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Z 5 L72FL - B (Qualification) #—EOHR CIESIT, #2258 a% L, BE
WCEERFEEOBREEREY . £t - FEATE EHEIETS L oFRK - BITOHBL
FED TV HOHEL LT, BREM - EHEML255 5, OECD (2007)

[ Qualifications Systems : Bridges to Lifelong Learningl Tix. [+ _T®» NQF 1x. E
NRJIZ, E-EEMIZFEN - B (Qualification) DE 77X, 8 L2 - BED
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Traditional qualifications for initial training Modern qualifications for lifelong learning

Determined by providers ' Defined by stakeholders

Based on curriculum Based on learning outcomes

Learning In a set context * Alternative pathways

Used for first job entry Used for different purposes, including job entry,

changing jobs, further learning & career change

Focused on young learners For all types of learners

Foresee mainly vertical progression Horizontal & vertical progression and mobility

Overseen by a single authority, often MoE involves different institutions and stakeholders

led

Only full qualifications recognised Partial recognition {unltisation} key principle to
facilitate validation of non-formal and informal
learning

B41 Qualification (22 - E#E) DK DL L
HEHHET  Serban(2012) ‘Qualifications Frameworks: Possible tools for (Vocational) Education and Trainng reforms?
Based on ETF’s experience’, ASEM TVET Symposium Berlin &4 (20124 2 A 17 BEEEEH

(http://www.asem - education - secretariat org/impena/md/content/asem2/events/2012_tvet berlin/keynote_serban.pdf)
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2-2. F=ERBEHEREIAI—DHHEDIT

Legal and related status of tertiary education institutions

University, Juni 1l d coll f . ..
piversity, Junior cofiege and college @ professional training college
technology

leagal status as of chapter 1 of
School Education Law
registratuion centra government (MEXT) Prefecturral government
subsidy for regular running  isubsidy per capita (by subjects. students and
costs teaching staff)

school educational provision

dligible but no subsidy for regular running costs

maijor pollicies led by higher education burem, MEXT lifedong learning policy burean, MEXT
student (gakusei ), even the gade 10th (15 years pupil (seizo) as same as in high school. cf primary
term of learners old) to 12th of college of technology schoool children (fidou )
Titles of teaching Staff f;::;r;j Associate Professor md others no title is specified
degree(Gakui ) of bachelor for univerity, associate | . ) "
qulaifications conferred for junior college, but title (shougou) for college of fitle (shougou) of diploma md advanced diploma
for certain programmes
technology
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TEEZE I EVVSE (T, HEB M vocation' EEILL. R VBB DI Beruf) EIEEAY., TE PR (profession) |
PIEP (specialised) 1EWVI AR LYIFIEVLLARIILERIELTLNS, COD=8, 19945 HEFEROBBEKEAR
FEOEEEELTRESRIEEMSRICEMERLS .
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Focused Two Types
University/Academic Program VET Sector/Program

acquisition

Knowledge

usage

Occupation 1

Occupation 2 ‘
Work
Competency Requirement

Occupation 3

acquisition

Attitude

Occupation 4

Knowledge & Application [ Requirement & Competency J

W hmk

32 EF2011EZR-MEEH LY.

[ WIEMEE N BIERN }

MERLZETTL
(Bl &= FHER )

EHERTRANE Biak FMBIE0GE BiAe
FEE DR SHEF

[ EM BERUMESR }

EHEERNAREERN
INFEIRE R Ak tt e RkEE |
BCEfE B0 EEEEN)
ERREXI IS RE A
Brv U7 IS8 N

HIAT « W (2011) 2 b &2 LI-EE I L D&k
HEMBENBID=HDEEA—FHE 2011) kY-

W2 ik .

_41_




3-3. Structures of Occupational Competency

by MHLW(2014)

L sector and occupatlon
assessment in internal 4

LM (Paradigm <lI>) traditional in-firm certifications

traditional trade skill testing

introducation of new
assessment system for
sector based occupational
competency

<<New agenda>>

Flexibility Paradigm
<llI> important in
career change at —

Job-type LM

Paradigm
<li>inportant in transferable competencies, eg. Intellectual traditional educational
new ability, inter-personal ability, IT (cross- dential
recruitment at sectors, cross-occupation) credentials
membershio LM
whole range of life value personality, motivation and other
foundation for occupational competency
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Introducing a National Qualifications Framework:

Concepts and issues arising from the international experience

David Raffe, University of Edinburgh

The rapid spread of National Qualifications Frameworks (NQFs) has been spectacular.
At the beginning of this century only a handful of countries — mostly English-speaking
Commonwealth countries — had, or were introducing, an NQF (Tuck 2007). By 2013
an estimated 143 countries had established an NQF, were in the process of introducing
one or were considering doing so (ETF/CEDEFOP/UNESCO 2013). NQFs are a pre-
eminent example of a ‘travelling policy’, of a ‘global model’ of the organisation of
education systems and of policy borrowing between countries. But how far has policy
borrowing been matched by policy learning? This presentation draws on this
international experience to identify questions and issues that a country such as Japan
should consider when deciding whether and how to introduce an NQF. My purpose is
not to answer these questions but rather to provide some conceptual frameworks that
may help Japan to shape its own answers, and to consider what we can learn from the
current evidence on the implementation and impact of NQFs. I focus on
comprehensive NQFs, frameworks which cover a whole learning system or most of it.
Many countries are developing partial or sectoral frameworks, for example covering
vocational qualifications or higher education, although such frameworks may form the
building blocks — the sub-frameworks — of a future comprehensive NQF.

What is an NQF?

The OECD’s report on Qualifications Systems offers the following definition:
A qualifications framework is an instrument for the development and
classification of qualifications according to a set of criteria for levels of learning
achieved.... The scope of frameworks may be comprehensive of all learning
achievement and pathways or may be confined to a particular sector.... Some
frameworks may have more design elements and a tighter structure than
others; some may have a legal basis whereas others represent a consensus of
views of social partners. All qualifications frameworks, however, establish a
basis for improving the quality, accessibility, linkages and public or labour

market recognition of qualifications within a country and internationally.
(OECD 2007)

NQFs vary, but (almost) all provide a set of criteria, or descriptors, for levels of
learning. A framework is typically represented by two grids. One grid shows the level
descriptors for each level expressed in terms of types of learning outcomes such as
knowledge, skills and competence. The other grid shows the main qualifications at
each level, typically grouped by type of qualification, sector or ‘sub-framework’. The
number of levels in a comprehensive framework currently ranges from 5 to 12, but
many newer frameworks are converging on an 8-level model. Most NQFs require
qualifications to be specified in terms of learning outcomes, which provide a notionally
context-free basis for determining the level, volume and quality of learning, although
their precise concept of learning outcome may vary. Most NQFs specify how
qualifications may be described, assessed and certificated, although these specifications
vary widely from ‘tight’ to loose’. Most NQFs are linked with the quality assurance of
the qualifications and the institutions which deliver and award them. Some NQFs



incorporate measures of volume (credit), while others do not. Some NQFs are used to
regulate qualifications, while others are voluntary or ‘enabling’ frameworks.

However, it is rarely easy to give a simple description of a comprehensive NQF. Most
comprehensive NQFs have a federal structure, with a comparatively ‘loose’
comprehensive framework over-arching a number of sub-frameworks which may have
tighter specifications but also vary in some aspects of their purposes and design.

What are the possible purposes of introducing an NQF?
NQF's typically set out with a number of objectives, which may include one or more of:
e To make the learning system and its component parts more transparent and
easier to understand
e To increase the coherence and coordination of this system
e To promote access, transfer and progression into, within and between
programmes of learning
e To promote the recognition and utilisation of existing skills, including those
acquired through informal and non-formal learning
To establish parity of esteem for vocational and general learning
To provide an instrument of accountability and control
To update and extend standards and make them more consistent
To enhance the quality of learning
To make education more demand-focused, increasing the influence of learners
and employers relative to the providers of learning
e To promote the mobility of learners and workers
e To link national qualifications to trans-national frameworks.

How are NQF's expected to achieve these purposes?

The international policy literature emphasises the need for a country introducing an
NQF to have clear purposes which it should define in the light of national priorities,
needs and circumstances (eg Tuck 2007, Bjernavold and Coles 2010.) However,
purposes may change over time and they sometimes follow, rather than lead, the
decision to introduce a framework. Many European countries decided that they needed
an NQF in order to link national qualifications to the trans-national European
Qualifications Framework, and subsequently considered other possible purposes for it.

It is equally important for a country to be clear about its expected change processes,
that is the means by which the NQF will be expected to achieve its purposes. These
are rarely itemised in the policy literature, but a more detailed analysis suggests that
NQFs may employ any of at least seven possible change processes (Raffe 2013). These
are:

e The NQF’s common language of levels, credit, outcomes and so on enables the
learning system to become more transparent and provides conceptual tools for
planning greater coherence, making standards more consistent and promoting
access, transfer and progression.

e C(Creating and maintaining an NQF typically involves increased engagement and
coordination among stakeholders, which also promotes coordination and greater
consistency of standards and helps the learning system to become more
demand-driven.

e Change may be mandated directly by NQFs with a regulation function.

e (Change, and improvements in the quality of learning, may be stimulated by the
quality assurance arrangements linked to most NQFs.



e NQFs which specify the unitisation or modularisation of qualifications are
claimed thereby to empower learners by increasing choice and flexibility, and to
make it easier to update standards and qualifications.

e It is claimed that NQFs based on learning outcomes make individual
qualifications more transparent and thereby make it easier to improve
standards, to relate qualifications to labour-market needs, to increase the
power of learners and employers in the education market and to facilitate
transfer and progression.

e NQFs are claimed to stimulate cultural change in favour of learner-centred
approaches which increase the quality of learning.

Although the choice of change processes will depend on the purposes of an NQF, it will
also depend on the national context. For example, the relative importance attached to
a common language, to stakeholder engagement and coordination and to regulation
will depend on the political culture and the strength of civil society. NQF's vary at least
as much with respect to the change processes they employ as with respect to their
purposes. This is an important insight if we want to learn from the international
experience. Much of the early research on NQF's focused on competence-based English
National Vocational Qualifications (NVQs) and on the first two comprehensive
frameworks (New Zealand and South Africa) which, in their earlier versions, tried to
apply a similar (unit standard) model to all qualifications. This model was based
primarily on the sixth change process listed above: it used a narrow concept of learning
outcomes to make individual qualifications more transparent. It was not universally
successful and it was close to disastrous when used across a comprehensive framework.
However, we should not generalise from the weakness of this model to the necessary
weaknesses of all NQFs, many of which rely primarily on other change processes for
which learning outcomes are much less important. An NQF may be ‘outcomes-
referenced’ but not ‘outcomes-led’ (Raffe 2011a).

The matrix of possible purposes and possible change processes provides a conceptual
framework which a country contemplating an NQF could use to examine its own
possible objectives and approaches. Some countries have used a simpler typology of
NQFs to focus their strategic thinking. A communications framework aims to describe
the existing system and make it more ‘transparent’ and thereby provide a tool to
promote rationalisation and increase coherence. A transformational framework, by
contrast, does not start from the existing system but describes the system that it aims
to develop, and includes the regulatory and other instruments for establishing this
system. An intermediate type is a reforming framework, which aims to make the
existing system more transparent but also to drive change more directly in order to
achieve specific reforms such as filling gaps in provision, improving quality and
updating standards. These types can also be expressed as a continuum — from
communications to transformational — which is associated not only with varying
emphases on different purposes and change processes but also with differences in
design, leadership and implementation.

However, the reality is always more complex. The strategic goals of an NQF may vary
over time; many European NQFs start as communications frameworks with an
intention of becoming reforming frameworks over time (CEDEFOP 2013). Even more
important, strategic goals may vary across sub-frameworks of an NQF. The Scottish
framework, often seen as the standard example of a communications framework,
includes sub-frameworks which resemble reforming or even the transformational types.



What are the relevant features of the national context?

Any attempt to learn from abroad should start with an analysis of one’s own country
and its distinctive needs, circumstances and opportunities. This analysis should help
to identify the challenges which an NQF might be expected to address, and therefore
its purposes, the change processes which are most likely to achieve these purposes, and
the available opportunities and resources.

Relevant features of the national context include the size and diversity of the education
system (small, homogenous countries tend to have the most successful NQFs), its
culture and level of development (NQFs cannot substitute for a lack of schools or
trained teachers), its governance arrangements, the structure and organisation of
labour markets, the strength of civil society and the culture of policy-making. The
availability of expertise, and its distribution across stakeholder groups, is another
relevant feature; many countries have relied on foreign experts to develop and
implement NQFs, sometimes resulting in inappropriate models.

The role which qualifications play in education and the labour market is another
critical factor which varies within as well as between countries (Coles, Oates and
Leney 2011). Many policy documents outlining the expected benefits of NQFs appear
to assume that qualifications are always used as unproblematic indicators of human
capital in formal, occupational labour markets. The possibility that this role is
contextually variable, that qualifications may be used to screen, legitimate or exclude,
or that they may play little genuine role at all, is often overlooked.

How are NQF's introduced?

Qualifications and qualifications frameworks are social and political constructs. Their
effectiveness is underpinned by trust, stakeholder relationships and awareness and
understanding — things which cannot be created by a quick technical ‘fix’ but which
may be destroyed by inappropriate change. The process of developing and
implementing an NQF, even in contrasting national contexts, may therefore have a
number of common features. The study team reviewing the Irish NQF identified
several such features:

e the need for time, in which to develop familiarity and understanding, promote
cultural change and establish the mutual trust essential for an effective
Framework;

e the importance of stakeholder involvement and partnership, and acceptance
that this will require pragmatic compromises at least in the short term;

e an iterative process of development, in which the existing education and
training system and the Framework are progressively aligned with each other;

e the need for a Framework to be 'loose' enough to accommodate different types of
learning, and to accommodate differences across sectors of education and
training (which may be regulated by 'tighter' sub-frameworks)

e the need for a balance between implementation within sectors and the
development of coherent system-wide arrangements, and for the emphasis to
shift between these two over time;

e recognition that a qualifications framework may be an enabler of change more
than a driver of change, and that its effectiveness will depend on its alignment
with national policy, institutional priorities and other contextual pressures.
(Collins et al 2009, p.61)

Do NQFs work?



We cannot definitely answer this question because we lack a sound knowledge base on
the impacts of NQFs. There are several reasons for this. As the Irish study noted,
NQFs may take a long time to achieve impact, but most NQFs are very recent. The
earliest frameworks, for which most evidence is therefore available, were established in
a rather atypical group of (English-speaking) countries and many have faced
significant changes in political control and direction. Most later frameworks differ in
design and in the context in which they are introduced: among other things, they are
consciously planned in relation to trans-national frameworks and to NQFs elsewhere.
NQFs appear to be more successful when part of a broader policy strategy, so their
independent impact is hard to measure. Monitoring their impact can be difficult, since
the NQF itself may change the concepts and categories in terms of which the relevant
data are collected. Above all NQF's, and the sub-frameworks within them, are diverse
in their context, purpose and design; generalisation is difficult.

The longer-established comprehensive frameworks of Australia, England, France,
Ireland, New Zealand, Scotland and South Africa have been fairly extensively
evaluated. There have been critical analyses of influential sector frameworks such as
the National Vocational Qualifications in England, and of comprehensive NQFs in
several other countries, although many of these have focused on implementation more
than impact. International bodies including APEC, CEDEFOP, ETF and UNESCO
have monitored NQF's in the respective areas of interest and ETF has also conducted
more qualitative analyses of the implementation process. The ILO conducted a 16-
country study on 2009, the most extensive cross-national study of impact as well as
implementation (Allais 2000, Young and Allais 2011). There is a growing academic
literature on issues related to NQF's.

Reviewing the evidence from these different sources, I recently concluded:
The impacts of NQFs have been smaller than expected, have often taken many
years to appear, have varied across frameworks and sub-frameworks and have
been negative as well as positive. For each objective, there are frameworks for
which some impact is evident, but there are others whose impact is negligible or
even negative.... For nearly all comprehensive frameworks the picture is
differentiated: impacts vary across sectors, across sub-frameworks and between
sub-frameworks and the comprehensive framework of which they are part.

(Raffe 2013, p.156)

A few generalisations are possible. First:

Successful NQFs have typically had two features. They have respected the
need for qualifications reform to start from the existing system and to progress
incrementally; and they have exploited a multilevel structure. This has enabled
them to secure the benefits of a communications framework at the level of the
comprehensive framework and to pursue more transformative goals within sub-
frameworks, and to harness different change processes in different sectors and
across different ranges of the qualifications system. (Raffe 2013, pp.155-156)

The need for an incremental approach may suggest that NQFs at the ‘communications’
end of the continuum discussed are likely to be the most successful and those at the
‘transformational’ end the least. The ILO study concluded that the Scottish framework,
the archetype of a communications framework, was the most successful of the 16 NQFs
studied; the South African framework, at least in its earlier ‘transformational’ phase,
was among the least successful (Allais 2010). However, much of the impact of the



Scottish framework may be attributed to the more ‘reforming’ sub-frameworks which it
over-arches. The ILO study did not cover Ireland, a relatively successful reforming
framework. Transformational frameworks, by contrast, have tended only to be
successful within sub-frameworks or sector frameworks with a relatively narrow scope.
The wider the scope of a framework, the weaker is its reforming (or transforming)
potential.

However, the success of a framework needs to be understood in relation to its aims.
The ‘success’ of the Scottish framework could partly reflect its more limited ambitions
which were more easily fulfilled. Conversely, if an NQF can only be introduced
through an incremental approach which builds on the existing system, can it have
anything to contribute to a country whose existing system provides little on which to
build?

A closely related conclusion is that ‘outcomes-referenced’ NQFs, which are based on
learning outcomes but do not expect outcomes to drive change, are more successful
than ‘outcomes-led” NQFs which rely upon learning outcomes as their main change
agents, for example by making individual qualifications transparent and thereby
increasing the power of learners and employers in the education market (Raffe 2011a).
Outcomes-led frameworks have at times been successful in relatively small sub-
frameworks or occupational niches but not as comprehensive frameworks.

NQFs have enjoyed more success in relation to their educational than their labour-
market objectives. There is little evidence that they have strengthened the demand
side of the learning market and empowered learners and employers. Knowledge and
awareness of NQFs is typically much lower among employers than among educational
providers and most NQFs have been led by governments or their agencies. Despite
including several NQFs with a principal focus on vocational learning, the ILO study
found that employers, unions and other labour-market interest had played a very
minor role in the development and implementation of most frameworks.

