professor at TU Dortmund and senior
lecturer at TU Berlin
2. Joana Jungclaus, PhD-student at the Zentrum für Neuronales Lernen in Ulm, researching on agile
methods in work-based training
3. Frank Bertelmann-Angenendt, head of an EU-wide network for Erasmus+-projects on technical and
vocational education and training
4. Sebastion Gaudent, BZB (Training Centre for the Building Industry) Krefeld, department of further
education

Core aspects from the interviews
In the building industry and in others, e.g. automotive, in the training programmes for apprenticies
the action oriented approach and the principle of complete action (Prinzip der vollständigen
Handlung) with the steps of information, planning, deciding, implementation, review and evaluation
of the process (see graphic) are mandatory. In big companies the instructors are usually strictly
obliged to implement them, in public training centres the instructors are less controlled, but will
follow these principles in general, too. However, in small companies and in particular in craftsman’s
workshops this is not always the case.
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Things get more complex when it comes to further education
•

•

•

•
•
•

•
•

There are a number of subjects where learners have to know the content by heart, e.g. fire
prevention, workplace security etc. In these cases the course will consist only of lecturing or
reading instructions with a written examination. In these courses there is no place for action
orientation or agile principles.
There are also many courses (“certificate courses”) where form and content of the
examination are prescribed by associations or governmental institutions. In these courses
the teaching form follows the requirements of the examination: If no problem solving is
required, it will not be taught.
Sometimes certain certificates are required to be allowed to execute a certain task or to use
a certain machine, even if they have not been defined or issued by a governmental
institution, but by an association of companies.
Certificates are often also important to subcontractors. This will allow the big companies to
delegate responsibility.
If a certificate requires mastering a task, then the courses do have practical phases, where
each participant e.g. has to successfully handle a machine.
Big building companies have often their own “academies”. The main market for further
education at the vocational level are the smaller companies, often with less than ten
employees.
Further education is often carried out by freelance instructors that are difficult to control.
Further education is, at least in the German building industry, a supply driven market. I.e.
that there is no organised way to inform institutions of further education about the needs of
industry. These have to figure out what might be wished from companies.

Digitalisation: There is a lot of effort and investment under way to promote digitalisation. However,
there is a problem with getting digital methods and tools to actually take place in the courses. In
particular elder instructors are sometimes reluctant to apply them. But also in general, the teaching
methods do not really incorporate the potentials of digitalisation.
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Some conclusions / recommendations
•
•
•
•
•
•

•
•

Develop a standard model of teaching / learning, embedding it in a professional context.
Keep it simple and form small learning units that have immediate, obvious benefits.
Use existing structures and communication systems.
Whatever the methods, a focus should be on the instructors: What can they handle and what
will they adapt?
Use the colleagues to each instructor: they will be most open towards them.
If a certificate is the objective of a course (because it , the methods of examinations will be
determined by the requirements of the certificate and as a consequence the methods of
teaching will follow the requirements of the examination. Therefor the starting point should
be the content of the certificate, the rest may be derived from this.
All aspects of digitalisation might be a fruitful area for new methods in further education.
A particularity in the building industry: The construction of new houses and other buildings is
often very standardised, so also the further education goes along theses standards. If it
comes to repair and modernise existing buildings, the content is a lot less clear-cut and
informal methods and understandings are needed. This might be a rewarding field for agile
approaches.