Conversely, NQFs have been more successful in their education-related aims, for
example in providing a common language and other tools for rationalising and
promoting coherence.

However, the most important conclusion from the evidence so far is that the impacts of
NQFs are complex and variable. This has a very important implication for the lessons
to be learnt from the international experience: that this experience cannot be used to
determine ‘what works’ or to identify example of ‘best practice’ to imitate. There are no
such ‘off-the-peg’ solutions. Rather, national policy-makers should use the
international experience to increase their understanding of their own systems’
possibilities and prospects, and to obtain some analytical tools to inform their own
consideration of whether, why and how to introduce an NQF. I have tried to provide
some of these tools in this presentation.
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Introduction

* From 6 to 143: the explosion of National
Qualifications Frameworks (NQFs)

— Extensive policy borrowing
— But how much policy learning?
* Use international experience
— Not as a source of models to ‘borrow’ ...

— ... but to provide tools for learning: concepts,
guestions, issues

* Focus on comprehensive NQFs

What is a Qualifications Framework?

A qualifications framework is an instrument for the development
and classification of qualifications according to a set of criteria for
levels of learning achieved.... The scope of frameworks may be
comprehensive of all learning achievement and pathways or may
be confined to a particular sector.... Some frameworks may have
more design elements and a tighter structure than others; some
may have a legal basis whereas others represent a consensus of
views of social partners. All qualifications frameworks, however,
establish a basis for improving the quality, accessibility, linkages and
public or labour market recognition of qualifications within a
country and internationally (OECD 2007)
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Features of an NQF

*  Common features include
Levels (but number of levels ranges from 5 to 12)
Learning outcomes (but concepts and roles vary)
Level descriptors (but defined differently)
Specifications for qualifications (but may be tight or loose)

— Quality assurance (but linked to NQF in different ways)
* Variable features include

— Credit

— Classification of qualifications by type, field, sector

— ‘Gate-keeping’ arrangements

— Leadership and control

— Status — eg voluntary v regulatory

— Comprehensive v sector - and relation between sub-frameworks and
over-arching comprehensive framework

An example of an NQF ‘grid’

THE SCOTTISH CREDIT AND
QUALIFICATIONS FRAMEWORK

S0A Qual fications Qualifications of Higher

cott onal
Education Institutions Qualifications

INTEGRATED MASTERS DEGREE / WASTERS DEGREE
n POST GRADUATE DIPLOMA SV05
POST GRADUATE CERTIFICATE

HONOURS DEGREE

L] GRADUATE DIPLOMA
GRADUNTE CERTIFICATE
BACHELORS / ORDINARY DEGREE
3 L GRADUNTE DIPLOMA
GRADUNTE CERTIFICATE S
8 HIGHER WATIONAL DIPLOMA OF HIGHER
DIPLOMA EDUCATION
HIGHER NATIONAL CERIIFICATE OF
U (D SO 52 CERTIFICATE HIGHER EDUCATION
svo3
] HIGHER
INTERMEDIATE
. CREDIT STANDARD GRADE o
/ INTERMEDIAE 1 WATONAL NATIONAL svan
GENERAL STANDARD GRADE CERUFICAIE  PROGRESSION ANARD
1 AcoEss 3
FOUNDATION STANDARD GRADE
2 Acogss 2
i Aecess 1
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What are the possible purposes of
introducing an NQF?

To improve understanding of learning system

To increase coherence and coordination

To promote access, transfer and progression

To recognise existing skills

To establish parity of esteem

To provide instrument of accountability and control

To update and extend standards and make them more consistent
To enhance quality of learning

To make education more demand-focused

To promote mobility

To link national qualifications to trans-national framework

How are NQF sexpected to achieve these
purposes?

Through one or more ‘change processes’ ...

A common ‘language’

Stakeholder engagement and coordination

Regulation

Quality assurance

Unitisation

Making individual qualifications more transparent (eg through
learning outcomes)

Cultural change




‘Change processes’

* Mix of ‘change processes’ varies across NQFs
* May depend upon
— National context
— Time scale
— Policy borrowing
* Learning outcomes are not the main change
agent in most of these processes

— NQFs may be ‘outcomes-referenced’ but not
‘outcomes-led’

Three types of NQF

* Communications framework: starts from existing system,
describes it, aims to make it more ‘transparent’ and
support rationalisation and coherence; a tool for change
rather than a driver of change (eg Scotland)

* Reforming framework: starts from existing system, aims
to make it more transparent but also to achieve specific
reforms, e.g. fill gaps, improve quality, update standards
(eg Ireland)

* Transformational framework: starts from desired future
system, aims for radical change, driver of change as well
as tool for change (eg ‘early’ South Africa)
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... or a continuum of NQFs

Communications <> Transformational
Describe <> Prescribe
Existing system <> Future system
Tool for change <> Driver of change
Loose design <> Tight design
Outcome-referenced <> Outcomes-led
Voluntary <> Regulatory
... but ...

*An NQF may vary across its ‘sub-frameworks’ and between
sub-frameworks and over-arching framework

*An NQF may change over time

11

What are the relevant features of the
national context?

Characteristics of education/training system
— Size, diversity

— Culture and level of development
Organisation and culture of policy-making
— Hierarchy v partnership v market

— Strength of civil society and stakeholder groups
— Legal framework

Technical expertise —and who has it

Role of qualifications in education and the labour
market

12




How are NQFs introduced? A model of
change

An NQF is a social construct and not just a technical
instrument: it is about trust, understanding, culture and
pragmatic compromise.

The introduction of an NQF requires

*Long time scales

*Stakeholder involvement and partnership

*‘Iterative alignment’ of NQF and practice

*A loose but variable design

*Flexible balance of development within sectors (sub-
frameworks) and integration across them

*Alignment with other policies, national priorities and
contextual pressures — recognising that NQF may be an enabler
of change more than a driver of change

13

Do NQFs work?

Growing number and range of studies ...... but
evidence base still weak
* Overview:

The impacts of NQFs have been smaller than
expected, have often taken many years to

appear, have varied across frameworks and sub-
frameworks and have been negative as well as
positive (Raffe, Comparative Education, 2013)

Variability of impact — hard to ‘unpick’
But some generalisations are possible ...

14
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Do NQFs work?

1. Communications and reforming
comprehensive frameworks more successful
... transformational frameworks mainly
effective within specific niches or sectors

2. Success needs to be understood in relation to
purposes.

3. Outcomes-led NQFs less successful than
outcomes-referenced frameworks (except
sometimes within niches/sectors)

15

Do NQFs work?

4. Successful NQFs have ... respected the need
for qualifications reform to start from the
existing system and to progress incrementally;
and they have exploited a multilevel structure.
This has enabled them to secure the benefits
of a communications framework at the level of

the comprehensive framework and to pursue
more transformative goals within sub-
frameworks, and to harness different change
processes in different sectors and across
different ranges of the qualifications system
(Raffe, Comparative Education, 2013)

16
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Do NQFs work?

5. Less successful for labour-market objectives

6. More successful for education objectives
(especially those focused on providers rather
than learners)

7. Credit frameworks do not create ‘seamless’
systems; they provide a basis for developing
multiple, interconnected and well-structured
curricular and institutional pathways

17

Conclusion

Key messages
*Variability of purposes, processes and impacts

eLearn from the international experience ...

— ... notin order to identify ‘global models’,
universal ‘best practice’ etc...

— ... but to raise questions, identify issues and
supply conceptual and analytical tools for
analysing the Japanese situation in its own terms

18
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Victoria University

» 43,000 students, nearly 14,000 international students

« High quality learning opportunities for people from diverse
backgrounds to create personalised career success
though:

o tertiary education at all levels from pre-vocational
certificates to PhDs with flexible entry and exit points
and seamless pathways

o a standards-based approach with personalised
support for students at all levels

o a contemporary, vocational education offer,
focused on developing the skills and competencies
required in a rapidly transitioning economy

o clear transition and pathway opportunities for
students needing support to meet academic
requirements of undergraduate study.
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Victoria Polytechnic, VU’s TAFE division, is the largest provider on TAFE to the west of
Melbourne.

Distinctive courses developed for and with industry with a focus on employability and value add in
the following areas:

o Health, Sport and Community Services
o Trades, Hair and Beauty
o Service Industries and Transition Education
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Australian Qualifications Framework
(AQF) and National Training Packages
(NTP)

AQF and NTPs have evolved since the 1990s and are now key parts
of the Australian education and training system
They were developed to help Australia move to a more national

education system particularly in TVET
+ Australia is a federation and education is a state responsibility under the
constitution

AQF applies to senior secondary, TVET and higher education - NTPs
only to TVET

Development has required agreement with all state and territory and
Commonwealth governments and major input from industry and
systems

Changes can be difficult to make
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AQF

Developed in 1995 and fully implemented in 2000

Initial framework was sector specific
+ Each sector described its own qualifications
+ Lacked coherence between levels and between sectors

Debate about whether AQF should be an enabling framework to
guide institutions or a regulatory framework linked to accreditation of
courses and providers.

Only had a real initial impact on VET as universities self accrediting
and senior secondary qualification descriptor very general

Reforms to AQF in 2010 lead to consistent approach to defining and
describing levels across taxonomies - knowledge, skills and
application of skills

However pedagogy between TVET and HE still different —
competency and non competency based
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AQF

“The organising framework for the AQF is a taxonomic structure of
levels and qualification types each of which is defined by a taxonomy
of learning outcomes. The taxonomic approach is designed to enable
consistency in the way in which qualifications are described as well
as clarity about the differences and relationships between
qualification types. The AQF levels define the relative complexity and
depth of achievement and the autonomy required of graduates to
demonstrate that achievement. In the AQF there are 10 levels with
level 1 having the lowest complexity and AQF level 10 the highest
complexity. The levels are defined by criteria expressed as learning
outcomes” htp:/lwww.aqf.edu.auiwp-contentiuploads/2013/02/History-of-the-AQF-PDF-2A-1b.pdf
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AQF

Has become more important in HE for accreditation of private HE
providers, for international education and move to national regulation
of HE - TEQSA

Underpins national regulation of TVET (ASQA) and national
recognition of qualifications

Operates in conjunction with national registration¥accreditation
standards in HE and VET

Overlap at levels 5-6 between TVET and HE (Diplomas and
Advanced Diplomas)

Increasing number of providers operate across AQF levels
* Including Victoria University

Has taken some time for community and industry understanding of
VET qualifications to develop
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National Training Packages

TVET in Australia adopted CBT in 1991 based on English framework
CBT introduced on top of state based course accreditation resulting
in highly complex and overly regulated system

NTP concept developed in 1996 and progressively implemented
Objective was to directly link units of competence to national TVET
qualifications, to deregulate curriculum and to ensure providers had
capacity to develop learning content, delivery and assessment
strategies etc

NTP elements

+ Units of competence

+ Assessment requirements
* Qualifications
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National Training Packages

Strengths

* Primary focus on workplace
outcomes not course content

* Industry engagement

* Speed of implementation
* Flexibility for providers

* Flexible delivery

* Focus should be on outcomes
not inputs
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Weaknesses

Title misleading — ‘assessment
packages’ rather than training
packages

Provider capacity to develop
learning resources

Overly narrow approach to
competence

Difficulty in interpretation for
audit and quality assurance
Loss of professional expertise
in development of learning
content and learning strategies

VICTORIA
UNIVERSITY

MELBOURME AUSTRALIA

National Training Packages -
current issues

+ NTP development system undergoing major change

+  Shift from Industry Skills Councils to Industry Reference Committees
and contracted Service Skills Organisations

https://www.aisc.net.au/ircs

+ Risks of over prescription and increasing regulation to address

quality issues

+ Benefit of moderation or validation of assessment by external bodies

+ Importance of TVET teachers and trainers as professionals and
shifting focus for quality assurance to providers through risk based

regulation

+ Despite weaknesses no support for return to highly prescribed

curriculum and learning strategies
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Concluding comments

« Context for AQF and NTPs in Australia important —
essential to creating a more national system in
Australia

« Descriptors and levels in qualification frameworks
have to be relevant to individual countries needs
and circumstances but are likely to become
increasingly important for transparency of formal
qualifications as provider system diversifies
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Concluding comments

* Risk that any standards base system limits rather than enables
responsiveness to changing labour market needs, new products,
changes in social norms, impact of Internet and social media

 However strong likelihood that niche, vendor, provider, professional
association qualifications or skills recognition systems will develop
outside of formal qualifications systems (including internationally)

* Need for a contemporary definition of competence that includes job
specific skills but is more learner capability focussed

* Need for vocational pathways across TVET and HE in key areas —
health sciences, agriculture, ICT, early childhood, advanced
manufacturing, transport and logistics

vu.edu.au
@ § EEEP!JF&T.‘&;\! %CE Victoria Universi ity, RTO Code 3113 vmmnl‘
OPPORTUNITY 2016 CRICOS Provider No. 00124K (Melbourne) UNIVERSITY

CRICOS Provider No. 02475D (Sydney) MELBOURNE AUSTRALIA




2—95.

The Development of NQFs in the Asia-Pacific Region
: A Challenge for Japan

AR Fl5L






International Conference: TVET Qualifications Approaches in Tertiary Education
in Asia, 22 January 2017, Fukuoka, Japan

The Development of NQFs
in the Asia-Pacific Region:
A Challenge for Japan

Kazuhiro SUGIMOTO """~
Tohoku University, Japan

Email: sugimoto@m.tohoku.ac.jp

%%
o
S O

Objective
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NQFs and RQFs in the Asia-Pacific Region
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Context: Japan’s challenges

Need for developing core professionals in
growth areas in keeping with globalization and
changes in industrial structure

Addressing little dialogue and articulation
between universities and non-universities

— Impact of the establishment of a new university

model for professional an vocational education
Organizing various learning outcomes for
recognizing recurrent learning

Overview of NQFs
(Bateman, 2015; Raffe, 2014)

QFs: ‘an instrument for the development and
classification of qualifications according to a set of
criteria for levels of learning achieved’ (OECD, 2007)

Worldwide development of NQFs for the last 20 years
(= extensive policy borrowing)

At least 150 countries planning to develop, developing
or have developed NQFs
Various types of QFs (Raffe, 2014)

— Communications framework

— Reforming framework

— Transforming framework




Functions of NQFs (Bateman, 2015)

Make national qualifications systems easier to
understand

Clarify and strengthen the links between qualifications
within systems

Support lifelong learning by aiding access, participation
and progression

Aid recognition (credit transfer, recognition of prior
learning, including those acquired through non-formal
and informal learning)

Strengthen the link and improve the communication
between education and training and the labour market

Create a platform for cooperation and dialogue with a
broad range of stakeholders

Provide a reference point for quality assurance

Some NQFs in the Asia-Pacific Region

Australia
— Australian Qualifications Framework (AQF): 1995, revised in 2011:
10 levels
\EIEVYSE!
— Malaysian Qualifications Framework (MQF): 2007, 8 levels
Thailand
— National Qualifications Framework for Higher Education in
Thailand: 2014, 9 levels
Korea
— National Competency Standards (NSC): 2010, 10 levels
Japan
— Career Grade (Cabinet Office): 2010, 7 levels

— Evaluation of Vocational Ability Development (Ministry of Health,
Labour and Welfare): 2000s-




To Make NQFs successful
(Raffe, 2014)

Two factors of Successful NQFs: incremental
and multilevel

‘Outcomes-referenced’ NQFs vs. ‘outcomes-
led” NQFs

— ‘outcomes-led’ NQFs which rely upon learning outcomes as
their main change agents are less successful

Impacts of NQFs: complex and variable
— No ‘off-the-peg’ solutions

Development of the AQF
(F—ALZUT DREERMNLFES)

Old AQF since 1995: qualifications allocated across 3
sectors

Schools Sector Accreditation  Vocational Education and Training Higher Education Sector Accreditation
Sector Accreditation

Doctoral Degree
Masters Degree
Vocational Graduate Diploma Graduate Diploma
Vocational Graduate Certificate Graduate Certificate
Bachelor Degree
Advanced Diploma Associate Degree, Advanced Diploma
Diploma Diploma
Senior Secondary Certificate IV
Certificate of Education Gl
Certificate II

Certificate I




Experiences accumulated in Australia (cont.)
(F—=RFFITIZE T HREEBRDER)

Process of creating a strengthened AQF
Preparation May 2008 Establishing AQF Council
May 2009 Strengthening the AQF: A Proposal

Sep. 2009 Strengthening the AQF: An Architecture for
Australia's Qualifications

Design
(2009~)

Establishment  =Examining the new AQF
(2010~) * Making relevant policies

July 2011 AQF First Edition

Nov. 2011 Review of Graduate and Vocational Graduate
Certificates and Diplomas in the Australian Qualifications
Framework

Jan. 2013 AQF Second Edition

Implementation
(July 2011~)

Australia’s attainments on NQFs

* Qualifications specified by 3 aspects of learning
outcomes

1. Knowledge

2. Skills

3. Application of knowledge and skills
e Qualifications defined by 10 levels

— Defined on the basis of the relative complexity and
depth of achievement and the autonomy required of
graduates

* Qualifications expressed by a volume of learning

— Nominal duration required for the achievement of
learning outcomes




Australia’s experience (cont.)

F—RLZIT DREERNLFE S

Level 1

Graduates at this level
will have knowledge and
skills for initial wark,
community involvement
and/or further learning

Level 2

Graduates at this level
will have knowledge and
skills for work in a
defined context and/or
further learning

Level 3

Graduates at this level
will have thecretical and
practical knowledge and
skills for work and/or
further leaming

Level 4

Graduates at this level
will have theoretical and
practical knowledge and

AQF: level structure consisted of 10 levels

Level 5

Graduates at this level
will have specialised
knowledge and skills for

skills for
and/or skilled work
and/or further learming

work and/or further
learning

Certificate |

Certificate Il

Certificate Il

Certificate IV

Diploma

‘Qualification Type

Level 6

Graduates at this level
will have broad
knowledge and skills for
paraprofessional/highly
skilled work and/or
further learning

Level 7

Graduates at this level
will have broad and
coherent knowledge and
skills for professional
work and/or further
learning

Level 8

Graduates at this level
will have advanced
knowledge and skills for
professional highly skilled
work and/or further
learning

Level 9

Graduates at this level
will have specialised
knowledge and skills for
research, and/or
professional practice
and/or further leaming

Level 10

Graduates at this level
will have systematic and
critical understanding of
a complex field of
learning and specialised
research skills for the
advancement of leamning
and/or for professional

practice

Qualification Type

Degree
Graduate Certificate

Graduate Diploma

Doctoral Degree

Learning from Australia’s experience (cont.)

A —RALZ)T DREERDLFAN)

New AQF: qualification descriptor

Qual

cation type

Level

Bachelor Degree

Level 7

The Bachelor Degree qualifies
individuals who apply a broad and
coherent body of knowledge in a
range of contexts to undertake
professional work and as a
pathway for further learning

Bachelor Honours Degree
Level 8

The Bachelor Honours Degree
qualifies individuals who apply a
body of knowledge in a specific
‘context to undertake i

Graduate Certificate
Vocational Graduate Certificate

Level 8

The Graduate Certificate/
Vocational Graduate Certificate
qualifies individuals who apply a

work and as a pathway for
research and further learning

body of kr in a range of

to undertake
highly skilled work and as a
pathway for further learning

Graduate Diploma
Vocational Graduate Diploma

Level 8

The Graduate Diploma/Vocational
Graduate Diploma qualifies
individuals who apply a body of
knowledge in a range of contexts
to undertake professional

/highly skilled work and as a
pathway for further learning

Knowledge

ofa Degree

ofa Honours

will have a broad and coherent
body of knowledge, with depth in
the underlying principles and
©concepts In one or more
disciplines as a basis for
independent lifelong learning

Degres will have and

‘Graduates of a Graduate
P -

‘Graduates of a Graduate

K ge of the
underlying principles and
concepts in one or more
disciplines and knowledge of
research principles and

= will have

Diploma/
Diploma will have advanced

within a
and coherent body of knowledge
that may Include the acquisition
and ion of and

within a
and coherent body of knowledge
that may include the acquisition
and ion of and

skills in a new or existing
discipline or professional area

skills in a new or existing
discipline or professional area

Skills

ofa Degree

ofa Honours

will have:
= cognitive skills to review
critically, analyse, consolidate

Degree will have:

« cognitive skills 1o review,
analyse, consolidate and

to

and synthesise
= cognitive and technical skills to
demonstrate a broad

‘Graduates of a Graduate
b= 5

‘Graduates of a Graduate

Gertificate will have:

= cognitive skills to review,
analyse, consolidate and

and

identify and provide
to complex problems with

ur g of
with depth in some areas

= cognitive and creative skills to
exercise critical thinking and
Jjudgement in identifying and
solving problems with
intellectual i

independence
= cognitive and technical skills
1o demonstrate a broad
understanding of a body of
and

identify and provide solutions to
complex problems

= cognitive skills to think critically
and to generate and evaluate
complex ideas

- and

concepts with advanced
L in some areas

= communication skilis to present
a clear, coherent and
independent exposition of
knowledge and ideas

= cognitive skills to exercise
critical thinking and judgement
in developing new understanding

= technical skills to design and
use research in a project

« communication skills to present
a clear and coherent exposition
of knowledge and ideas to a
variety of audiences

creative skills in a field of highly
skilled and/or professional
practice

« communication skills to

Diploma/

Dipioma will have:

« cognitive skills to review,
analyse, consolidate and
synthesise knowledge and
identify and provide solutions to
complex problems

« cognitive skills to think critically
and to generate and evaluate
complex ideas

« specialised technical and
creative skills In a field of highty
skilled and/or professional
practice

« communication skills to

demonstrate an
of theoretical concepts

« communication skills to transfer
complex knowledge and ideas
1o a variety of audiences

der an
of theoretical concepts

« communication skills to transfer
complex knowledge and ideas
to a variety of audiences




Why Australia needed a new AQF: Objectives

accommodates the diversity of purposes of Australian education and training
now and into the future

contributes to national economic performance by supporting contemporary,
relevant and nationally consistent qualification outcomes which build
confidence in qualifications

supports the development and maintenance of pathways which provide access
to qualifications and assist people to move easily and readily between different
education and training sectors and between those sectors and the labour
market

supports individuals’ lifelong learning goals by providing the basis for
individuals to progress through education and training and gain recognition for
their prior learning and experiences

underpins national regulatory and quality assurance arrangements for
education and training

supports and enhances the national and international mobility of graduates and
workers through increased recognition of the value and comparability of
Australian qualifications

enables the alignment of the AQF with international qualifications frameworks

Regional Qualifications Frameworks
(Bateman, 2015)

Developed from regional needs such as trade or
student mobility

A common reference framework for various NQFs
to promote integration, harmonisation, common
identity, transparency, mobility, and recognition

less regulatory and more communicative

Examples
— European Qualifications Framework (EQF)
— Caribbean Community (CARICOM)

— Southern African Development Community (SADC)
Framework

— Pacific Qualifications Framework (PQF)




ASEAN Qualifications Reference Frameworks
(AQRF)

Developed since 2010 in preparation for the AEC
2015

SHARE Project

A device to enable comparisons of qualifications in
the ASEAN community

Promotion of the advancement of national
education and training quality assurance systems
by referring to established quality assurance
frameworks

Establishment of 8 level framework based on
learning outcomes

What we should do in Japan

Globalisation/regionalisation and increased mobility of
people

Urgent need to organise a system of qualifications

Permeability and consistency through robust quality
assurance of TVET

Need to establish the tertiary education system
corresponding to lifelong learning/labour market

Circulation and interaction of academic knowledge and
vocational practice

Need to discuss the meanings and functions of
‘gualification’: Not only as an index for educational
attainments and abilities, but also as an index for social
benefits
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Current Situation of NCS Development and Application in
Korea

I. Current Situation of NCS Development and Application in Korea

1. Development of NCS

1-1. NCS Concept

Workplace

Knowledge

Workplace

Systematize & Knowledge Apply &
Standardize Implement

Knowledge RPL,
—) L M ualificationf nonformal

& informal
learning,

etc
Advancement 1
- Standardize Key competencies

Knowledge, Skill, Attitude Demand-led
- key to effective job performance HRD
(based on [Framework Act on Qualifications])

Knowledge




I. Current Situation of NCS Development and Application in Korea

1. Development of NCS

1-2. Relationship b/w Competence level & Job type according to industry Field

Competence(unit standard) level
referencing with NQF

Job Type

Industry Field

ES

I. Current Situation of NCS Development and Application in Korea

1. Development of NCS

1-3. NCS Classification System

Project Business, audit, : . Education, natural Law, police, fire, Health, Social security,
. Finance, insurance . . . = . o
management office work & social science prison, military medical treatment religion
[ Major ][ Sub-Major J [ Minor }[ Unit Groups J Culture. art
Agriculture, fishery (24) (76) \ (213) (847) design, broadcasting
1. 2. 3. 4. 5. 6.
Automobile Automobile Automobile Automobile Automobile Automobile
Envnronment', Electric Engine Sash Body Painting Maintenance Driving, transportation
energy, security Devise maintenance maintenance frame check
maintenance

maintenance

Printing, lumber, \
Furniture, crafts 1. 2 3 4 Sales
= : Automobile Automobile Automobile Automobile

design

management

Food processing L \ I Security, cleaning

2. 3. 4. 5. 6. 7 8. &

ik 5 L . 5 .
Mechanical Mechanical Mechanical Mechanical Mechanical Automobile Train Ship Airplane .
i design processing Manufacturing Quality Device Manufacturing Manufacturing building Manufacturing Entertainment,
Information Instalat !
T . assurance Installation accommodation,
e 9y T I tour, sports
Electronics, electricity Textile, garment Chemistry \ECEL m Construction Food service

* Field— major, sub-field — sub-major, domain — minor, sub-domain— unit groups, according to ISCO classification structure

3]
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1.

I. Current Situation of NCS Development and Application in Korea

Development of NCS

1-4. ISC Operational Status

® Key Role

Analysis of the supply and demand of industrial workforce: understanding trends, identifying strategic sectors

Design and update of NCS and NCS- based qualification
Participate in the operation of Work-Study Dual Program

Operational status in the promotion of the autonomous planning in each ISC: 17 Sector

m ISC Sector m ISC Sector m ISC Sector

1 Information Technology Food Service Chemistry
Management
2 Management Accounting 8 Construction 14 Textile manufacturing & Fashion
3 Finance and Insurance 9 Shipbuilding and Marine 15 Electricity, energy and resources
4 Counselling 10 Machinery 16 Electronic
5 Design and Culture Contents 11 Manufacturing Technology 17 Broz;dca']stlng and
communication technology
6 Tourism and Leisure 12 Material
6
I. Current Situation of NCS Development and Application in Korea
2. Application of NCS

< NCS Application Fields>

1. Education & Training System
2. NCS-based Qualification System
3. NCS-Based Employment

4. Competence-based Salary System

5. Mutual Recognition of Qualification items based on NCS
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I. Current Situation of NCS Development and Application in Korea

2. Application of NCS

* Develop in-firm training course

» Placement, recruitment,
standards of HRM

+ Career Development

+ Job Description

National
Competency
Standards

» Develop TVET course \ ’ * Develop and Revise
+ Develop Teaching plan & materi Qualifi certification standards
. - VET .
* Develop Curriculum & Training cation * Develop Assessment
Standards Standard & Method

To expand the practical use of NCS, NCS package project has started since 2009

I. Current Situation of NCS Development and Application in Korea

2. Application of NCS

2-1. Education & Training System

NCS Learning Module supported by MoE (Ministry of Education) is a teaching and learning
material designed to apply NCS in education and training institutes.

NCS NCS learning module NCS-based education and
developed by cooperation between training course
Industry and Education & Training Education and training Institutions

= Learning module! S . Subjectt School/department/
Course A

= Learning module2 = idepartment/
g Course B

& Learning module3 g
School/department/
Course C

] Subject3
Learning module4

developed by industry

Contents of the

Contents of the tasks learning module

Application in school & Training institute

-Performance Criteria(PrC)
-KST

-Application range. situation
-Evaluation guidance

-Textbook development

-Syllabus development

-Teaching & learning management
-Evaluation and feedback

-Objectives

-Contents

-Teaching and learning method
-Evaluation and feedback

",

Ministry of Education
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I. Current Situation of NCS Development and Application in Korea

2. Application of NCS

2-2. NCS-based Qualification System

= Revision of the existing Test-Oriented Qualification based on NCS
= NCS application to replace the existing Test-Oriented testing method, to Learning Program-
based Assessment Qualification in the National Technical Qualification System (NTQS)

= The NCS-based qualification is a newly developed qualification items based on the unit of

competence of the NCS.

National Technical NCS-based Qualification
Qualification (existed) (newly developed)

No. of
Qualification 443 615
Items

I. Current Situation of NCS Development and Application in Korea

2. Application of NCS

2-2. NCS-based Qualification System

= Learning Program-based Assessment System, being applied for NCS-based
Qualification in NTQS

German Style Assessment Method g  British Style Assessment Method
C Mid- B! @ B @ @ Submit @ External i@nm Decision;/\"é

Issue -
Application for [ Specialist Issue

Submit
Assessment

{ pass Fi pass ..
sl N inals R2° . [
s L Certificate i i v foati ’ -
_ terms L ST .t Certificate ’%‘a‘e::a|s & . Verification _ Certificate
Testing Conducing Testing Conducing Testing Conducing ' Qualification Commissioned s r _ Testing Conducing Testing Conducing
Organization Organizati Organigation :  School&Training Institute St ! Organizati Organization
Qualification Commissioned

o H H H

S} Complete i H "

L= Additional £ g Re- — H Institute
Education/ H

Eclectic Assessment Method

2 3
External |:"> |:‘> Issue
Internal :> Specialist External Certificate
Assessment
Verification Assessment

Qualification Commissioned Testing Conducing Testing Conducing Testing Conducing
School & Training Institute Organjzation Organization Organjzation

Submit

Evidence /
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I. Current Situation of NCS Development and Application in Korea

2. Application of NCS

2-2. NCS-based Qualification System

» 615 NCS-based New Qualifications have been developed until July, 2016

* About 754 experts have joined in the meeting for development of NCS-based new qualification

Level 5 Job 5 \g‘ ‘ Manual Machining 1 ‘
e it i
Level 4 Job4 — Job4 = Job4 Manual Machining 2
13 o iy ﬁ A
Level 3 Job 3 Job 3 Job 3 ‘ 3 ‘ ” — HC:' Automatic
anual achinin i
-~ o g Processing
Level 2 Job 2 Job 2
o 4 4 O i i)
Level 1 Job 1

BTy Sub-industry
field ) C . m indi St
" filed B Lathe Milling Grinding CAM Machinrg

I. Current Situation of NCS Development and Application in Korea

2. Application of NCS

2-3. NCS-based Employment

( NQF ]
At elomen
Human Resource Management
Employment and compensation system
including promotion

Educatio : ion NCS-based

employment | |

assessment

nal

System

(School)

National Competency Standards (NCSs)
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I. Development and Application of NCS in Korea

2. Application of NCS

2-3. NCS-based Employment

Competency demanded
by companies

Key Competencies which are commonly needed in

COEEEel at least 10 areas and 34 sub area
N FRiesaEs
National Competency Standards
Key Job Job Competency  (KSA) required to  perform
Compet g
Competency Competency CleEnel  successfully in a job

Source : Moel (2016.03.28). Report on public declaration of of the ability-based employment

I. Current Situation of NCS Development and Application in Korea

2. Application of NCS

2-3. NCS-based Employment

NCS Based employment

@ Pre-release of the job competencies required for
employment in each sector
(Attached “job description information” for each
job)

Current existing employment

Providing simple information: Administrative work
00 person, Productive work 00 person,

Job
Opening

Personal Information not related to the job (family '
status, educational background, address, hobby,
specialty)

@ Minimize personal information not related to the
job

Application
Form

Specifications which are not related the job
(overseas education & training, and volunteering,
TOEIC)

Letter of Self introduction

Written test to measure personality, aptitude and
simple knowledge
Non- structured interview ( daily life questions
unrelated to job, such as hobby, background of
growth)

Source : Moel (2016.03.28). Report on public declaration of of the ability-based employment

@ Background information related to job

(Education, qualification, experience and career
history related to the job)

@ Letter of self introduction which is job-related and
centered on experience

@ Written evaluation based on job competency
measurement (Setting questions related to job
performance situation)

@ Structured interview based on job competency

evaluation (consist of job-related type of questions)
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I. Current Situation of NCS Development and Application in Korea

2. Application of NCS

2-3. NCS-based Employment

(O Decrease in early retirement rate as soon as hired
- (Korea National Park Service) Yr 2014 8.9% - Yr 2015 0%
- (Korea Electrical Safety Cooperation) Yr2014 17.6% -» Yr 2015 13.9%
- (Korea Western Power Co. Ltd) Yr2014 7.8% - Yr2015 1.5%

O Significant increase of the distribution of college and percentage of high school graduates
- (Korea South East Power ) Distribution of college per 10 students: Yr 2014 3.7school = Yr 2015 4.9
- (Korea National Park Service) Ratio of high school & 2yr college graduates : Yr 2014 0% - Yr 2015 25%

(O Decrease in the training period for new employees and applicants
- (Korea Western Power) Reduced new employee training period : Yr 2014 33 weeks—> Yr 2015 20 wks
- (Korea National Park Service) Decrease in imaginary candidates: Yr 2014  4,833person - Yr 2015
2,263person

Source : Moel (2016.03.28). Report on public declaration of of the ability-based employment

I. Current Situation of NCS Development and Application in Korea

2. Application of NCS

2-4. Competence-based Salary System

= Develop NCS-based Salary System
Job survey and job classification — NCS classification system mapping by occupation — job evaluation and job

grade determination — Develop salary system

(Determine the type of NCS-based salary: Discussion of salary level in each occupation for Individual work/single job/a

range job
. .
Deter Derivi i Deciding Job
mine H c s
Job D ]'(;b ng Job Job Deter : "::::'::T”
Analys o| Classifi : val s/ Evalua »| Evaluat »| mining H And
is cation ' evaluat tion ion job ' Developing
! ion . ! evaluation and
system ! metho Factor grade : cducation
! s H framework
: 4 T T :
l ; I I +
|+ Sequence metho Input
N ! npu To each evaluated factors
*  Job Questionnaire Design 1+ Score method « Process o e
+ Job Questionnaire Application [+ Classification . PPy scale
. R . i utcome Apply weight
* Job Questionnaire Analysis ! method
; Factor
Classmca.\m.m by Job i comparison + Decided by Job Evaluation
characteristics I method .
Job Title / Job Catego Commitice
sory Simulation of compensation
[NCS Linkage 1] ' [NCS Linkage 2] ' [NCS Linkage 3]
| Job Refer to the NCS while
& Refer to the NCS job levels developing
. . during job evaluation evaluation/education
NCS Classification system mapping
) framework

Source : Kim.(2016.12.16).The wage system based on NCS. Winner Seminar at KASQ.

17




I. Current Situation of NCS Development and Application in Korea

2. Application of NCS

2-5. Mutual Recognition of Qualification

» Comparison of Korea-Australia qualification system according to vocational
qualification level

National Technical Qualification Level Name of Qualification
1 Certificate I
Craftsman 2 Certificate I
3 Certificate III
4 Certificate IV
Industrial Engineer 5 Diploma
6 Advanced Diploma

I. Current Situation of NCS Development and Application in Korea

2. Application of NCS

2-5. Mutual Recognition of Qualification

» Comparison of Korea-Australia qualification system according to vocational
qualification level

National Technical Qualification Level Name of Qualification
Engineer 7 (Bachelor)
Master Craftsman 8 Graduate diploma
9 Graduate certificate

Professional Engineer
10 (doctorate)
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2. Application of NCS

I. Current Situation of NCS Development and Application in Korea

2-5. Mutual Recognition of Qualification based on NCS

» Qualification Items for MRA b/w Korea and Australia : welder, program developer(IT)

* Procedure for MRA

Stage 1

Analysis of each

country's environment

In each country,
comparatively analyze
the

- Labour market status
- Workforce mobility
status

- Qualification system
status

- status of education
and training system

Stage 2
Selection of

qualifications items
eligible for mutual
recognition

- Comparison of the
qualification
framework of 2
countries

- Selection of
qualification fields and
items with demand in
the labor market of
both countries

Stage 3

Comparison of NCS

- Comparison between
unit standards

- For each element,
identify the matching
contents and levels
between the two
countries

Stage 4

Fill in the Gap

« Identifying the gap
through the
comparison of NCS
between two countries

- Establish a plan to fill
in the Gap

Stage 5

MRA Signing

« Ensuring
comparability of
qualifications and
mutual recognition

20
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IOI. Current NQF Development and Application in Korea

1. Development of NQF

1-1. NQF Background

& In accordance with [National Agenda 75 of current government] the
administrative task for “Creating Conditions for a Competence-Oriented Society”
was established and, the National Qualifications Framework (NQF) as a
detailed task was proposed

S ———

& Societal System Change: Transforming Korea society from credentialism to
competence-based society

¢ HRD-related System Change: Improvement of efficiency and effectiveness
through close linkage of existing HRD system, which are separately operated
and recognized by different entities, through introducing NQF

Source : Choi.(2016.12.16). The development of Korea National Qualification System. Winner Seminar at KASQ.