II.4 Possible starting points for Ho-WARP on action oriented / agile CVET
There seem to be two realistic sources in Germany for a financial support of a course or a
programme implying action-oriented and agile elements:
Companies: In general, in Germany companies are quite willing to support and pay professional
further education. This is in particular the case for technical subjects. Bigger companies have, as said
before, usually their own training institutions. Therefore the focus has to be on small and medium
sized enterprises (SMEs). Practically this would mean to convince a number of SMEs resp. their CEOs
to allow staff members to participate in a course.
A model for this could be the BIM (Building Information Modelling) course of the project partner
ECO-Plus in Austria. There the companies provide a substantial part of the course budget for this
employees. They also allow them to learn during working hours – which will cost the companies
often more than the course fees. This will work only if the companies are very convinced that the
course will be worth it, i.e. if there is an urgent need and a very promising concept. Still, there is
government contributing support as well. So a course that is solely financed by the participating
companies will be difficult to establish.
Employment Agency / Job Centre: Among the several support schemes, WeGebAU and the Social
Law seem to be most promising. They offer substantial support in particular for (formal) poorly
trained workers, as they can be expected in the “Flatroofer Project” of the Austrian Partner 17&4.
Therefore a transfer of this course model to Germany would be an option.
One problem has to be tackled probably any way: Applying for support out of the WeGebAU and
Social Law programmes is very complicate and time consuming. Experience of Cognos International
shows, that in practise employees as well as companies need continuous coaching and personal
attention by experts. Big training enterprises usually have this expertise. They also tend to be
accredited according to AZWV and AZAV standards. However, a long advance period will be needed
when considering to transfer training concepts to Germany.
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Annex: Legal regulations on support of CVET (in German)
Förderung beruflicher Weiterbildung nach SGB III und SGB II
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Gefördert werden Arbeitslose, Arbeitssuchende und erwerbsfähige Leistungsberechtigte (gemäß SGB
II bzw. SGB III).
Mit dem Zweiten Buch hat der Gesetzgeber das Arbeitslosengeld II eingeführt und so eine einheitliche
Sozialleistung für erwerbsfähige Hilfebedürftige geschaffen. Es geht im SGB II um eine Grundsicherung,
verbunden mit einer intensiven Unterstützung der Leistungsberechtigten bei ihrer Eingliederung in
Arbeit (vgl. §§ 1, 3 und 4 SGB II). Das SGB II fordert dabei von den Leistungsberechtigten ausdrücklich,
dass diese alle Möglichkeiten zur Beendigung oder Verringerung ihrer Hilfebedürftigkeit ausschöpfen;
sie müssen insbesondere aktiv an ihrer Eingliederung in Arbeit mitwirken (vgl. § 2 SGB II). Maßgebliches
Unterscheidungskriterium zwischen der Grundsicherung nach dem SGB II und der Sozialhilfe nach dem
SGB XII ist, ob der Betreffende erwerbsfähig ist (vgl. § 7 SGB II).
Träger der Leistungen nach dem SGB II sind die Bundesagentur für Arbeit sowie die kreisfreien Städte
und Kreise149.
Inhalt des SGB III ist das früher im Arbeitsförderungsgesetz geregelte Recht der Arbeitsförderung, d. h.
die Aufgaben der Bundesagentur für Arbeit. Es beinhaltet vor allem die leistungsrechtlichen
Grundlagen für die Förderung der Arbeitsvermittlung, der Berufsausbildung, der beruflichen
Weiterbildung und die Entgeltersatzleistungen, insbesondere das Arbeitslosengeld I
(Arbeitslosenversicherung). Auch die Förderung der beruflichen Eingliederung behinderter Menschen
ist Teil des SGB III (vgl. §§ 19, 97 ff., 218 Abs. 2, 219, 235a, 236 ff., 248 ff., 270a)150.
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(Bundesagentur für Arbeit, 2020a)
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List of abbreviations
Mbo – middelbaar beroeps onderwijs (secondary vocational education)
Hbo – hoger beroepsonderwijs (higher professional education – University of Applied Sciences)
CBS – Centraal Bureau voor de Statistiek (Central Agency for Statistics in the Netherlands)
SER – Sociaal Economische Raad (social economical council)
SEECE - The Sustainable Electrical Energy Centre of Expertise (SEECE) helps to educate more and
better trained engineers with a thorough understanding of renewable electric energy. Quality
research and collaboration with regional companies in the energy business enables SEECE to attain a
higher level of energy education and translate knowledge into commercially viable products and
services. SEECE is one of 26 centres of expertise in the Netherlands that aims to enhance the quality
of technical education at the Bachelors level. Entrepreneurs, scientists, governments, lecturers and
students form public-private partnerships that seek alignment with the regional knowledge
infrastructure. These centres contribute to both student recruitment and innovation processes.
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Part I: Continuing vocational training in the Netherlands
1. The framework of continuing vocational training (and
development) in the Netherlands
1.1 Dutch continuing vocational training in numbers
The extent to which lifelong learning takes place is often measured by participation in post-initial
training activities. There are several measures of participation in training activities, numbers
therefore differ sometimes. The Dutch Central Agency for Statistics (CBS) publishes regular data on
this participation in post-initial training activities in the Netherlands. Following the European
indicator that Eurostat uses, lifelong learning (LLL) includes all courses that adults (25 to 65 years)
follow or have followed in the past 4 weeks. An overview of 2014 shows that about 18% of 25 to 65
year olds in the Netherlands participated in a training or course, in the four weeks prior to the
measurement moment151. With that 18%, the Netherlands were among the better performing
countries in Europe; only France, Finland, Sweden and Denmark show higher percentages. The Dutch
government's policy objective was a 20% participation rate in 2020152, however, and that target will
probably not be reached yet.
The European Continuing Vocational Training Survey (CVTS) provides data on participation in
continuing vocational training activities in the past year in different countries in Europe, and is
administered every five years. Data collected in 2015 indicate about 85% of all companies in The
Netherlands with more than 10 employees had at least one employee take part in organised
vocational training activities. On average, 41% of all employees in these companies took part in at
least one training activity in 2015 – 37% of all female employees, and 45% of all male employees.
50% of all companies within the construction sector had one or more employees take part in training
activities in 2015.
Dutch participation in training activities does seem to relate to company size, age, gender and
education level153. Participation rates in lifelong learning gradually decline as people age. People
between the ages of 55 and 64 are significantly less likely to participate in formal and non-formal
learning compared to other age groups. However, compared to 2007 and 2011, their participation
has increased significantly. Older workers' participation in lifelong learning is expected to increase
further in the coming years as a result of the higher retirement age.
Participation in lifelong learning is different for each level of education, but increases as the level of
education increases. In 2016, only 36% of low-skilled workers participated in lifelong learning,
compared to 80% of highly skilled workers. Differences in the type of work of lower and higher
educated people explain the differences in participation. Many highly educated workers, such as
accountants, architects or notaries, perform tasks that are not routine, change regularly or require
mandatory training.
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1.2 National policy on lifelong learning
Lifelong learning has been on the Dutch policy agenda since the 1970’s154. Whereas it started with a
focus on mainly social-cultural motives for learning, attention shifted towards social-economic
motives from the 1980’s on. The economic motives appear in the policy themes from the 1990s,
mainly expressed by an emphasis on employability of workers and job seekers. The economic motive
also fits in with personal motives; Individual career perspectives and career-wishes play a role in the
realization of a lifelong learning system.
The Dutch government currently indicates to stimulate adult education for several reasons155:
-