22

IOI. Current NQF Development and Application in Korea

1. Development of NQF

1-1. NQF Background

NQF & SQF
(governing & Leading competency-based society)

Education & [
Training Qualiﬁcation Labor Market
System System » (Industry)
o
1  Expand NCS based
recruitment to public
. Prepare * Introduce NCS organizations .
NCS learning module curriculum-based 2 Pushfora chang(? in
Develop " evaluation system payment system in the labor
ment *  Initiate e Introduce market through NCS-based
curriculum R o ’
qualification NCS- job-based pay
reform based system 3 Develop & implement
competency assessment
L ) model to be used for
A recruitment

Feedback from industry demands
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II. Current NQF Development and Application in Korea

1. Development of NQF

1-2. KQF Framework (present)

m Academic degree Qualification
I..
g

s I National Technical

| EESN, - Qualifications (NTQ)

1 1 Professional Engineer

A = - - - | Master craftsman
nr[_DoctoraI 1 6 l Engineer

—
] o
e R Master - 5 1 Industrial engineer <
b 1 Craftsman
Bachelor 1 4
et | National qualifications
: by individual laws and
r Associate degree 3 | —
| I _I regulations Examination

Credit Recognition Specialized VHS 1 2 1 requirement

Entrance requirement — e —]] Certified Private
r Qualifications

F F s

Recognition of Prior
Learning (RPL)
£

(Entrance) (Employment)  (Vocational Training)

Choose each individual career path

Source : Choi.(2016.12.16). The development of Korea National Qualification System. Winner Seminar at KASQ.

II. Current NQF Development and Application in Korea

1. Development of NQF

1-2. KQF Framework (present)

< Korean Context of KQF Development >

& Development of national linked-QF to comprehensively evaluate and recognize competency,
based on NCS

& Need to closely link existing education, training, qualifications, experiential learning, lifelong
learning, and non-formal & informal learning outcomes to 1) eliminate redundant learning
requirements, 2) To ensure mutual comparability between various learning outcomes that are not
properly evaluated and recognized in various laws and regulations

& Need to substitute or replace the requirements for university degrees (including integrative
master and Ph.D.) that are not necessary to be recognized as professionals in certain fields
(beauty, music, fashion, sports, etc.), by properly evaluating and recognizing the experiential
learning outcomes.

& Preferentially KQF is introduced to enable mutual comparability between education, training,
technical qualification and experiential learning including RPL.

25
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II. Current NQF Development and Application in Korea

1. Development of NQF

1-2. KQF Framework (future)

m (Link) (Link)
KQF Level A—h Quialification

Doctoral 8 L8
Master 7 LY
Bachelor 6 LG
— ?:yrs Associate Bachelor| 5 LS i
2yrs Associate Bachelor] 4 L4
High School 3 L3
Credit r - Needed modules
Degree Requirements Middle school 2 L2 to fulfill a
Entrance requirement Less than middle qualification
school level 1 L1
Recognition of Prior Learning T
I (RPL) I
S
(Entrance) (Employment)  (Vocational Training)

Choose each individual career path

Source : Choi.(2016.12.16). The development of Korea National Qualification System. Winner Seminar at KASQ.

II. Current NQF Development and Application in Korea

1. Development of NQF

1-2. KQF Framework (future)

< Situational Diagnosis of KQF Development & Introduction >
Ongoing situation to reach social consensus on the purpose of introducing & operating
KQF
Insufficient discussion and consensus on the details in the application of KQF between
MoE and MoEL.
The interest of industries and labor unions in KQF are slowly increasing
Leading Korean Experts have different levels of understanding and approach to KQF, so
there is a need for more in-depth discussion and consensus formation between them(e.qg.,
different concepts of securing equivalence between qualifications based on comparability,
etc.)

In the process of establishing detailed evaluation and evaluation system of experiential
learning outcome

Resistance from professors regarding the NCS based reformation of the 4 years
university curriculum
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II. Current NQF Development and Application in Korea

1. Development of NQF

1-3. Three Stages to evolve NQF

Introduction

Preparation for

Introduction
focusing from post-secondary certifi8

Process

Foundati

28

II. Current NQF Development and Application in Korea

2. Application of NQF

2-1. Sectoral Qualification Framework for Software industry(SQF in SW)

Job performance

1

AT e~ T~ o s
— SV pased—o

Competency in J & M 'el"ﬂ‘l-" ad !%'.'.ﬂe_
Recognition workers
-
(| Agreement on The content
ISC level on Mutua! and level of
the Cooperation
competency
Competency ﬁ that the SW
Ievel. manpower
[Employee] [Education & evaluation should have
Need for ongoing Training Institutions] criteria (SQF) (NCS)
career Require flexibility in the

management

training courses

Source : Park.(2016.12.16). Sectoral Qualification Framework for Software. Winner Seminar at KASQ.
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II. Current NQF Development and Application in Korea

2. Application of NQF
2-1. Sectoral Qualification Framework for Software industry(SQF in SW)

Master EE + 8 Years(Work experience)
- A8 + 7 Years(Work experience) + 100
L8 Specialist Hours (Mandatory education)
Expert 17 + 3 Years (Work expenence) + 100 Relevant doctoral IT related professmnal
Hours (Mandatory education) engineer
L7 (L7 16 + 3 Years (Work experience) Through the
Intermedi . ; deliberation
L6 ate (L6) J5+ 3 vears (Work experience) + 100 Relevant Master NCS-based qualification_L6 | committee, ITSQF will
Hours (Mandatory education) recognize the level of
. IT related engineer/ the corrgspondlng
L5 (L5) J4 + 1 Years (Work experience) Relevant Bachelor NCS-based qualification L5 occupation for the
q = winner of certain high
. Relevant 3 years level contest such as
L4 Beginner (L4) J3 + 1 Years (Work experience) Associate degree "Hacker Competition”
Relevant 2 vears IT related industrial
L3 (L3) B + 2 Years (Work experience) Assodiate dg ree engineer/
9 NCS-based qualification_L3
L2 Craftsman (L2)Cr ;/ccr’]?;:c’;;magtz IT related craftsman

Source : Park.(2016.12.16). Sectoral Qualification Framework for Software. Winner Seminar at KASQ.
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II. Current NQF Development and Application in Korea

2. Application of NQF

2-1. Application of SQF in SW)

Comprehenswe

i)
g
E

~I|I

'Illlun‘\
flll=™
0
2
(]
3
0

= e o o )

£ NCS-based = -5’ SW Enginee Verification
competency Career document of
evaluation managemen levels

* The existing system is
expected for transition to
the NCS system by

January 2018

« Service expected to launch
April 2017

« Currently promoting formal

documentation for

competency verification

Comprehensive

Weork experience
ducation m
Training =

Certificate =

Trial Service
launched in June
2016

« As of Dec 2016,

1,700 technician

egistered

conduct
feasibility studies
in 2017

« Revised edition

reflected by Dec

2017

Source : Park.(2016.12.16). Sectoral Qualification Framework for Software. Winner Seminar at KASQ.
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2. Application of NQF

II. Current NQF Development and Application in Korea

2-2. Sectoral Qualification Framework in Chemistry

Standard of measurement
Academic Work Experience Qualification Education & Training
. . Cumulative )
Level Existing NCS certified Years of experience to upgrade level Leaming hours
. . Work . -, S National Technical ’
Education Educational ) + Mandatory education and training | NCS based qualification P {Work-Leaning dual
e L experience Qualification tom
Institution institution hours System)
(Total years)
Doctoral + work
8 . 23 Years Level 7 + 5 years +100 hours
experience
7 Doctoral 18 Years Level 6+ 6 years+ 100 hours
6 Doctoral Masters 12 Years Level 5+ 3 years + 200 hours NCS-based Professional Engineer
qualification L6
5 Masters Bachelor 9Years Level 4 + 3 years+ 100 hours N(;Sbgsed Engineer + field experience 800 hours
qualification L5 of year
3Years
4 Bachelor iate degree 6 Years Level 3 + 3 years + 200 hours - - 800 hours
Industrial Engineer
College 2Years NCS-based -
3 Diplorma jote degroe 3Years Level 2 + 2 years+ 100 hours qualfication 13 +field ex:‘:goe of & 600 hours
- . ) Craftsman
Spedialized Vocational High NCS-based .
2 Schoal 1Years Level 1+ 1 year+ 100 hours qualiication 12 Hield experience of 3 600 hours
months
1 Non-professional
{No work experience) - - - - -
Source : Shin.(2016.12.16). Sectoral Qualification Framework for Chemistry. Winner Seminar at KASQ.
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2. Application of NQF

II. Current NQF Development and Application in Korea

2-2. Sectoral Qualification Framework in Chemistry

= Matrix for Recognition of work experience by occupation

Production 5
Engineering years 100% — 5 Years 70% — 35 Years 50% — 2.5 Years
Quality
Management 4 Years 75% — 3 Years 100% — 4 Years 65% — 2.6 Years
Research and 3y
Development ears 70% — 2.1 Years 80% — 24 Years 100% — 3 Years
Total 12 Years

10.1 Years

9.9 Years

8.1 Years

Examples of work experience recognition in the case of job change according to sub-occupation.

In the case of work experience of total 12 years in the areas of production engineering, quality management,

and research and development, when an individual moves to production engineering field, leading to be

recognized the longest working experience.

33
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II. Current NQF Development and Application in Korea

2. Application of NQF

2-2. Application and Update of SQF in Chemistry

€ Establishment of wage system based on SQF
- Survey of wage system for each level / occupation
- Propose wage system for each occupation

4 Addition of job categories in the chemistry field

- Process Management, Safety Environment etc

€ Update the SQF for chemistry field

- Determine the required training hours

- Elaborate the work experience recognition rate in the case of job transfer

Source : Shin.(2016.12.16). Sectoral Qualification Framework for Chemistry. Winner Seminar at KASQ.
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II. Future Challenges

1. Similar issues in National HRD System b/w Korea & Japan

- Korea Issues Japan Issues

* Inadequate link between school education and labor market. That is, lack of systems to reflect labor market needs and

demands to education and training.

TVET *  As MoE and MoEL manage education and training separately, the mutual recognition of learning outcomes between
issues Education & Training is difficult
* In comparison to the job competence such as practical experience in the field, the value of formal education such as
university degree is highly recognized
. *  The rating system for the qualification of skilled workers
Levellng is set up within the confines of individual law, thus they e+ Difference b/w Vocational Capability Evaluation System(4
System are not linked to each other. Level) & Career Grade System(7 Level)
* (ex. Payment standard for Construction engineer,
software developer)
Labor
* Annual salary system is based on seniority, not based on job
Market
. : .SarrTe quaI|f.|cat|on despite of d|f‘ferent. Ieve.l of educatlional * Same qualification despite the different learning hours
Lmkage institutes(high school, 2 yr college, university) (ex, Hair .
. (ex, nurse, child care)
Designer)
Eltue * The concept of attitude, which is important in the oriental culture, is very comprehensive and its definition is ambiguous.

Therefore, it is not easy to clarify from a competency standpoint

Source : Yoshimoto, K. (2016). Feasibility and Challenges on a National Qualifications Framework and Permeability in Education and Training System in Japan. (non-published)

II. Future Challenges

2. Challenges for development NQF in Korea & Japan

1.
2.
3.
4.

5.

Function of NQF

NQF in connection with other frameworks
Competence in Asia Context

Impacts of NQF

Regional Qualification Framework

37
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II. Future Challenges

2. Challenges for development NQF in Korea & Japan

2-1. Function of NQF

Communication Transformation

« Starts from existing education and training system « Starts from a vision of the future ET system

* Incremental change * Reform and transformation

* Tool for change * Driver of change

* ‘Bottom-up’ * ‘Top-down’

* Voluntary « Statutory / Regulatory

* Providers have central role * Providers included among stakeholders

* Loose * Tight

Scotland Korea Republic of South Africa

Japan ??

38

II. Future Challenges

2. Challenges for development NQF in Korea & Japan

Consideration 1.

Where will Japan be positioned according to the
purpose and application of NQF b/w
communication and transformation model?

39
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II. Future Challenges

2. Challenges for development NQF in Korea & Japan

2-2. NQF in connection with other frameworks

Relate the alignment of occupational
standards to qualification levels across
economies for specific occupations, based on
the breadth and depth of knowledge and skills
and level of autonomy required in the job

Relates to the quality mechanism/process
agreed for the development of regional
occupational standards.

Occupational Standards
Referencing Framework
(relevance)

Qualifications Referencing
Framework
(Level)

Quality Assurance
Referencing Framework
(Quality)

Relate more broadly to the quality of inputs and outcomes required by TVET
provides and the system

40

II. Future Challenges

2. Challenges for development NQF in Korea & Japan

Consideration 2.

It will be an adequate approach as NQF
development progress simultaneously comes with
the competency standards & quality assurance
framework development
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II. Future Challenges

2. Challenges for development NQF in Korea & Japan

2-3. Competence in Asia Context

mm SUB-DOMAIN DEFINED AS/COMMENTS

The ability to .. .
Knowledge recalland present No explicit sub-domains
information are proposed
The ability to do
Skill in context Foundation
Transferable
Technical and
Vocational
The application of
Competence knowledgeand Applied Competence
p
skills in context
Attitude Affective Competence

The existing categorizations and forms of knowledge can be accommodated
in the broad domain, as is the current practice; this decision could be
reviewed at a later stage

Skills which emphasize literacy and numeracy

The application of universal knowledge and skills across a range of social,
work, and geographical settings. This domain may at a later stage be further
developed into a separate domain.

The specific technical know-how to do jobs.

Includes foundational competence which focuses on intellectual/academic
skills of knowledge; practical competence which focuses on the operational
context; and reflexive competence which focuses on learner autonomy.

Personal, behavioral and attitudes competences that include a specific focus
on those competences that may be best assessed collectively.

Source : Keevy, J & Chakroun, B. Forthcoming. Levelling and Recognizing Learning Outcomes. The use of level descriptors in the twenty-frist century. Paris, UNESCO.
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II. Future Challenges

2. Challenges for development NQF in Korea & Japan

2-3. Competence in Asia Context

Structure of GQF

Level indicator (1to 8)

Explanation on structure requirements

Professional competence

Knowledge Skills

Instrumental and

Depth and Breadth systemic skills,

judgement

Personal competence

Social Competence Autonomy

Autonomous
responsibility,
responsibility,
reflectiveness and
learning
competence

Team/leadership
systemic skills,
involvement an
communication

43
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II. Future Challenges

2. Challenges for development NQF in Korea & Japan

Consideration 3.

Attitude is quite comprehensive and complicate
concept in Asia, so it could be more carefully &
correctly interpreted through competence concept,
in terms of learning outcome

44

II. Future Challenges

2. Challenges for development NQF in Korea & Japan

2-4. Impacts of NQF

Transforming Education & Training results into Learning Outcomes
Stakeholder involvement leading to close collaboration
Consumer-oriented institutional reform

the bridging of institutions and sub-systems

Developing and reforming qualifications by reflecting industry demands
Opening up to the private and non-formal sector through RPL
Activation for recognition of qualifications

Proactive Validation of non-formal and informal learning

Source : Keevy, J & Chakroun, B. Forthcoming. Levelling and Recognizing Learning Outcomes. The use of level descriptors in the twenty-frist century. Paris, UNESCO.
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II. Future Challenges

2. Challenges for development NQF in Korea & Japan

Consideration 4.

Most of NQF impacts show us quantitative
characteristic, so efforts to produce quantitative
impacts of NQF are necessary.

46

II. Future Challenges

2. Challenges for development NQF in Korea & Japan

2-5. Regional Qualification Framework

Global Trends of National Qualifications Framework

LIST OF 154 COUNTRIES OR TERRITORIES PLANNING, DEVELOPING OR
IMPLENMENTING QUALIFICATIONS FRAMEWORKS

Albania; Angola; Andorra; Antigua & Barbuda; Argentina; Armenia; Australia; Austria; Azerbaijan; Bahrain; Bangladesh;
Barbados; Brazil; Belarus; Belgium; Benin; Belize; Bhutan; Bosnia and Herzegovina; Botswana; Brazil; Brunei Darussalam;
Bulgaria; Burkina Faso; Burundi, Cabo Verde; Cambodia; Canada; Chile; Colombia; Costa Rica; Cote d’lvoire; Croatia; Cyprus
(and Northern Part of Cyprus); Czech Republic; Denmark; Dominica; Egypt; El Salvador; Eritrea; Estonia; Ethiopia; Finland;
France; Georgia; Germany; Ghana; Greece; Grenada; Guinée; Guinée Bissau; Guyana; Haiti; Hong Kong; Hungary; Honduras;
Iceland; India; Indonesia; Ireland; Israel; Italy; Jamaica; Jordan; Kazakhstan; Kenya; Kiribati; Korea; Kosovo; Kuwait;
Kyrgyzstan; Lao People’s Democratic Republic; Latvia; Lebanon; Lesotho; Liechtenstein; Liberia; Lithuania; Luxembourg;
Madagascar; Malawi; Malaysia; Maldives; Mali; Malta; Mauritius; Mexico; Montenegro; Montserrat; Palestine; Morocco;
Mozambique; Myanmar; Namibia; Netherlands; Nepal; New Zealand; Nicaragua; Niger; Nigeria; Norway; Oman; Pakistan;
Palestine; Panama; Papua New Guinea; Philippines; Paraguay; Poland; Portugal; Republic of Moldova; Romania; Russian
Federation; Rwanda; Saint Lucia; Samoa; Serbia; Senegal; Seychelles; Sierra Leone; Singapore; Slovak Republic; Slovenia;
Somalia (Somaliland); South Africa; Spain; St. Kitts & Nevis; St. Lucia; St. Vincent and the Grenadines; Suriname; Swaziland;
Sweden; Switzerland; Tajikistan; Thailand; The Bahamas; The Comoros; the Democratic Republic of Congo; The former
Yugoslav Republic of Macedonia; The Gambia; The Holy See, Timor-Leste; Togolese Republic; Tonga; Trinidad & Tobago;
Tunisia; Turkey; Tuvalu and Vanuatu; Ukraine; United Arab Emirates; United Kingdom; United Republic of Tanzania; Uruguay;
Viet Nam; Zambia; Zimbabwe.