-

The labour market is changing rapidly. Old professions disappear and new ones take their
place. For example, making apps, programming robots or developing nanotechnology.
Companies and organizations are increasingly spreading worldwide. Competition is also
increasing, internationally. In the case of reorganisations, there is then no room for some
employees. That is why being able to switch professions and branches has become
increasingly important to be sure of work.
Society is becoming more complicated. That is why it is important for everyone to be good at
using language, arithmetic and computers.

It has been argued that formal training is just a small part of lifelong learning. Several researchers156
157
point to the great importance of informal learning in the workplace; employees indicate that they
spend around 35% of their working time on instructive activities, considerably more than
participation in formal training. Informal learning therefore also seems to be much more important
for human capital and business development than formal training158. Similarly, the Dutch national
Social Economic Council (SER) and the Education Council recently indicated that informal learning is
at least as important as forms of formal learning. On the other hand, the above does not alter the
fact that the Dutch government has tried to encourage courses (in particular by means of fiscal
advantages). These attempts have not been very effective, however; there is no significant growth in
participation in formal training activities159. Among the individual causes mentioned are a lack of
urgency, a lack of time or money, a lack of clarity about the potential benefits, and previous negative
learning experiences160. In addition, the SER concludes that many of the other measures have not
been continued structurally or have already been reversed.
Despite the focus on lifelong learning in the latest coalition agreements, the SER has characterized
government policy as a "yo-yo" in the recent period, with sometimes intensive and sometimes no
attention at all for lifelong learning. It has been argued for a good connection between informal
learning processes and formal training161: this requires a new institutional structure for post-initial
learning, in which the division of responsibilities, tasks and rights is redrawn in the employeeemployer-government-education quadrangle.
The SER formulates three clusters of recommendations: strengthening the infrastructure, support
for learning needs and the formation of a learning culture. Strengthening the infrastructure is aimed
at more customized work and flexibility in the supply and at better alignment with the needs of
154
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workers and employers. For example, institutions should be given more room to organize in a more
flexible way, and L&D funds should be helped with a larger one play a role in stimulating continuous
development. The SER advises two instruments to support the learning question: the drawing right
and the development account. The development of a drawing right is advised to make it clear to all
workers what personal (funded) training opportunities are available – every citizen who has left
initial education without bachelor or master degree has a right on post-initial education funded by
the government. With a development account, employees can save in a tax-friendly manner for their
own development process, also assisted by, for example, employers, sectoral funds and
governments.
Concluding, Dutch national policy with regard to lifelong learning and development has been erratic
in recent decades. Regarding content, there is no explicit distinction between different underlying
agendas. In policy, measures are linked - both as an objective and as a measure of success - to
participation in formal training, informal learning has long been left out of consideration. More
emphasis on informal learning seems to be important to achieve the goals of lifelong learning. In
recent policy-making, more attention has been paid to informal learning and to learning as an
innovative force. At the same time, this is often linked to participation in formal training and
certification, for example in the form of shortening the duration of training by acknowledging
acquired competences. A lot of policy development is in line with the government's decentralization
policy observable at regional level: both provinces and (larger) municipalities initiate lifelong learning
programs, both in the context of risk groups (early school leavers, job seekers) and in the context of
regional economic innovation and development.

1.3 Sectoral policy and embedding
The Dutch labour market differs greatly per sector and per region. Sectors or regions are believed to
know best where bottlenecks are and which labour market measures offer a solution. In the social
agreement that the government and social partners described in 2013 is was opted for a tailor-made
approach: based on an analysis of the labour market, sectors or regions determine measures to
resolve the main bottlenecks. Sector plans form part of these agreements. The sector plans have
been drawn up and implemented by partners in a sector or region: employers, employees, learning &
development funds and possible other partners such as vocational education, and province or
municipalities. The sector plans involve co-financing: the central government pays part of the costs of
the plans and the rest (at least half) is paid from a personal contribution by the partners in the sector
plans. Most of the money goes to training, guiding dismissed employees to other work and extra
apprenticeships for young people. The plans are written for both employers and employees, and
labour market measures in a sector plan concern, for example:
Jobs - for example, creating additional workplaces for young people, or retaining older skilled
workers, or a combination of both
-

From work to work - for example guiding employees to other sectors

-

Training - reskilling or upskilling of workers

-

Innovation - developing new approaches

Most sector plans were completed in 2018.
‘Learning & Development funds’ in the Netherlands consist of cooperating sectoral employer- and
employee-representing organisations, largely funded by the sectoral employers (collective
agreement to pay a percentage of annual turnover). The added value of these funds is that they can
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collectively add what individual organisations cannot do and what the free market and government
will not do.
Top sectors are areas in which Dutch business and research centers excel internationally. In 9 top
sectors, companies, researchers, governments and social organizations work together to keep
innovating with well-trained people. In this way, the Dutch economy remains competitive and we
maintain our international top position. Every top sector has a Human Capital Agenda (human
knowledge and skills). These agendas focus on developing employees and attracting talented new
employees. It is based on optimal cooperation between vocational and higher education, the
business community and research institutions. To this end, the top sectors developed the concept of
the Learning Community: the place where people can develop and innovations are put into practice
faster. In this way, students get to know the latest developments in their field and immediately
develop the skills for the professions of tomorrow. Professionals have easy access to training and can
thus develop for a lifetime162.
In a Learning Community, companies, educational institutions and research institutions work closely
together and learning, working, innovation and research are optimally linked. The starting point is
that innovation has the greatest chance of success if people can develop, master and apply
innovations in practice. In a Learning Community
-

partners develop innovative solutions together;
they translate experiences into an optimal and current educational offer;
train workers in the skills necessary to work with the innovations;
they continuously exchange insight and experience to arrive at improved concepts /
techniques.

Several good examples of these Learning Communities can already be found in the Netherlands, such
as the Sustainability Factory in Dordrecht.

1.4 Organisational policy and embedding – HR/L&D
There seems to be little general information about organisational policies regarding action oriented
and agile learning, but individual – especially large - organisations are believed to formulate policy on
agile / innovative ways of working. It is stated that the role of HR in organisations that focus on agile
working remains somewhat underexposed163. Regarding the content of a new role of HR, it is said
that this means more focus on coaching and supporting specialists in organisations, instead of
implementing standards to enhance productivity164.
HR and L&D functions in organisations (internationally) are working on all fronts to close, for
example, the digital talent gap – the gap in digital skills employees experience. They do so by
developing shorter, just in-time learning, improving user experience of (learning/training) programs,
and adopting new learning technologies and platforms. HR/L&D are still struggling, however; only
about half of the respondents in a recent McKinsey survey said that learning functions in their
organisation enables their company to meet strategic objectives165.