Source : Borhene Chakroun. (2016). Symposium with Korea Association of Skills and Qualifications.
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II. Future Challenges

2. Challenges for development NQF in Korea & Japan

2-5. Regional Qualification Framework

* NQF development is closely cooperate with RQF development & implementation

EQF

SADC RQF

CANTA

AQRF

APEC Integrated
Referencing
Framework

(European Union )

SADE

(South African Development

Community)

CARICOM

(The Caribbean Community)

ASEAN

(Association of South East Asian

Nation)

APEC

(Asia Pacific Economic Cooperation)

EU Member States

15 countries including South
Africa, Mauritius, Namibia,
Seychelles, Tanzania,
Zimbabwe and Botswana

14 countries including
Barbados, Grenada, Jamaica,
Suriname

Thailand, Philippines,
Singapore, Etc

Korea, the United States,
Japan, Australia, Canada, New
Zealand and ASEAN

- Competency level system
irrespective of field

- Building RQF
- Developed complete RPL

manual

- Completed in 2015
- Scheduled for operation in
2018

- Recognized the need for
framework after 2009

- In the process of
progression since 2015
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II. Future Challenges

2. Challenges for development NQF in Korea & Japan

2-5. Regional Qualification Framework

Name of RQF Corresponding Region Participating Countries

VUSSC TQF

GQF
(Gulf Qualifications
Framework )

PQF

Commonwealth

(British Commonwealth
Nations)

GCC

(Gulf Cooperation Council)

South Pacific

(South Pacific Forum)

Past British colonial countries
such as Canada, Australia,
New Zealand and India

Six countries including Saudi
Arabia and Kuwait, United
Arab Emirates, Qatar, Oman
and Bahrain

Fiji, Papua New Guinea, Samoa,
Tonga, New Zealand, Australia,
etc.

- Kick-start for Commonwealth
Learning at the Virtual University
of the Commonwealth (VUSSC)
- Level descriptor borrowed from

EQF

- Developed in 2012, QFEmirates
(National Qualifications Authority
United Arab Emirates) is the

foundation for formation of GQF,

which is linked with EQF

- Linkage of Australian and New
Zealand NQF by 2012 - PQF is in

progress since 2012

49
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II. Future Challenges

2. Challenges for development NQF in Korea & Japan

2-5. Regional Qualification Framework

|« Quality assurance
uidelines at world level

s: World Referencing Levels

= Cross-regional
reference levels

= Regional/

Continental levels N QFS

. = National levels

50

Reference : Borhene Chakroun. (2016). Symposium with Korea Association of Skills and Qualifications.

II. Future Challenges

2. Challenges for development NQF in Korea & Japan

2-5. Suggestion to introduce RQF in Northeast Asia Region

= Regional initiative is necessary to introduce RQF in Northeast Asia
= Forming a Joint Working Group, led by Korea, Japan and China

= Focus on the development and application of Regional Sectoral Qualification

Framework (RSQF) rather than RQF

C di

27 countries including France,
Sectoral QF (European Union) Germany, Austria and the Automobile, engineer, tourism, etc.
Netherlands

-112-




II. Future Challenges

2. Challenges for development NQF in Korea & Japan

2-5. Regional Qualification Framework

Future Purpose of AQRF

* AQRF should have a official representative in each member state
* AQRF official representative acts as a voting member in AQRF
Board and coordinating agency for local NQF and stakeholders in
J relation with the AQRF.
& - - AORF representative official facilitates communication between
e local NQF and other QF (EQF, AQF, NZQF, etc.) in the world on
behalf of AQRF Board

52

II. Future Challenges

2. Challenges for development NQF in Korea & Japan

Consideration 5.

1) RQF development could be a more difficult job rather than
RSQF which is focused on specific sectors. Thus Korea,
Japan and other countries would initiate to develop RSQF
for establishing a platform.

2) RAQF for northeast countries is necessary for exchanging
skilled workers in the corresponding regions, which would
lead to the cooperation with AQRF and other RQFs.

53
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II. Future Challenges

Development of Competence-oriented Society

Enhancing vocational Higher reputation of Establish national
education & training for more skilled technical college as tertiary lifelong learning system
workers at post-secondary level vocational education institute for the era of centenarians

Integration

Area for Work —_ Area for Learning
Connected

Systemization of work Linkage between
experience recognized L ina Out

as learning outcome . . SaliNRE SRS RIS
Strengthen links between:
NCS(National -secondary education/training outcome
& qualification above tertiary level

-quallflcatlons at 2-year college &
rsity | level

-Assessment/Recognition of Based on

various learning outcomes

-Linkage between work experience & Competency
qualification Standards)

« Set up the platform to link existing different types of lifelong learning outcomes
‘ (e.g. credit-bank system, bachelor's degree examination for self-education, Lifelong learning account(MoE]
vocational capability development account(MoEL) etc.)
« prepare the basis to assess & recognize non-formal & informal learning outcomes

54

Many Thanks

joycho9797@glosqua.re.kr
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2—-17.

Competencies and Learning Outcomes
: Common Qualification Frameworks

— Different Approaches

Egbert de Weert






Competencies and Lear
Common Qualification Fra

| AEEroach

Egbert de Weert
Center for Higher Education Policy S
University of Twente, The Net

International Confere

TVET and Qualifications Approaches in Te
Kyushu University

Fukuoka, Japan

26-28 January 201

EU Policies to align HE
market nee

Europe 2020 Agenda for new skills and jobs
» Full employment goal by 2020

» Assist young people with gaining knowledge, skill
job a reality

» Improve quality and attractiveness of education a
» 40% of a generation should complete HE by 2020

Agenda for Higher Education
» Concentrate enough resources on excellence
» Contribute better to local and regional needs (hu

» Closer cooperation between universities and busi
dissemination and exploitation of research results

» Strenghten the knowledge triangle between educ
2
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Do skills really matte

> Unemployment is closely related to low skills,
market participation to high skills

> Those with low qualifications are much less li
follow lifelong learning

» Education systems with more equal access t
vocational training (CVET) and TVET are ass
unemployment

» Ever higher educational level always necess
- TVET is a more cost-effective way to provid
requwed qualifications on the labour market.

What are functions of qualif

Regulate access to and progress through the e
Instrumental for making knowledge and skills tr

Information tool for (prospective) learners, prov
about learning programmes and respective job

Instrumental for making the transition from lear
transparent and up-to-date, regulate access to

Legitimate differences between individuals or g
goods, wages, social prestige

Facilitate international mobility (European Qual

Permanent development of workforce: Employ:
(lifelong learning), and validation of (prior) kno
providers

4
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Approaches to set qualific

Focus on Educational standards:
+ What people need to learn, the content and lear

+ Pedagogical logic: progressive accumulation of
duration of studies, qualification of teachers

Focus on Occupational standards:
+ Job descriptions with core functional or technic
+ Behavioral skills and attitudes

» Most effective when educational and occupatio
together

Feedback-loop of standards a

Labour market

Demand for
competences

Formulation of
competence Certification of
requirements competences

~ occupational ~ assessment
standards standards

Learning competences
~educational standards

Competence-based e
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Regular development of ou
standards c.q. learning out

U Learning outcomes are clear statements of wh
achieve and how he/she is expected to demo

O Alearning outcome is what a learner is suppo
do after a successful study or learning proces

Institutionalising the involvement of social pa
* For standard-setting procedures
« Employers’ engagement in formulating learning
* For renewal and update on a regular basis
Critical factors:

+ Find a balance between diverging interests an
+  Provide opportunities for structurally weak act

+ Facilitate integration of new societal demands
economic sectors, also demands in emerging
7

Learning outcomes: Govern
policy implementation

Aligning to National Quality Frameworks for TV
international, e.g. in Europe the EQAVET frame

In Europe 66% of all (T)VET systems have impl
assurance framework at national level (coheren
Framework). Main reasons are requirements fo
funding.
Quality frameworks should not be prescriptive: t
TVET policy makers to improve quality assuran
involving social partners, national and regional/l

Representatives from employment fields should
the quality assurance system / taking part in as

-118-




Stakeholders involved in nati
sassurance in (T)VET systems

Public authorities

VET providers

Employer associations
Employees associations
teachers/instructors/trainers
Industry/companies
Regional/local authorities
Higher education sector

Students/learners

0% 10% 20% 30% 40% 50% 6l

H Always HSometimes M Occasionally/never

Source: Feerick & Oviedo, Quality Assurance in VET, a collection of a
9

| Learning outcomes: pitfalls

+ Tendency to formulate learning outcomes of lo
of those at a higher level. Each level has its sp

+ Too detailed guidelines and an excessive list 0
institutions in a straight jacket and restricts the
This is counterproductive!

+ Standardization of learning outcomes will stifle
educational system.

«  The more professionally-oriented a programm
specific the learning outcomes. Does it allow e
or does this constrain innovation?

+  Generic or transversal competences can be ov:
connection with domain-specific competences.
integration.

10
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Great things always begin fr

Learning outcomes should be:

« a'living’ element to shape the formats of curric
learning and assessment. It is not an administr:

« updated regularly through periodic self-evaluati
organisation)

* kept simple: integrate learning outcomes in a st
context of regular development and improveme
reduced number instead of working with open li
is considered important

« starting with an active verb like know, learn, be
acquainted with ...

« student-focused rather than teacher focused

+ Measurable in terms of achievement

11

Assessment and demon
achieved learning ou

Integration of achieved learning outcomes in extern
the accreditation procedure:

+ Assessment by external reviewers with focus o
the intended learning outcomes

« Evaluation of final projects or theses of individu
selection), examination results etc.

+ Graduates’ self-evaluation and interviews with
* Itis not about controlling but about empowering

In most countries the external quality assurance is
the system of assessment rather than individua

In countries with institutional accreditation the asse
outcomes is the responsibility of institutions
12
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Learning outcomes and lifelo
instrumental to narrow the ga
education and work

Relevant for various forms of learning:

» Inclusion of work-based learning (cooperative or d
formal educational qualifications

» Development of short-cycle programmes (below B
Associate degrees or Foundation Degrees) to be r:
learning pathways

» Recognition of companies as training providers al

Relevant for different categories of students/ learn
» Regular students to acquire qualifications for empl

» For workers/ employees already in the workplace
knowledge and skills (lifelong learning)

» Meeting demands for flexible forms of learning, m
13

Attractiveness of TVET syste

* It has the image as a second choice (to University)
« Gender related stereotyping

Demonstrating learning outcomes contributes to

» Transparent qualification structure

» Education of high quality

» Engagement of all relevant stakeholders

» Study information system for students / learners

» Transition to the labour market, flexible learning
patterns for career changes

Revitalize the
TVET system!
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B HFIHY - HIMTHEERESEA 9,423,100 8,370,000
18 122 - &/l - RIEEFIBERSE 165,400 85,900

A EENBERESEE 1,546,800 1,457,700
CEBREE 11,510,600 11,035,200

D BRFefEEH 7,405,700 6,571,300
EY X XD (LF) 20,628,500 19,150,100
EY X ZANBFOEE () 35.5% 38.4%

[LERTIEN 2T AN 2F037001

e
FX
I

T 58,140,600 49,849,800
03a 7 EA - IR EBEERER 194,400 193,900
25 — MR SEHEEH 7,893,200 7,606,000
26 RETEBREEE 1,636,900 1,498,900
321 NEEE - ER 382,900 78,500
401 HKBIEE - [ER 126,300 36,500
323 IRFEIE 8 3,556,100 3,374,000
EYXZANEHE (ExR) 13,789,800 12,787,800
EYRINBFOEE HHRE) 23.7% 25.7%

[LETIEN2TAAN 2F03700 1
RETIINLITHA. 20K 4 0D 1
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X [ BREOANFM]  (Procedural Justice)

O MEEENPZITRA B Z RET 27-DIEONDEFHRZICON
TORFH] &L, [DEEONFMH] (Distributive justice)
& BAREICX Rl

(Milkovich,George T and Jerry M.Newman(1999),
Compensation sixth edition, The McGraw-Hill Companies)

O IBRERES 2H 5. T A 7TAERICET 52T

(Folger,Robert and Russell Cropanzano(1998), Organizational
Justice and Human Resource Management, Thousand oaks,
London)

14
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CACIERAN D B,

REEDODRHEZEFITHFEE LT [BREONFUNEE |
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L ~JL 3
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2,083
21,659
95,800

3,170,613

105,687
3,395,842
3,288,072
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6,180 4,340 14,205 46,384
112,393 63,720 113,631 385,544
62,398 47,615 306,804 3,587,430
49,996 47,615 136,357 339,655
231,477 163,680 573,365 4,364,364
180,970 115,675 434,640 4,019,358
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n Purpose

® Purpose

? Definition

- Innovation activities related to change of system
including “working methods” and “human resource management”
for advancement of interests between labor and management

at the workplace.

# Ultimate Goal is Construction of High Performance Workplace.

n Purpose

® Backgrounds

? Flexible adaption to the environmental change

from intensified global competition

? High performance and high efficiency can guarantee

sustainable growth.

? To orient field centered and cooperative labor-management relations
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E History of Workplace innovation

? In early 2004, support project for workplace innovation started

by Korean government.

? YK model of Yuhan-Kimberly

# |In 2004, New Paradigm Center was established in KLI. (2004~2008)

E History of Workplace innovation

? |n early 2009, New Paradigm Center — KOWIN(Korea Workplace

Innovation) Center(a consulting center for job sharing and family-friendly

management)
# |In 2010, KOWIN Center was disbanded.
# |n 2010, this project was transferred to the Korea Labor Foundation.

# centers on consulting, labor management cooperation,

education, research, infrastructure construction
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m Case and model by industry

# Finland : Expanded Triple Helix Model

# Approach to Policy

= technological innovation + social innovation

Public authorities
Social partners

Companies
Public bodies
Third sector

organizations

Research &
development
units

source: Alasoini et al. 2005b, 5

m Case and model by industry

# Finland : TYKE-FWDP

® TYKE-FWDP

(Finnish Workplace Organization Development Programme)

# since the 1996 promotion
# main contents : 1) Learning system construction

2) Innovative use of ICT

3) Development of human resources management
# government-funded project,

under the authority of the ministry of labor
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m Case and model by industry

# Finland : TYKE-FWDP's organization

# Management group

# Expert group

# Scientific forum of experts

? Network of regional contact persons

® Project team

m Case and model by industry

# Ireland : National Workplace Strategy

# Nation Economic Social Development Office Act 2006
# 2007. 1. 2. : NESDO(National Economic and Social Development Office)

# NESCO provides an institutional strategy

for three major organizations in regard to social partnership
# NESC (National Economic and Social Council)
# NESF (National Economic and Social Forum)
# NCPP (National Centre for Partnership and Performance)
# Task of NESDO, NESC, NESF, NCPP
: Provide institutional support the relationship

among government, employer, employee
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m Case and model by industry

¥ England : MAS (Manufacturing Advice Service)

# Support service contents

Level 1: Early Information, consultation, guidelines
contact and counsel - without charge

Professional consultant of MAS visit
Level 2: Diagnosis  Production review, analysis, diagnosis
- without charge, It takes about 1~4 days

Level 3: Education  Event, seminar, workshop, benchmarking, and network
and Training Event  construction for education and training

Intensive consulting to make changes in the status quo for better
consultant of MAS or external consultant visit

- It takes about 10~30 days (average 10.7 days)

- Small business with fewer than 250 employees supported
consulting without charge or providing 50 percent of the money
by 10 days

Level 4: Consulting

Level 5: Tie with

other support MAS regional office helps find other supports

m Case and model by industry

# Europe : work innovation program (1)

- STV "Innovation and Work" Research Program

Belgium "Working Conditions" Database
Denmark - “Fund to Improve Working Life Conditions and Increase Growth"
- "National Productivity Campaign"(2000- 03)

Finland - "National Workplace Development Program" (1996-09)- auditing,
development projects, method development projects, learning
network projects

France - "Reduction of Working Time Law"

- "Research into the Humanisation of Work"

German

- "Work and Technology" R&D program

- "New Work Organisation in Ireland" program
Ireland - "World Class Manufacturing” Program
National Workplace Strategy(2007-09)
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E Case and model by industry

# Europe : work innovation program (2)

Program name and contents

- "On-the-Job Training" program

Italy - "Part-time Jobs" program
Norwa - "Enterprise Development 2000"(1994- 2001)
y - "Value Creation 2010" (2001-2010)"
Portugal - “To innovate and Develop" (1999- 2000)
- LOM (1985-90), Work Life Fund(1990-95)
Sweden - “Man, Technology and Organisation"(1997-200)

- "Too Lean Organisation" research program

- "Partnership at Work"” Fund
England - UN "Work Organisation Network"
- Manufacturing Service Advice(2002 - )

Source : Business Decision Limited. 20000. Government Support programmes for
New Forms of Work Organisation

E Case and model by industry

® Social Welfare Area(1)

? Necessity of new paradigm consulting

Construction of
learning system
®

P - New paradigm center \
1) Work-life balance of workers
Social 2) Strengthening the organizational
welfare competitiveness
Poor working 3) Good jobs maintenance and creation
conditions

Improvement of
working practices
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® Social Welfare Area(2)

Case and model by industry

# Construction of lifelong learning system : 3 steps

Formation of active organization culture
through consulting

Case and model by industry

# Steel industry Area(1)

# Paradigm shift of technology and organization

Competition . o .
Technology paradigm Organization paradigm

Quantitative growth,
Massive investment

'I;Dradlgpnal Mass production,
aradigm Economy of scale
Price competition
Quality-oriented growth
New Economy of scale and scope
Paradigm y P

Product innovation,
Globalization

Hierarchical management

Concentration of authority

Strong labor control

High skilled , high functional
knowledge workers

Delegation authority,
Decentralization
Downsizing, Flexibility,
Outsourcing
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m Case and model by industry

# Steel industry Area(2)

? Introduction effect of new paradigm

Increase 1 team without

4 teams in 3 shifts / . .
increasing number of

Work shift 3 teams in 3 shifts 4 teams in 2 shifts

employees

BT 56-hour work week  42-hour work week Sl il G @

hours workers

91 days a year /  Improvement of the quality

Py @it Sl ales & ysar 180 days a year of working life
Learning 20~40 hours a year 60~100 hours a Consjcructlon of Ihlfelong

time year learning system in workplace
Pay level UELEIIL Increase in hourly wage

previous pay level

Increasing the
opportunities for  Solve the
Promotion advancement to promotion problem
manager according of field staff
to shift increase

Case and model by industry

# Steel industry Area(3)
? Integrated employment relationship system

Building
a learning

/ organization \

~ High performance

system
Change of - Quality of life
working practice - Improvement
labor-management
relations

Innovation of
working methods
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'\ Future direction

® Direction of work innovation

. Hybrid lean
Taylorism .
production
work system

\ work system
\

Irrational, \\ <
non-standardized, Ny v
and traditional Hybrid Taylorism lean production
work systen\ work system work system

\
\ \
Self-learnin
N "9

y
work system \

'\'& Future direction

& Where to go?