162

https://www.topsectoren.nl/human-capital
Lange (2018)
164
https://blog.euroforum.nl/wp-content/uploads/sites/11/2017/06/eBook-Agile-leren-en-werken.pdf
165
Christensen, Freeman & Van Dam (2018)
163

90 of 101

2. Stimulating lifelong learning and development: funding and other
measures
2.1 National level
The vast majority of lifelong learning activities in the Netherlands is not funded by the government
(85% in 2016). There are, however, tax benefits and other funding measures provided by the
government in order to stimulate participation in post-initial learning activities. Examples of tax
measures are tax exemptions or tax benefits. Government grants and EU grants are relatively more
often used by larger companies, these thus seem to benefit more often from these subsidies than
small and medium-sized enterprises166.
The Dutch government also encourages lifelong (career) learning through various measures,
experiments and arrangements167:
1. Flexibility pilot and demand financing experiment
In 2014 a national committee formulated an advice to increase adult participation in LLL. The core of
this advice is to organize more flexible part-time higher education, with more attention to the
demand side and more opportunities to respond flexibly to the rapidly changing labour market.
Subsequently the Dutch government organised a flexibilization pilot and a demand financing
experiment. These enable part-time students to compose a program at some universities of applied
sciences more flexibly, thereby better suiting their wishes – training programs often become more
practical and shorter.
2. Sustainable employability
The government encourages employers to help their employees learn and work. The site Towards
sustainable employability offers practical examples and tools, to help employers and employees to
get started themselves. Employers who fire employees have to pay these employees a transition fee,
but possible training costs that these employers make for these employees regarding their job
transition are deductible from the transition fee.
3. Experience certificate
Employees and job seekers are stronger on the labor market with an experience certificate (EVC).
With this they gain knowledge and skills that are officially recognized in practice in the workplace.
4. Lifelong learning credit168
The lifelong learning credit is an arrangement with which anyone up to 55 years who is not entitled
to receive regular student finance can continue to develop, by borrowing money from the
government to pay tuition. The credit can be used for a legally recognized higher education program
or a vocational training path in MBO, but this can concern both public and private courses. It allows
one to borrow up to 5 times the amount of statutory tuition or tuition fees per year. The amount
cannot be more than has to be paid in tuition or tuition fees. The credit can be received for the
duration of the study. This is 4 years for most studies. This is 5 years for part-time training. For
studies longer than 4 years, you can get longer credit. The loan is subject to the same interest as
166
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students who are entitled to a student grant and must be repaid within 15 years, the amount of the
repayment depends on one’s income.
5. Start-up scholarship scheme
The Starters Scholarship Scheme allows young people to improve their chances on the labor market
with learning and work experience. With the Starters Scholarship, starters in the labor market will
start working in business for 6 months. They receive a fee of at least € 500 for this apprenticeship.
Employers receive a contribution from the municipality in the guidance costs. It is difficult to find a
job for qualified young people without work experience. But the current economic situation makes it
difficult for employers to recruit motivated younger employees. The Starters Scholarship offers a
solution for these young people and employers.
The Starters Scholarship allows young graduates on the labour market to gain work experience in the
business world for six months, 32 hours a week, thereby increasing and improving their chances on
the labour market. In this period they develop competences and skills that are important on the
labour market and that match the level of education. Every month, a starter receives a fee of at least
€ 500 per month from the employer for this.
6. Development advice for people over 45
The subsidy scheme 'Development advice for people over 45' enables every worker aged 45 or older
to receive free career advice. Career counselors can provide these working people with development
advice and apply for a subsidy of € 600. The aim of the Development Advice is to encourage
participants to take charge of their careers. The Development Advice provides insight into the future
perspective of the participant's current work, competences and future career opportunities. This is
about participants actively thinking about how they can reach their retirement age while working
and how to prevent loss due to illness or unemployment. The product that arises from the
Development Advice is therefore a personal development plan in which the participant has described
what actions will be taken to increase ones own ability to continue working until retirement. It is also
possible within the scheme to apply for a subsidy for providing developmental training for
managers169.

2.2 Sectoral level
Learning & Development Funds are usually created by employer and employee organizations in a
particular industry, among others to contribute financially to the training of employees in their
industry. They are filled with contributions from affiliated companies, agreements on this are made
in collective labour agreements. The social partners within a sector manage the fund. Employers can
rely on the resources managed by these funds. Some L&D funds offer courses themselves or develop
training projects for the industry. All L&D funds employ career counselors who can assist in education
and training programs for your employees. For example: an employer takes the initiative to look for a
training. He can find a list of courses on the fund's website from which he can select courses for his
employees. If he has not yet been able to make a choice, he can apply a career scan to his employees
– resulting in proposals for courses. In both cases, employees can take the course without prior
permission. The employer can declare the costs afterwards. If an employer wants employees to
follow courses that are not on the fund's list, the fund must give prior permission for the course.
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2.3 Organisational level
In 2015, Dutch companies spent an average of 1,000 euros on an employee who has one or more
courses followed. These costs consist of the sum of participation costs, travel and accommodation
costs, material expenses and, in the case of internal courses, labour costs of internal training staff
who provide the courses. The costs for lost work are not included170. Large companies spent more on
courses per course participant than average small and medium-sized enterprises: 1,100 to 1,000
euros.
Companies do not always have to pay the costs of courses entirely themselves. Almost one fifth of all
companies received subsidies or other contributions for the funding courses and other company
training. Almost three quarters of these companies received a contribution from a training fund.
Training funds are partly funded by the companies themselves financed. In this way the training costs
are spread over the companies within an industry. More than a fifth of all companies paid one in
2015 contribution to a collective or other training fund. It is used relatively often made by small and
medium-sized enterprises.

3. CVET Providers
There are various providers of LLL/training programs in the Netherlands: government-funded regular
secondary vocational education (mbo) institutions and universities of applied sciences (hbo), private
providers in the commercial training market, and, for example, (internal) corporate academies of
larger companies. Despite this diversity, the external market for continuing vocational training is
dominated by private commercial providers, accounting for probably 90% to 95% of the training
programs171. CVTS data from 2015 show that 67% of companies that had employees take part in
external training programs exclusively or partly chose private training companies, followed by 25%
that chose suppliers and/or parent and subsidiary companies. 23% Chose a regional institution for
secondary vocational education (mbo), 17% chose a university or a university of applied sciences
(hbo)172173. Other training providing organisations consisted of learning & development funds (5% to
7%), and other instances (23% to 28%).
A study on private providers showed there were approximately 14.400 private vocational training
providers in the Netherlands in 2017, which indicated a decrease by approximately 1.500 as
compared to 2014174. Especially self-employed (minus 1.100 companies) and the smaller companies
with less than 10 employees (minus 400 companies) left the market between 2014 and 2017; the
number of large companies (more than 50 employees) remained relatively constant in that same
period. The internationalization of the economy had little effect on the private training sector, as
analysed in 2017. More than 80 percent of the training companies were only active in the
Netherlands at that moment.
Educational institutes also offer training opportunities for workers, but this is only a small part of the
market. Universities of applied sciences – such as HAN university of applied sciences - have not
sufficiently responded to the increasing demand for highly trained personnel who can respond
quickly to the changing labour market and - with this - a demand-oriented supply of post-initial
education. The in paragraph 2.1 mentioned flexibility experiments and demand financing
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experiments are meant to improve the offering of training for the labour force. Some universities
have organised their post-initial training offer in separate (commercial) institutes.
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Part II: Systemic Implementation of action oriented / agile approaches
in CVET
4. Continuing vocational training in practice: current learning formats
and options to incorporate action-oriented/agile learning
approaches
4.1 CVET in practice
Research among private providers of vocational training in the Netherlands indicates (direct) contact
education to be the most popular form of (non-)formal learning, with a market share of 39% in
2017175. This does, however, show a decrease of market share of 7% as compared to 2014, while the
market share of distance learning has risen from 8% in 2014 to 12% in 2017. Another trend is the
increase in combined (blended) forms of training in the market. This type of education accounted for
15% in 2010, 20% in 2014, and 24% in 2017.
Short courses with a duration of up to five days gained market share between 2014 and 2017. More
than half of the courses are completed in this category. One-day courses in particular show a sharp
increase in 2017, compared to 2014. The market share of multi-year programs remained constant at
9.9%. The type of training that private trainers offer is changing. Especially the share of MBO and
HBO courses drops. In 2010, 18 percent of the courses still fell into this category. In 2017, 8 percent
of the courses aimed at a legally recognized MBO or HBO diploma. This was in 2014 percentage still
14 percent. On the other hand, the share of courses aimed at sectors professional certificates
increased from 31 percent in 2014 to 34 percent in 2017. In 2010, 26 fell percent of courses in this
category.
Construction and technology were the most important directions of secondary vocational education
and higher professional education offered by private providers in 2017.