Labor market environments

= Low economic growth rate & high speed of aging
= Technological change(4th industrial revolution)

Paradigm shift

= From quantitative growth to qualitative growth
= From growth paradigm to distribution paradigm
Unit of focus

= Need attention on firm level as well as labor market
= Focus on innovation and fair distribution(treatment) in workplace level
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IV

% Economic growth rate of Korea in 1980 was -1.7%

% Increased to 9.8% in 1990’s, but growth tendency was largely
decreased after the period

% Especially, during 2008~2014 period, it were 3.17% on average

'\'& Future direction

[

~—gi 3 == == 2

% The economic growth rate of OECD co
during 1980s and 1990s

% However, it was deeply decreased in the middle of 2000s due to the
global financial crisis

% Korea showed the relatively high economic growth rate before 2011
compared to other OECD countries, economic growth was slowed
down and a couple of structural problems were started after that

T =L =i n

untries was generally increased
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Future direction

hllIIIIIIIIIIIIIIIIIIIIIIIII

IIIIIIIImIIIIIIIIIIIIIIIIIII

% The population structure of Korea showed that the proportion of
people less than 14 years old was 34% in 1980 and it was
decreased to 14.7% in 2000

% On the other hand, the proportion of people more than 65 years
old was 3.8% in 1980 and it was increased to 7.2% in 2000 and
12.2% in 2013

IV

Future direction

) OECD =] # = 11235 H|&(1980-2013)
30.0
o
20.0 P e L
R = A —
'l—x/: 7 - - W
10.0

1980 1985 1890 1995 2000 2005 2006 2007 2008 2009 2010 2011 2012 2013

——sts It a5 QY el 2 = —e—D0| =

% The proportion of the old people(more than 65 years old) in OECD
countries showed that Japan was highest in 25.1%, and after that,
German(21.1%), France(17.9%), Britain(17%), U.S.(14.1%) and
Korea(12.2%) in 2013

% Korea started to get into the aging society from 2000 and showed
the very fast aging trend after that
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\'"~ Future direction

Machine Tool Operator 7| 230l
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\'"~ Future direction

Machine Tool Operator

Expert 4 L
=200
I \ __"i'ﬁ EH =T M
Experienced - HRE HO SR oo ay @y
Specialist E Leaming Curve : - - ,__:-n‘r-"F.ll o=g

P 42T -' / i -

Specialist -|
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2R I [ I I 1
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\'"~ Future direction

& Where to go?

Main direction

= Comprehensive approach including sustainable growth & fair distribution
=Growth by innovation and distribution by ‘equal pay for equal work’

How to improve technology & management competitive advantage?

=German proposed Platform industrie 4.0 to improve competitive advantage of
German manufacturing sector

=German started this initiative from the crisis awareness that it is hard to compete
with other newly developed countries such as China and India through the
traditional production system like low cost mass production system

=The answer by German government is the 4t industrial revolution way which
incorporates manufacturing with ICT technology

=Since Korea also has strength in manufacturing and IT sectors, Korea better figure
out how to incorporate these elements into Korean solution

\'"A Future direction

# Innovation platform

Discuss future directions for innovation

=The platform management skill would be one of the core competence to compete
and survive in the technology intensive world
=This skill would be one of candidates for ‘sustainable competitive advantage’

New growth industry

=|t is important to improve the already developed industry and make it as new
growth industry rather than developing new industry

=It is more likely to be the method of transforming established industry into new
growth industry through innovation

German case

=Germany discussed 4t industrial revolution from SMEs and extended to political
parties, labor unions, and NGOs

=|t is started from machine equipment, electronical electronics, ICT and extendediﬂ._
other industries such as chemical and steel industry
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\'"~ Future direction

# Workplace innovation 4.0

Need dynamic platform management & operation

=To strengthen innovation competence in the workplace and to improve
cooperation in the network of companies

=Need integrative production and service process, more fair and stable business
management, and dynamic platform management and operation

Combination of office 4.0 and smart factory 4.0

*Need to corporate workplace innovation focused on manufacturing sectors and
service industries & 4t industrial revolution areas
=German industrie 4.0 was composed of office 4.0 and smart factory 4.0

Integrative innovation model

=Include ‘content innovation’ and ‘process innovation’
=The comprehensive and integrative concept of workplace innovation which
encompass workplace technology innovation and HRM innovation

\'"A Future direction

# Fair workplace and social distribution

HRM approach on labor market disparity(wage gap)

=Many wage gaps between regular and non-regular workers, large firms and SMEs,
and gender & education
=Need HRM approach as well as labor market approach

Fair compensation

=Need measure objective and fair job value and performance in the industry and
company level

=How to develop fair compensation system which reflect these elements and
increase acceptance and satisfaction of employees

HRM focused on job values

=In the U.S, after 1960s, many efforts to decrease wage discrimination between men
and women

=During these process, BFOQ(Bona Fide Occupational Qualification) provided the g
momentum to improve job value focused HRM in the U.S. I
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Assurance of Learning in VET :
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Tsungting Chung, Ph.D.
Department of Business Adinistration
National Yunlin U of Science and Technology
January 27, 2017

Taiwan: Country Profile

» Population: 23.4 million (2017) {3

« GDP, per capita: $23,177 (#40)
(2016)

- Literacy rate: 98.5% (2016)

» Urbanization: 75% (2016)
« Demographics:
e 98% Han Chinese

o 84% 'Benshengren” (ZA&N)
o 15% “Waishengren” (Sf&A )

e 2% Indigenous

W o ol 0000 )

» Sources: IMF, Ministry of the -
Interior, Government Information
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Table 1: Economic Development and VET Development in Taiwan

i Student
) . Ratio, TWE
Year an e Prlfm“:"'“ TVE Development . High vs.
AT . Traditional
| High
@ Successful Land Reform @ Education in agriculture and commerce
@ Increased agricultural @ Attention to senior-level vocational
1950s productivity schools 4:6
| @ Developing labor-intensive
assanhal goods mdus'h'-as ] I
| @ E:q:l-am:Hng H'npuft—exp-uri 1 Dreveloping industrial and commercial
businessaes | vocational education
| Launching nine-year compulsory
| Educsng?n the | educati
| @ Expanding vocational education -
1960s program and the number of schools and 4.8
students
@ Starting the S-year and 2-year junior
college systems
@ |nitiating the Ten Majar | @ Impraving industrial vocational education
Constructions | and junior college education
1970s “@ Expanding into capltal- @ Establishing technological institutes 64
and technology-intensive
industries
3
Table 1: Economic Development and VET Development in Taiwan
i Student
i Ratio, TVE
Year | F°";‘: o E"“:::“"’ TVE Development High vs.
’ Melopm Traditional
[ R e e | En L
“© Developing high-tech | @ 0verall upgrading t.he quanmy and qua!ny
industries in industrial vocational education an i ;
1980s SxhI) o o d 7:3

2000s |

2010s

) Developing petrochemical
industries

> Developing knowledge
economy

Planning Asia-Pacific
Regional Operations Center

(4

Twin Star Indusmes

Industries, Ten Major

Services Industries, and Four

Major Intelligent Industries

De\;reloplng Six Emerglng i

junior college education

© Establishing comprehensive high schools
© Increasing colleges of technology

@ Upgrade meritorious junior colleges to
colleges of technology

i @ Upgrade meritorious colleges of

technology to universities of science &
technology

@ Maximizing the overall TVE
i ”iJ Intematmnaluzmg the TVE

@
workforce demand and student aptitude

Focusing on ma!chlng the industries’

5:5

5545
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Taiwan Profile

perform brilliantly.

How does
Taiwan
create
economic
miracles

Taiwan’s total trade to US$ 426.7
billion.

Industrial Development of Taiwan

Past, Now and Future
/Kr@

Industries

ndustrial Restructuring

High-Tech
Industries

Capital & .‘gj"
Technology
Intensive \
Rapid Growth of  Industries
Light Industry :
&
Consumer Goods . :

Industry

Economic

Reconstruction
(] [ ] [ ] [ ] [ ] [ ) [ ) [ ]

1940s  1950s  1960s  1970s 1980s 1990s 2000s 2010s

6

-201-



Which Ones are Taiwanese
Companies?

Foxconn Hon Hai TSMC Formosa Plastic
Co.

HTC ACER ASUS Trend Micro

MASTER KONG  WANT-WANT GIANT SYNNEX

MAXXIS 85 C ADVANTECH MERIDA

D-LINK UNI-PRESIDENT ZYXEL JOHNSON

CYBERLINK TRANSCEND DELTA WOWPRIME

What is Assurance of Learning?

Assurance of learning is a regular,
systematic, and sustainable
mechanism that assures that
predetermined learning goals and
learning experiences are occurring.
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Assurance of Learning

"Schools should assume great flexibility in
fashioning curricula to meet their
missions...Accreditation does not mandate
any particular set of courses...Contents of
the learning experiences provided by
programs should be both current and
relevant to needs of business and
management positions.”

Common Definitions

Activities undertaken by teachers -
and by their students in assessing
themselves—
that provide information to be used as
feedback to modify the teaching and learning
activities in which they are engaged.

10
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Assurance of Learning Process

Learning
Goals

Learning
Objectives

11

Types of Assessment

e Assessment for learning
e Assessment as learning
Assessment of learning
Evaluation
Pre-assessment
Formative assessment
Summative assessment

12
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Assessment for Learning

« Comprises two phases.
e Pre-assessment.
e Formative assessment.
- Is based on a variety of information sources.
e Portfolios.
e Works in progress.
e Teacher observation.
e Conversation.

« Provides feedback (verbal or written) to the student that is
descriptive and emphasizes strengths, identifies challenges, and
points to next steps.

« Involves instructor adjustment of instruction to keep students on
track.

» Does not provide grades or scores; record-keeping is anecdotal
and descriptive.

» Occurs throughout the learning process, from the outset of the 13
course of study to the time of summative assessment.

Assessment as Learning

e Requires student awareness of goals of instruction
and criteria for performance.

e Involves goal-setting, monitoring progress, and
reflecting on results.

e Implies student ownership and responsibility for
moving his or her thinking forward (metacognition).

¢ Occurs throughout the learning process.
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Assessment of Learning

Is accompanied by a grade (summative)

Compares one student’s achievement with

standards

Produces results that can be communicated to the

student

Occurs at the end of the learning unit

15

Evaluation

A judgment made on the basis of
a student’s performance.

16
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Pre-Assessment

eDetermines what a student does and does not know
about a topic

eDetermine a student's learning style or preferences
used to determine how well a student can perform a
certain set of skills related to a particular subject or
group of subjects

eOccurs at the beginning of a unit of study
eIs used to inform instruction

eMakes up the initial phase of assessment for

learning .

Formative and Summative
Assessment

Formative assessment

e Determines a student’s knowledge and skills, including learning
gaps as they progress through a unit of study.

e Is used to inform instruction and guide learning.
e Occurs during the course of a unit of study.
e Makes up the subsequent phase of assessment for learning.

Summative assessment

e Is done at the end of a unit of study to determine the level of
understanding the student has achieved.

e Grades against an expected standard.

18
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Levels of Analysis

Assessment can be conducted at various levels:

Student -

« Course e =
« Major ‘
« Degree _
 Program :

19

Association of American Colleges and
Universities: AAC&U

VALUE (Valid Assessment of Learning in Undergraduate Education)
assumes that:

eTo achieve a high-quality education for all students, valid assessment data are
needed to guide planning, teaching, and improvement;

eColleges and universities seek to foster and assess numerous essential learning
outcomes beyond those addressed by currently available standardized tests;

el earning develops over time and should become more complex and sophisticated
as students move through their curricular and cocurricular educational pathways
toward a degree;

eGood practice in assessment requires multiple assessments, over time;

e\Well-planned electronic portfolios provide opportunities to collect data from
multiple assessments across a broad range of learning outcomes while guiding
student learning and building self-assessment capabilities;

ee-portfolios and assessment of work in them can inform programs and
institutions on progress in achieving expected goals.

20
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Outcome Assessment

The systematic collection, review, and use of
information about educational programs
undertaken for the purpose of improving

student learning and development.

Assessment essentials: planning, implementing, and
improving assessment in higher education, Palomba and
Banta, 1999.

21

Process

1. Define student learning goals and
objectives.

2. Align curricula with the adopted goals.

3. Identify instruments and measures to
assess learning.

4. Collect, analyze, and disseminate
assessment information.

5. Use assessment information for continuous
improvement.

22
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Process: Another Form

1. What will our students learn in our program?

What are our expectations?
2. How will they learn it?

3. How will we know they

e
e
have learned it or not? o cmeee
N

4. What will we do if they have not learned it?

Program Focus

The Focus is the Program
« Course-level assessments are not the focus
« Learning goals should reflect:

e Broad educational expectations for each
degree program, regardless of major.

e Major intellectual and behavioral
competencies a program intends to instill
in its students due to the total educational
experience across a given program.
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Program Focus

“"Learning goals should express expectations
that reflect the expected depth and breadth of
student knowledge and skills that are the
sustainable foundations for life-long learning
in support of their professional and personal
development.”

25

Learning Goal Examples

Our graduates will understand the
importance of behaving ethically in their
professional lives (i.e., have an ethical
perspective).

26
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Learning Goal Examples

Corresponding Objectives:

« Our students will know the professional code of
conduct within their discipline.

« Our students will identify the activities/issues in
their chosen profession that may present ethical
challenges, and will articulate the consequences
associated with unethical behavior.

« Our students will identify an ethical dilemma in a
scenario case and apply an ethics model or
framework to propose and defend a resolution.

27

Learning Goal Examples

Our graduates will demonstrate problem
solving skills, supported by appropriate
analytical and quantitative techniques.

28
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Learning Goal Examples

Corresponding Objectives:

« In a case setting, students will use appropriate
analytical techniques to identify a business
problem, generate and compare alternatives, and
develop a solution.

« In a case setting, students will recognize and
analyze ethical problems, choose, and defend a
solution.

29

Learning Goal Examples

Our graduates will be effective communicators.
Corresponding Objectives:

« Our students will produce professional quality
business documents.

« Our students will deliver a professional quality
presentation accompanied by appropriate
technology.

« Our students will demonstrate effective
interpersonal communication skills in a team
setting.

30

-213-



Assessment Measures
Examples

Learning Objective: Students will demonstrate
competency in a second language to qualify for
admission.

Assessment Measure: Acceptable score on
standardized examination of a second language is
required for admission to a business program.

31

Assessment Measures
Examples (selection)

Learning Objective: Students will demonstrate
competency in statistical analysis and reasoning
skills.

Assessment measure: A placement exam is given
to measure competency as part of the admissions
process.

32
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Assessment Measures Examples (course
embedded)

Learning Objective: Our students will produce
professional quality business documents.

Assessment measure: Students’ work from a case
analysis assigned in a senior capstone course is
assessed for writing effectiveness.

33

Assessment Measures Examples (course
embedded)

Learning Objective: Our students will
demonstrate appropriate abilities to integrate
knowledge across business disciplines in a case
solution.

Assessment measure: A case analysis
presentation in a business strategy class is
assessed for developing a strategic
recommendation that spans functional areas.

34
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Indirect Measures

Examples: alumni surveys, graduating student
surveys, and/or employer surveys.

Information from indirect measures can
complement the direct assessment
processes, but they are not acceptable
substitutes for direct assessment of learning.

35

Course Grades Don’t Cut It

« Course grades are aggregate measures on
examinations, research papers, other projects,
homework, presentations, class participation,
etc. and, therefore, cannot measure students’
performance or achievement of a specific skill or
knowledge set.

« Professors set the criteria and standards for their
courses and these may not be completely aligned
with program-level learning goals because of the
focus on learning related to the specific business
discipline for which the faculty member is

responsible.
36
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Generalizability?

« Course level: instructors want to know whether their
students are getting the “key points” of the course.

« Major

Some majors have “disciplinary” expectations.

Department chairs/deans want to know whether
their students are achieving the learning goals for
the major.

« Program

Most programs have accreditation requirements.

Provosts want to know whether students are
achieving the learning goals for the program

37

Direct vs. Indirect
Assessment

e Direct assessment acquires evidence

about student learning and the learning
environment: Exams, projects, logs,
portfolios, observations....

e Indirect assessment acquires evidence

about how students feel about learning
and their learning environment:
Surveys, questionnaires, interviews,

focus groups, reflective essays....
38
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Whatever Assessment
Is...

...It’s Multiple Measures
Over Time.

39

Assessment vs. Evaluation

e Assessment focuses on the
student and the learning
environment.

e Evaluation focuses on the
professor and the teaching
performance.

40
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Assessment vs. Evaluation

o Assessment focuses on the
student and the learning
environment.

e Evaluation focuses on the
professor and the teaching
performance.

41

We Give Grades, Don’t We?

Aren’t grades
(by themselves)
enough?

NO!

42
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When used alone, grades are no
longer regarded as adequate indicators
of student learning.

e Professor autonomy: Grades in one
course or section may be recorded using
a different standard than grades in
another.

o General accountability: Much of the
current public annoyance with higher
education comes from a lack of skill and
content mastery by students who have
received good grades.