4.2 Current practices of action-oriented / agile learning approaches
Six sectoral learning & Development funds in the Netherlands conducted a study on workplace
learning in the technical sector176, closely related to agile learning. The study consisted of a literature
review and descriptions of good practices. To ensure lasting effects of workplace learning they
conclude that it is of great importance to invest in prerequisites, such as a decentralized
organisational structure, a central vision that aims at developing employees, sufficient challenges,
variation and autonomy, and the right time and resources. In addition, social support, a learning
culture, access to formal training and education and a an employees’ learning attitude are important.
The authors provide several good examples of workplace learning, some of which clearly relate to
the characteristics of agile learning. A Dutch organization for metalwork with about 50 employees
introduced quick response manufacturing (QRM) a couple of years ago, in order to shorten average
processing times. This included workplace learning and a crucial role of the employees. By means of
‘cross-training’ employees learn from, with, for en by each other, with the objective to have team
members (and teams) be well attuned to each other. For example, younger and older employees
work together in a team and instruct each other on the workplace about their tasks. By also
175
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physically locating tasks/processes of a team close to each other (eg. Team furniture) the team
members literally worked more closely together, helping them to get to know each other’s tasks
better and stimulating their employability in the organizational processes. These measures resulted
in shortened processing times, fewer stocks, less mistakes and stress, more satisfied employees and
more cooperation.
Aldowa, another Dutch metalworking company with approximately 45 employees, had an ambition
to have employees move towards self-steering. Employees were asked to participate in a program to
introduce the principles of ‘lean and learn’, resulting in the abolishment of functions and
departments within the organisation – focus now is on thinking about and engaging in the entire
business process. New employees are put into practice in a wide range of tasks/activities in order to
make their work more challenging. ‘Daily stands’, short daily meetings in teams, are used to discuss
what went well or what went wrong, what has to be done/happen, and if there is a question for help.
All actions are written down on a board to have everyone informed on what is happening and further
learning is being stimulated. Results indicate more autonomy, more commitment with the company,
more efficiency en more (financial) turnover.
There also are references to the increasing popularity of microlearning in organisations. Wagenaar
states that microlearning is especially suitable for retention of existing knowledge/skills, situations in
which learning content has to be spread over a certain time period, and giving employees quick
access to valuable information177. She provides two good practices, the first describing microlearning
at a beer brewery that aimed at having employees gain knowledge about a new production process.
This knowledge has been worked out into chunks of information, presented in the form of videos and
quiz questions. Employees can answer questions, earn points and even enter into a duel with a
colleague at an appropriate time through an app. Behind the scenes, the app provides information to
the organisation about the collective learning process of employees. For example, what is a subject in
micro learning that many employees stumble over?
A second good example of this is the One Minute Wonder app in the operating room at the
Wilhelmina Children's Hospital. Employees there have moments of empty time or forced waiting
time at work, while they often have a shortage of time to follow a course or training. One Minute
Wonder is an app with short substantive questions about pediatric oncology; a subject that many
employees wanted to know more about. The iPads with this app are placed in special standards at
the locations of the operating room where the employees experience the most waiting time.
References to practices of agile learning in the private sector also often seem to regard the banking
sector, although most of these examples concern agile working in the first place – not specific to agile
learning, therefore. A HR representative from ING banking group defines four
demands/characteristics for learning in an agile organization – derived from own experience178:
1.
2.
3.
4.

177
178

Being able to learn at the right moment/ the moment it is needed/the moment is fits
Getting the right amount of information at once (not too much)
Being able to directly apply on the job what has been learned
What’s being learned matches personal purposes.

Wagenaar (2017)
Kilsdonk (2017).
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In the same publication it is noted that this, on an organizational level, for example implies creating
and facilitating the right learning networks and services, cooperation between different
departments, empowering employees, a suitable IT infrastructure and safety prescriptions179.

4.3 Research and developments regarding action-oriented and agile learning
Research on action-oriented and agile learning can be found at research focused universities,
universities of applied sciences and private research organisations. Several Universities have a
research chair in the field of lifelong learning or learning and innovation, in some cases also
integrated/included in chairs on work and organisational psychology, educational sciences or
business administration. Some universities and universities of applied sciences are also offering
master's programs in the field of learning and innovation, and HAN university of applied sciences has
a specific bachelor program on Learning & Development in organisations. In general, students who
follow these programs also have to do (graduation) research, thus leading to a significant amount of
both fundamental and practice-oriented research into learning and development – often not
published, however.
Earlier mentioned sectoral learning & development funds sometimes conduct research in
cooperation with universities of commercial research institutes – see paragraph 4.2.

5. An expert view on incorporating action-oriented / agile learning
Based on interviews with
1. Dr. Ingeborg Vandepoel, senior policy advisor at Avans University of Aplied Sciences, The
Netherlands
2. Eric van Loon, MSc, Senior Information Technology Consultant at VidafoneZiggo, The
Netherlands
3. Jos Arets, Co-founder at 702010 Institute, The Netherlands
The interviews - and the expertise of the interviewed respondents - show that a distinction can be
made according to the subject of agility; reference has been made to ‘agile’ (and ‘scrum’) ways of
working, agile organisations, learning agility, and agile learning. They all concern flexibility and
responsiveness, but differ in the subject of agility. Learning agility has been defined as ‘the ability to
come up to speed quickly in one’s understanding of a situation, and move across ideas flexibly in
service of learning both within and across experiences’180, thus referring to personal capabilities.
The interviews confirm some attention for action oriented and agile learning in larger organisations
in the Netherlands. Similar to the examples described in 4.2 respondents mention learning activities
such as short stand up meetings, knowledge lunches, and microlearning. Several of these larger
organisations have their own corporate academies, most of them have some Learning &
development department. From experience with working for British and Swiss multinationals it is
stated that these large organisations all work in similar ways internationally; they organise their work
in the same way, and their offering of learning activities is rather similar. Learning activities that are
offered by Learning & Development functions in organisations do still mostly concern (non)formal
activities, however; training and education, courses, workshops etcetera. Comparable to the German
179
180

Jong (2017)
DeRue, Ashford & Myers (2012)
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situation these seem largely supply-driven. Despite the earlier described urgency for a stronger focus
on informal learning, and possibilities to combine formal and informal learning, the interviewees
note that informal learning in general has no significant part in the L&D offer in large organisations.
There is a gap in supporting informal learning at the workplace.
The interviewees indicate that they have little experience from their own experience of learning and
developing in small and medium-sized companies in the Netherlands. It is stated, however, that the
opportunities for agile learning in small and medium enterprises can be found by working together
more, regionally and sector organized. There are sectoral differences in the attention for learning
and development in organisations: health care and the food industry, for example, are front runners
in applying new forms of (work-related) learning.
Jos Arets believes that learning & development departments will need to show added value –
business impact - more, especially now that corona will imply cost-cutting in a lot of organisations.
He notes that learning in organisations should aim at the (individual) capability to carry out identified
critical work tasks, instead of focusing on competence development. Flexible learning means to be
able to act professionally, thus aligning learning with business goals and the primary process in
organisations. Examples of agile learning such as brown bag lunches are (non)formal learning
activities, and Jos notes a risk that these remain single events – rather than a continuing learning
program. These should be integrated into a learning program in order for them to have lasting effect
– and have employees remain participating – and be combined with informal learning (together
defined as ‘value-based learning’). There is a strong focus on stimulating self-directed learning in
organisations in the Netherlands.
Another trend identified is that L&D is – and will need to be – working more evidence-based/informed. Transfer problems related to traditional training programs could further stimulate learning
activities that are closely related to work tasks, like workplace learning. It is stated that the lack of
evidence in learning & development damages the profession – “everyone thinks that they can make
elearning”.

6. Possible starting points for Ho-WARP on action-oriented / agile
CVET
The focus on action-oriented and agile learning fits well with changes and developments most
organisations are confronted with currently, and the HoWard principles could well be applied in
especially small and medium sized companies. Larger companies are most often able to organize
their own learning, especially small and medium-sized businesses might experience difficulties in
organizing continuous and up-to-date learning activities.
The energy sector is a sector that is undergoing significant changes both in the Netherlands and
internationally, with an emphasis on the transition to become independent of fossil energy sources.
This implies that installation companies – often small or medium sized - in the sector must be able to
change quickly to the allocation of new technologies, such as the use of heat pumps. These
companies are expected to be willing to invest in learning activities if these activities can (as much as
possible) be combined with daily work. The cooperation with the Sustainable Electrical Energy Centre
of Expertise (SEECE) provides a good opportunity to apply the HOWARP principles within these small
and medium sized companies. SEECE has strong connections with businesses in the sector, and
several companies are joined in as partner in the centre of expertise. In addition, learning &
98 of 101

development funds and the body of the top sector energy are joined in, thus providing opportunities
for funding of possible pilots and further structural training.
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