43

Grades may reflect many things besides
student mastery of course objectives:

Verbal ability
Participation
Cooperation
Extra credit
Attendance
Effort
Criterion Performance vs. Value Added

44
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Good Assessment Asks
Good Questions

Do we have a curriculum or a set of common courses? Which of
these do our students experience?

What do we want our students ‘‘to be” or ‘‘to have” when they
have completed the program? What are our curricular goals?

What do our students “‘do’’ to demonstrate accomplishment of
curricular goals (i.e. course objectives)? How much and what
kinds of writing? What kinds of math? Oral Presentations?
Analysis and Reports? Are these relevant to our curricular
goals?

How do we demonstrate to ourselves that students are
achieving or have achieved curricular goals?

45

Bloom’s Taxonomy
Used While Writing Objectives

LEVEL SOME COGNITIVE BEHAVIORS
e Evaluation Appraisal of an Analysis
or Synthesis

e Synthesis Assembly of Application
e Analysis Disassembly of Application
e Application Use of Understanding
eUnderstanding Management of Knowledge
e Knowledge Memorization of facts,

language, concepts, principles,

theories

46
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Bloom’s Taxonomy

qJCllJ‘dlllll.ll 1NUULL GISAIGU WIS LWAULIVLILY 101 CALCZULLALIY 1GVEL UL dUSUAGLIULL UL (UESLIULLS

that commonly occur m educational settings. The taxonomy provides a useful structure in

which to categorize test and assessment questions, smce professors will characteristically

ask questions within particular levels, and if you can determine the levels of questions
that will appear on your exams, you will be able to study using appropriate strate gies.

Competence

Skills Demonstrate d

EKnowledge

observation and recall of information

knowledge of dates, events, places

knowledge of major ideas

mastery of subject matter

Chiestion Cries:

list, define, tell, describe, identify, show, label, collect,
examine, tabulate, quote, name, who, when, where, etc.

Comprehension

understandmg information

grasp meaning

translate knowledge into new context

mterpret facts, compare, contrast

order, group, infer causes

predict conzequences

Chiestion Cries:

summarize, deseribe, nterpret, contrast, predict, associate,

An Important Lesson
from the Farm

A pig doesn’t get any
fatter merely by
weighing it.
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Closing Thought

The enemy of the good
is the perfect.

49

50
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The issues - the foci of this
presentation

+ The nature of vocational education in the tertiary education sector

« Tertiary education and its role in equipping individuals for
employment and for life

« Emerging areas of work, and work’s changing nature

« The nature of competency and using competency-based education

*+ Key issues in providing high quality vocational education in

emerging areas:
+ The importance of foundational and generic skills
+ Appropriate approaches to course design and delivery
+ Developing tertiary educators to meet emerging roles and needs

VICTORIA UNIVERSITY

" MELBOURMNE AUSTRALIA
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The nature of vocational education

+ There are philosophical differences between general education and
one that is vocationally oriented

+ There is more vocationally-oriented education in the tertiary
education sector than is often acknowledged — particularly in higher
education - that is, universities)

+ Professional associations and other stakeholder bodies wish to play
a role in defining what is important in educating people for particular
vocations

+ This means there is a focus on ‘competence’ or personal capabilities.
BUT are generic skills really more important, but under-emphasised?

+ |tis important to ‘value’ vocational education and qualifications, but
often in Australia people do not work in the vocations for which they
are trained

+ Vocational education is less highly valued than higher education in

Australia and many other countries.

VICTORIA UNIVERSITY

MELBOURME AUSTRALIA

Equipping individuals for work and
life

+ Vocational education involves the sum total of the learning needed to

prepare individuals for:
+ The world of work
+ Sustained employment and life-long learning — and therefore
+ Changing needs (and these changes may be rapid!)

+ Vocational education supports initial training, retraining, skills
broadening and up skilling. It involves formal, non-formal and
informal learning over time and in a wide range of places

* Ithas arole to:

+ Develop human capital and capabilities, and
+ Improve social justice and equality of opportunities at the national and

community levels — and for those individuals and groups that are disengaged,
marginalised, disadvantaged or who otherwise lack opportunity

VICTORIA UNIVERSITY

MELBOURME AUSTRALIA
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Work’s changing nature and
emerging areas of work
* Issues include:

Work is becoming more global, more highly skilled and less routine
Increasing automation and digitisation; rapid change

Technology fusion

Employment growth is in the services sector in mature economies like Japan
and Australia and increasingly work involves people-centred service delivery
Decreases in standard approaches to employment — increases in contracting
out, part-time or casual work, self-employment etc.

The hollowing of employment: increase in high and low skilled work with the
loss of middle level jobs

+ Emerging areas of work include:

Digital occupations: digital marketing, cyber security, info. technology
Health care — including outpatient services and home care

Retail — especially using customer analytics

Advanced manufacturing

VICTORIA UNIVERSITY

MELBOURME AUSTRALIA

Competency and competency-
based education in Australia

* Industry led or advised

+ Based on competency standards

* Outcomes focused

+ Specific occupational competencies as well as employability skills or
personal capabilities

« BUT

+ ltis clear that key generic or enabling skills are underemphasized in
Australia, including:

Foundation skills such as literacy and numeracy as well as digital literacy
Collaboration and teamwork skills, and critical thinking

Problem solving

Teamwork skills

Innovation and entrepreunership

VICTORIA UNIVERSITY

MELBOURME AUSTRALIA
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Describing competence
+ Often we try to be too specific, but as Guthrie 2009 points out:

+ “Competence is a journey, not an end point; that is, competencies go beyond
formal education and training and experience. They are developed through the
integration of all that has been learnt or experienced formally and informally,
and in some cases relate to capacities which have been developed over a life
span”

And

+ “Competence is ... a fuzzy’ term and the fuzziness reflects the conflation of
distinct concepts and usages...So, at best, written competency standards are
rough and ready, though useful, guides and we should be wary of assuming
that actual realities of what competence is are reflected in the words used to
describe them. Therefore it is not the words that are important but what they
mean, and the extent to which what they mean is widely understood.

VICTORIA UNIVERSITY

MELBOURME AUSTRALIA

The top 10 skills in 2020 (World
Economic forum)

Complex problem solving
Critical thinking

Creativity

People management
Coordinating with others
Emotional intelligence
Judgment and decision making
Service orientation

. Negotiation

0. Cognitive flexibility

SN~ ~

VICTORIA UNIVERSITY

MELBOURME AUSTRALIA
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Australian Training Packages (TPs)

A Training Package is made up of:

+ Units of competency: specification of the knowledge and skill required to
perform in the workplace

+ Assessment requirements: how competence will be assessed

* Qualifications and ‘Skill sets’: created by packaging units of competence
together

+ Credit arrangements: between TP and higher education qualifications

+ There are also companion volumes - including an implementation
guide

VICTORIA UNIVERSITY

MELBOURME AUSTRALIA

BUT

+ There are too many qualifications, and many are underutilised

+ Slow process to develop and change them

+ They are often out of date before they are implemented

+ They are not forward looking

+ Arange of key stakeholders are not consulted in the development
process e.g. Small and Medium Enterprises

+ Many graduates not employed in areas related to their qualification -
and is this an argument for qualifications to be more generic?

VICTORIA UNIVERSITY

MELBOURME AUSTRALIA
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Possible new approaches to
Australian Training Packages

The Training package approach has many strengths that need to be
preserved, BUT

+ The packages can constrain innovation and flexibility

+ There are too many qualifications and packages: reduce the number
and simplify the packages

+ Refocus the packages to better equip learners with foundation skills
of numeracy and literacies (including digital) as well as the
knowledge, skills and attributes (employability skills) that are more
adaptable as the ‘world of work’ and occupations change

+ Develop and ensure the quality of vocational instruction by providing
more guidance than at present, that is: set delivery and teaching
and learning standards

VICTORIA UNIVERSITY

MELBOURME AUSTRALIA

Key issues in providing a high
quality vocational education
experience

+ Promoting key foundational, generic and employability skills in
education and training programs and making sure that key
foundational and employability skills are addressed

+ Through education and training, addressing the ‘culture’ of particular
occupations and their workplaces

+ Promoting the most appropriate approaches to learning such as
problem-based learning, practice firms, action-based learning, work
integrated learning and the intelligent employment of learning
technologies. These should mirror and help prepare people for the
‘world of work’.

VICTORIA UNIVERSITY

MELBOURME AUSTRALIA
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Key issues in providing a high
quality vocational education
experience (continued)

+ Being more ‘customer oriented’, and understanding clearly who the
customer is!
+ Institutions (particularly universities) being more flexible in terms of

how they design learning experiences:
+ Moving away from an overemphasis/obsession with qualifications?
+ Being more flexible about how to design, package and deliver programs

+ Developing high quality partnerships/relationships between
vocational institutions, industry and individual enterprises

+ Institutions also need to work together better — co-optition ( mixture of
collaboration and competition)

VICTORIA UNIVERSITY

MELBOURME AUSTRALIA

Issues for the professional
development of VET educators and
trainers

+ Poor quality of initial vocational teacher education programs in
Australia - SO
+ Improve the quality of these, but more importantly:

+ Place more emphasis and provide more opportunity for ongoing
professional development, especially around:

Unpacking and working with Training Packages

Developing training programs

Developing innovative approaches of teaching and learning

Using technologies to support learning and developing digital literacy
Assessment

Teaching generic and employability skills

Maintaining industry currency and a ‘connectedness’ to industry and
enterprises

VICTORIA UNIVERSITY

MELBOURME AUSTRALIA
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A few key readings

+ Deloitte (2016) The future of the workforce; Critical drivers and challenges,
https://www2.deloitte.com/content/dam/Deloitte/au/Documents/human-
capital/deloitte-au-hc-future-of-workforce-critical-drivers-challenges-220916.pdf

* Ra, S, Chin, B, and Liu, A (2015) Challenges and opportunities for skills
development in Asia: Changing supply, demand, and mismatches. Mandaluyong
City, Philippines: Asian Development Bank
https://www.adb.org/sites/default/files/publication/176736/challenges-and-
opportunities-skills-asia.pdf

* Reeson, A, Mason, C, Sanderson, T Bratanova, A and Hajkowicz, S (2016) The
VET Era: Equipping Australia’s workforce for the future digital economy,
http:/tafeqld.edu.au/resources/pdf/about-us/research-papers/vet-era.pdf

+ Pilz, M (2012) The Future of Vocational Education and Training in a Changing
World, Weisbaden, Springer

+  Guthrie, H (2009) Competence and competency-based training: What the literature
says, https://www.ncver.edu.au/__data/assets/file/0022/5089/0p04170r.pdf
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Issues and
Challenges for
TVET in Malaysia.

BACKGROUND

TVET is a key sector ...with the Govt. playing dominant role

~1,000 TVET institutes, 242,900 TVET students,
51% of which are Public Skills Training 87% of enrolment in Public Skills Training
Institutes’ Institutes’ as of 1 Jan 2014

'7 Federal Ministries/ agencies 2 very distinct agencies

own, fund and operate the public sector regulate the sector
institutes (i.e. Department of Skills Development

and Malaysian Qualifications Agency)

At least RM2.1Bn Govt. funding

allocated in 2014 to operate the Public Skills
| Training Institutes? (excluding student loans?)

DsSD

Source: EPU, Apr 2014.
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BACKGROUND
TVET faces governance, QA framework and articulation issues

Vocational and

Skills sector Higher education

1
1 1
| 1
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: I | Postgraduate dip.
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S M Accreditation process undertaken Internal quality assurance process, followed by
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Number of programs offered
Q Certificate : 148
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Public Skill
Training
Institutes

Source: EPU, Apr 2014,

TVET issues & challenges ...an in-depth overview

Uncoordinated

governance

Two accrediting bodies

Unclear TVET articulation
—_—
Lack of industry input in curriculum

Lack of recognition for

technologists
Technologists not recognised
as professionals
Wage premium in public and
private sectors

design Limited access to higher educatio
> > ISSUES &
No centralised database CHALLENGES

Multiple providers

_—
Limited specialisation in public TVE

_—
No rating system for performance
_—

Fragmented TVET

delivery

on instructor profile
e

Minimal industry exposure
_—

Skills deficiencies
_—

Competency gaps
among instructors
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11th, Malaysia
Plan, 2016-2020:
Transforming
TVET to meget
industry. demand

ACCELERATING HUMAN CAPITAL
DEVELOPMENT FOR AN
ADVANCED NATION

“In progressing towards an advanced nation, we will need more
high-skilled workers. Therefore, the Government would like
more students to pursue education in technical and vocational
training and be trained and qualified. This field now comprises
only 25 percent of the workforce.

...This Plan aims to boost this workforce to 35 percent, at par
with academic and professional graduates.

...For this reason, Technical and Vocational Education and
Training (TVET) will be strengthened.”

DS'D Source: Speech by the Prime Minister for the J ‘\._
launch of 11t". MP on 21 May 2015. == (5=
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Why is TVET important for Malaysia?

60% of estimated 1.5 million
jobs require TVET-related skills

P

Annual intake to 164,000
be increased

2013 2020

JOBS by 1.5 miillion jobs

skills category,
2015-2020 to be created
Pewujudan
Pekerjaan
'000
16,000 -
I | .
397 -379 +1,511 new
jobs
12,000 3,859
(28%)
8,000 -
M Mahir
8,531 B Separuh Mahir
(62%) Berkemahiran
rendah
4,000 4
1,392 1,013
0 (10%) (7%)
n n L] n |
20152 Mahir Separuh Mahir Berkemahiran 20202
Rendah
Source: 11, Malaysia Plan
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Focus areas ...accelerating human capital
development for an advanced nation

Focus area A
Improving labour market efficiency to
accelerate economic growth

ocus area B
Transforming TVET to meet industry

Focus area C
Strengthening lifelong learning for skills

—enhancement. Theme of 11t.MP:
Focus area D

Improving quality of education for better Anchorlng grOWth
student outcomes and institutional on peC)pIe
excellence

Accelerating human capital development
for an advanced nation

Transforming TVET to meet Q

industry demand
' Strengthening the governance of TVET

FOCUS for better management
AR EA B Streamlining national Harmonising rating systems across

qualification framework public and private TVET institutions
TH
11" PLAN

' Enhancing quality & delivery of TVET
programmes to improve graduate employability

Industry to lead Eliminating overlapping programmes
curriculum development and resources

Increasing enrolment Enhancing cost efficiency

Rebranding TVET to increase its
attractiveness

Promotional activities highlighting TVET as an attractive career
choice
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Accelerating human capital development
for an advanced nation

Strengthening lifelong learning for
skills enhancement 9

FOCUS

AREAC

Improving effectiveness of programmes
to meet learning needs

Entrepreneurship training in high-value economic sectors

TH
11 PLAN _ Streamlining community-based
o programmes
,:.f;{;.:' = %
g -

. Improving regulatory and funding support
o broaden access

Enhancing existing
frameworks for recognising
prior learning

Expanding HRDF support for new
sectors and target groups

DsSD

11th. Malaysia
Plan, 2016-2020 -
Game changer:

Enabling industry-
led TVET

Theme of 11t.MP:

on people

Anchoring growth
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6 GAME

CHANGERS.>.
11™ PLAN

U“\ock'\\’\

Source: 11th. MP

Expected Outcomes: TVET under 11th. Malaysia Plan

Public v s "Il Pro Instructor / Industry
Institutions gramme naus
(Students) e Lecturers Better

Clea: educati(:jn Specﬂléatlon compliance and Highly skilled engagement
pathways an high and better with

® petir come Sl employability delivery institutions

17
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Strategy canvas for TVET under
the 11th. Malaysia Plan

(Key areas to eliminated, reduced, raised or created)

=
o0
T
7 To-be
@ @
2 .
S As-is
EUMINATE § gepuce | Raise | CREATE
Low impact Overlapping Funding Instructors Malaysian Single rating
programmes  programmes  for TVET  competencies Board of system for
Technologists TVET
Investments
; TVET as (MBOT) Industry
N new L] Standardized Skills
®, infrastructure choice Industry led c .
curriculum TVET ommittee
DSD

accreditation

Source: 11t. MP

Strengthening TVET governance

Establishing a Single System for Harmonising TVET Institutions

Rating Systems to Improve
Comparability
Doctoral Degree x¥x —
¥ f o %
Masters Degree X [ oo ™ e
Bachelor Degree “Comertang” , i
Advanced Diploma AR | = |
Diploma Star Rating i
Certificate Level 3 (JPK) 1
Certificate Level 2

Certificate Level 1 e

Single & independent
quality assurance

== “./?
DT st
1‘-4--.:11{“‘;
MySpeKK (Kolej
Komuniti) .
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A new comprehensive model.....

NATIONAL HUMAN CAPITAL DEVELOPMENT COUNCIL

Performance
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Concluding ...way forward

* Malaysia aspires to become an advanced and high
income economy ...development of high-skilled
workforce (TVET) critical.

* TVET issues to be addressed under 11t. Malaysia Plan:
— Skills/TVET not yet a mainstream education & employment option
— Fragmented landscape resulting in different delivery, quality and
governance structures;
— Industry skills demands not fully met.

* Major initiatives to address shortfalls:
— Single skills/TVET accreditation, quality and governance framework
— Rebranding skills training/TVET to improve acceptance and recognition
— Streamlining delivery and funding mechanism
— Scaling-up industry-based training provision

DsSD
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Abstract

India has adopted skill development as a national priority. One of the major
challenges that India faces is to upscale the provisions for Vocational Education
and Training, without compromising on quality and sustainability. With the
current and expected economic growth, this challenge is going to only increase
further, since more than 75% of new job opportunities are expected to be "skill-
based". The key obstacles in the VET landscape in India includes negative image
and low aspirational value, mismatch between skill demand and supply, lack of
industry engagement at all levels, lack of coordinated efforts for meeting quality
standards and optimal utilisation of resources, proper operationalisation of a
quality assurance framework and lack of focus on leveraging technology for
promoting apprenticeship training to meet current and future skill demands of
technology and automated industry. The paper reviews the challenges that the
India is facing in implementation of VET for meeting the skill development needs
of people. It discusses the recent initiatives and steps taken by the government
through public-private partnership in making VET aspirational, integrating
vocational education with general education, synergising efforts for coordinated
action for reducing the skill mismatch and meeting quality standards. The paper
also highlights the need for greater funding of VET and the reorientation of VET in
meeting current and future skill demands of technology and automation.

Introduction

Countries with successful Vocational Education and Training (VET) systems have engaged
stakeholders in a range of dimensions, including (i) setting VET priorities and policy imperatives
(i1) determining current and future skill needs and priority skill areas, (iii)development of national
skill standards, (iv) improving capacity and provisions for VET, including apprenticeship training,
(v) placement of VET graduates and (vi) adequate financing of VET. There is an increasing need to
shift the focus from quantity to quality and to promote innovative VET to cover more advanced
skills. The quality is being mainly measured on the basis of what the employers wants in terms of
skills and experiences that the trained people possess. The supply of skill training should therefore
match with the skill demands of the labour market and recognition of qualification by the
employers. The paper reviews the challenges that the India is facing in implementation of VET for
meeting the skill development needs of people. It discusses the recent initiatives and steps taken by
the government through public-private partnership in making VET aspirational, integrating
vocational education with general education, synergising efforts for coordinated action for reducing
the skill mismatch and meeting quality standards. The paper also highlights the need for greater
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funding of VET and the reorientation of VET in meeting current and future skill demands of
technology and automation.

India has adopted skill development as a national priority. The major challenge that India is
facing is to provide quality VET to a wide variety of around 300 million young population for
current and emerging job opportunities by 2022 (Mehrotra ef al., 2013; Ernest & Young and FICCI,
2013). According to an estimate 104.62 million fresh entrants to the labour force between 2015 to
2022 would be required to be skilled through VET (MSDE, 2015a). It is estimated that only 2.3%
of the workforce in India has undergone formal skill training as compared to 68% in the UK, 75%
in Germany, 52% in USA, 80% in Japan and 96% in South Korea (MSDE, 2015b).

The annual training capacity in the country is estimated to be around 7 million in 2014.
Therefore, one of the major challenges that India faces is to upscale the provisions for skill training,
without compromising on quality and sustainability. With the current and expected economic
growth, this challenge is going to only increase further, since more than 75% of new job
opportunities are expected to be "skill-based". Addressing these challenges require collaborative
action among governments, international organizations, corporations, universities, NGOs, and
individuals.

In India, skill acquisition takes place through two basic structural streams - a small formal
one and a large informal one. The formal structure includes: (i) vocational education in schools at
the secondary and higher secondary stage, (ii) vocational training in Industrial Training Institutes
(ITIs) (these were earlier with the Ministry of Labour and Employment, but are now managed by
the Ministry of Skill Development and Entrepreneurship), (iii) higher technical or vocational
education imparted through professional colleges and Universities in courses that last one year
(certificate/diploma course), two years (advanced diploma course) or three year (degree).VET is
delivered through schools, Industrial Training Institutes, Advanced Training Institutes, Tool Rooms,
Poytechnics, Community Colleges, Universities and private skill training providers.

The key obstacles in the VET landscape in India includes negative image and low
aspirational value, lack of integration with general education, mismatch between skill demand and
supply, lack of industry engagement, lack of coordinated efforts for meeting quality standards and
optimal utilisation of resources, proper operationalisation of a quality assurance framework and
lack of focus on leveraging technology for promoting apprenticeship training to meet current and
future skill demands of technology and automated industry. A National Policy for Skill
Development and Entrepreneurship 2015 was unveiled on July 15, 2015 to meet the challenges of
skilling people at scale with speed, standard (quality) and sustainability. The policy objective of
increasing the opportunities for and participation in skills development is being met through greater
public funding, articulated pathways, diversification of types of training, more private provision,
and enhanced resource allocation mechanisms.

Making VET Aspirational

In spite of various efforts, the VET still has a negative image of being meant for school
drop-outs, rather than a way of training people for jobs. It has low aspiration value as it is not
appealing to people who want to attain a higher social position or standard of living. In order to
make VET aspirational for students, it is important to understand the skills that the students value
the most. India is making efforts for making VET aspirational by mainstreaming VET, mobilising
greater participation, encouraging rural participation through agriculture based courses, assessing
skill needs, recognising prior learning, encouraging participation of workers to opt for skill

—246—



development courses and defining clear career pathways for a variety of skill training programmes
offered through various institutions under the National Skill Qualifications Framework (NSQF).

Integrating Skills with General Education

In an increasingly globalized economy, technological progress has increased relative
demand for non-routine tasks that requires problem-solving skills and creativity, with
characteristics of professional, managerial, technical, and creative occupations while leading to
displacement of manual and routine jobs (ILO 2015). It thus places a premium on workers’ ability
to adapt to new challenges and master skills that complement, rather than compete with, computers
and automation, such as idea generation, complex communication, and product diversification
(Sungsup et al., 2015). India’s general education system is integrating academic education with
vocational education to focus on 21% century skills needed in the workplace (Mehrotra, 2012). A
National Vocational Education Qualifications Framework (NVEQF) was launched by the Ministry
of Human Resource Development (MHRD)' in 2012 to integrate vocational education with general
education and to provide seamless pathway to the learners for a smooth transition from school to
work or further education (Mehrotra et al., 2012; MHRD, 2012).

Shifting education from rote-based memorization of information towards mastery of
applied competencies and reforming curriculum, pedagogy, and assessment is taking place. It will
bring about improvement in quality and relevance needed for the modern economy and developing
skills for innovation, creativity, and entrepreneurship. To achieve these objectives, the National
Skill Qualifications Framework was introduced in 2013 to organize qualifications according to a
series of levels of knowledge, skills and aptitude. These levels are defined in terms of learning
outcomes which the learner must possess regardless of whether they were acquired through the
formal, non-formal or informal learning. It is also a nationally integrated education and
competency based skill framework that will provide multiple pathways (horizontal as well as
vertical) among vocational education, vocational training, general education and technical
education, thus linking one level of learning to another higher level. This will enable a person to
acquire the desired competency levels transit to the job market and at an opportune time return for
acquiring additional skills to further upgrade their competencies.

The NSQF is organized as a series of levels of “learning outcomes”, arranged in ascending
order from 1 to 10 levels (table 1). Levels depend on the complexity of learning; 1 is the least
complex and 10 the most complex. It is a broad framework beginning from Class 9 (NSQF level 1)
through to Diploma (NSQF level 5) Advanced Diploma and Degree, (NSQF levels 6-10) in
Colleges and Universities.

The National Policy for Skill Development and Entrepreneurship 2015 has set a target of
integrating skilling with formal education from Class IX onwards in 25% schools over the next 5
years and all formal and non-formal skill training programmes will have to align with the NSQF by
December 2018. In order to realize the policy imperatives in school education, major interventions
and strategies adopted in skill development at the secondary and higher secondary stage include (i)
integration of academic and vocational education curricula, (ii) offering courses to match the skill
demands of the economic and social sectors, (iii) implementing flexible curriculum design for
linking qualifications with competence and employability, (iv) preparing competent teachers and
trainers, (v) assessment of competence based learning, and (vii) quality assurance. The intent is to

1 With the notification of National Skill Qualifications Framework in 2013, the NVEQF was subsumed in
NSQF.
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make vocational subjects available to the students, without streaming them into rigidly narrow
programme of VET leading to a limited range of options in higher education or world of work. The
modular curriculum is delineated into four major areas: (i) generic skills/life skills, (ii) domain
specific knowledge, (iii) technical or vocational skills, and (iv) work integrated learning. Students
can now exercise a much greater degree of choice about the combination of subjects in higher
education. Continuous and Comprehensive Evaluation (CCE) with built in procedures for remedial
measures is being implemented to ensure requisite competencies and learning outcomes. Although
the vocational education programme in schools is government funded, but it is being also
implemented in PPP mode through the Vocational Training Partners and the SSCs recognised by
NSDC. The NSDC is working with around 5978 schools in 19 States in the implementation of the
Centrally Sponsored Scheme of Vocationalisation of Secondary and Higher Secondary Education,
which offers vocational subject from Std. IX to XII. Skill testing of the vocational students is being
done by the experts from the Sector Skill Councils.

Table 1: Levels, qualification types and certifying bodies under National Skill Qualifications

Framework
Case | Case I1 Certifying Body
Degree Doctorate University and SSC
PG Diploma
Master’s Degree
PG Diploma
Master’s Degree

Board of Technical
Advanced Diploma Bachelor’s Degree Education and SSC

Or
Advanced Diploma Bachelor’s Degree University and SSC

Board of Technical
Diploma Bachelor’s Degree Education and SSC
Diploma Grade XII Or

School Board and Sector
Diploma Grade XI Skill Council

School Board and Sector
Grade X Grade X Skill Council

School Board and Sector
Grade IX Grade IX Skill Council
Grade VIII Grade VIII NIOS/State Open Schools
Grade V Grade V and Sector Skill Council

Source: MHRD, 2012

1. Joint certification entails assessment of knowledge by Boards and skills by Sector Skill
Councils/Industry.
2. For Polytechnic Diploma, entry requirement is Grade VIII.

—248—



3. Advanced Diploma corresponds to the third year of the present Polytechnic Diploma

The existing vocational courses in Industrial Training Institutes (ITIs) and Polytechnics are
being aligned to the emerging competencies in the market and the requirements of the NSQF. The
qualifications obtained in schools, as well as in ITIs are now being linked to formal educational
qualification at appropriate level through suitable bridge courses for providing academic
equivalence and vertical mobility. Curriculum is being reoriented on a continuing basis to meet the
skill demands of employers/industry and the self-employment opportunities.

Making higher education skill oriented is a critical key area for improving the
employability of higher education graduates, therefore, skilling is being increasingly integrated in
higher education with community colleges and degree colleges affiliated to universities offering
NSQF-aligned vocational courses and Bachelor of Vocational Education (B.Voc.) degrees. These
courses are being aligned to a credit framework i.e. Choice Based Credit System (CBCs) of the
University Grant Commission (UGC) to provide horizontal and vertical mobility. The Choice
Based Credit System (CBCS) provides choice for students to select from the prescribed courses
(core, elective or minor or soft skill courses).

Synergizing Efforts to Meet Quality Standards and Skill Demands

There has been a lack of coordination and uniformity in skill development, as there are 21
central ministries implementing the schemes and programmes through various institutions. To
tackle this issue a National Skill Development Mission was launched by the Government of India
in 2015 (MSDE, 2015a). Seven sub-missions have been proposed initially to act as building blocks
for achieving overall objectives of the Mission. They are: (i) Institutional Training, (ii)
Infrastructure, (iii) Convergence, (iv) Trainers, (v) Overseas Employment, (vi) Sustainable
Livelihoods, and (vii) Leveraging Public Infrastructure. The National Skill Development Agency
(NSDA), National Skill Development Corporation (NSDC), and Directorate General of Training
(DGT) — all of which have horizontal linkages with Mission Directorate are facilitating the smooth
functioning of the national institutional mechanism (fig.1).

Governing Council
= Policy and Guidance

Steering Committee
+ Targets and Review

Mission Directorate
{Executive Committee)
» Implementation and Monitoring

Directorate
General of Training

MNational Skill National Skill
Development Agency Development Corporation

Quality Research Sector Support
& and i Private
Standards Policy Councils Sector

Apprenti-
ceship

Training
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Fig.1: Organisational structure of National Skill Development Mission

A national database on all major aspects of skill development is being created in
partnership with Ministries of the Government of India and the State Governments. This would be
a one-shop stop where all the relevant information is freely available to citizens. The government
has created a National Steering Committee for setting up the Labour Market Information System
(LMIS). The Skill Development and Management System (SDMS) launched in 2013 has more than
5 million skilled people registered (NSDC, 2015). The SDMS would bring in operational
efficiencies, transparency and would help reduce considerably the situation of one individual being
benefitted under different schemes.

The skill standards set out the training requirements for an organisation seeking to issue
qualifications. Skill standards are critical to the quality of VET. The recognition of qualifications
awarded to learners by the industry or employers across the country depends on the skill standards
and delivery of quality education and training. A Quality Assurance Framework (QAF) is being
developed to improve the consistency of outcomes linked to certification and consequently to
improve the status of skills training. The QAF for certification and assessment will set minimum
standards and provide guidance for effective, valid, reliable, fair and transparent assessment within
the context of the NSQF. Development of NOSs by the SSCs is examined and reviewed by the
National Skills Qualification Committee (NSQC) and thereafter conferred the status of ‘National
Standards'. The qualifications under the NSQF are being aligned to globally recognized
qualifications framework for ensuring quality and international workforce mobility.

Reducing the mismatch between skill supply and demand

Misalignment of formal education and training, especially the mismatches between the
supply and demand for various hard and soft skills has contributed to the skills mismatch in most
countries. Skills mismatch in India is evidenced by the fact that (i) on the one hand, India has
consistently ranked among the top three countries in the region in terms of firms’ difficulty in
filling vacancies since 2011, with 58% of the employers surveyed reporting difficulty in finding
people with the requisite skills in 2015; and (ii) at the same time, India has pervasive
unemployment and underemployment among youth, even among university graduates, with one in
three graduates up to the age of 29 being unemployed (Sungsup et al. 2015) This is consistent with
the findings by the World Bank enterprise surveys that suggest many young people, even those
with university degrees, are unemployable because of a lack of technical and vocational skills
needed by employers (World Bank 2012; 2013). Lack of access to quality and relevant VET has
also contributed to the skill gap because a number of students are unable to pursue VET. Relative
low wage implies that the skills supplied are not economically valued, and/or employers’
preference to shift to more capital-intensive production models. To some extent these may result
from skills mismatch, that is, skills supplied may not meet the level or type needed by the
employers.

Skill development in India is experiencing a transition from a supply-led to a demand-led
system. High priority is being accorded to building closer relationships between training supply
and market demands. The NSDC conducted human resource requirement studies across 24 sectors,
covering both the organised and unorganised sectors and made a detailed report of the skill demand
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projections for 2013-17 and 2017-22 for each sector. The report of the studies also covers the job
roles and the skill gaps (NSDC, 2015).

Engaging the private sector in identification of skills demands to provision of training,
advice, and financing for VET is crucial for the success of the VET programmes. However, in
many countries, employer engagement in VET has remained limited to employers’ participation in
dialogue(ranging from ad hoc meetings to established industry councils) to examine employment
trends, and in many cases, private sector entities serve mostly as observers with little or no
decision-making role (UNESCO 2013). The private sector over the last decade in India has played
an instrumental role in driving the demand-led skill development system under the NSQF. To
foster public-private partnerships, the government of India has set up institutional capacity in the
form of the National Skill Development Corporation (NSDC)? and Sector Skill Councils (SSCs)’.

The curriculums are being designed as to develop skills of the levels and quality acceptable
to the employing agencies. Skill training programmes include basic modules of computer literacy,
finance, language and generic skills, like etiquette, appreciating gender diversity in workplace,
building positive health attitudes and social and life skills to enable youth to be employable and
market ready. Curriculum development partnerships to improve quality and relevance to industry
are being promoted at the National level. The traditional supply driven curriculum is being
increasingly made flexible through modularization of the units and granting leaner's more choice.
A shift from input oriented curriculum to outcome oriented curriculum is taking place to conform
to the requirements of the NSQF, where learning outcomes to be achieved by the learner are the
key elements of qualifications. Learning outcomes are perceived as an instrument to enhance link
between VET provision and the labour market. Standardisation of learning outcomes based on
National Occupation Standards* (NOSs) is being done.

Meeting current and future skill demands of technology and automated industry

Key shifts affecting skills demand include greater access to education, evolving
occupational structure of employment driven by globalization, demographic shifts and
technological advancement. Globalization has reshaped the global economic dynamics of world
trade by mobilizing labour, capital, and services. Workers mobility is being largely governed by the
skill demands. Within the service sector, particularly rapid growth in employment is forecasted in
private sector services, which are expected to employ more than a third of the global workforce in
the coming five years (ILO 2015). In India, the primary sector although constitutes 50 % of
working population, but its contribution to GDP is mere 17%. Similarly manufacturing share in
GDP is 24 % while it constitutes 23 % of population. Although the service sector constitutes much

2 National Skill Development Corporation (NSDC), a Public-Private Partnership was set up in 2009 for
funding quality skill development programmes through scalable for-profit VET initiatives under the
NSQF across various sectors and to reduce the gap between the demand and supply of skilled
manpower.

3 Sector Skill Councils are autonomy bodies approved by NSDC to bring together all stakeholders-
industry, academia and labour organisations to conduct research to identify skill gaps, develop
and review national occupation standards, develop labour market information system, frain
frainers, and collaborate with insfitutions for training, assessment and certification to ensure
acceptability and consistency in standards. 38 Sector Skill Councils approved in services,
manufacturing, agriculture and allied services and informal sector.

1727 Qualifications Pack with 9581 National Occupational Standards have been developed by
the various Sector Skill Councils
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smaller working population but its contribution to GDP is more than 50%. The agriculture sector
loses its primacy as the lead contributor to GDP and employment, giving way to rise in
employment in the industry and service sectors, with the service sector eventually predominating.

The aging of the global society has led to shifts in the demand for skilled workers in health
care and elderly care. This rise in the demand for health care and other social services suggests that
these sectors will expand rapidly and would serve as major employers.

Technological advancement has had more micro-level effects on employment and types of
occupations within specific industries and companies. It has driven the development of new
products and services that did not exist and thus has given rise to new occupations. Workers will
have to adapt to new challenges and master skills on the applications of computers and automation
and product diversification. Companies are combining advanced connectivity and advanced
automation, cloud computing, sensors and 3D printing, connected capability, computer powered
processes, intelligent algorithms and Internet of things services to transform their businesses.
Industry 4.0 is the current trend of automation and data exchange in manufacturing technologies. It
includes cyber-physical systems, the Internet of things and cloud computing. The skills imparted by
the Industrial Training Institutes and private skill training providers will have to be in line with the
automated industry requirements.

The development of Information and Communication Technology (ICT) is occurring at an
unprecedented speed requiring workers to have more and more complex cognitive skills than ever
(Okada, 2012). ICT tools are being leveraged to help teachers shift from transferring information to
facilitate learners to create knowledge and help them to shift from an acquisition mode of learning
to one that engages in higher order thinking, innovation, creativity and collaboration. The National
Mission on Education through ICT (NMEICT) leverages the potential of ICT in teaching and
learning process for the benefit of all the learners in Higher Education Institutions in any time
anywhere mode. Innovative pedagogical practices like flipped learning, MOOCs, game based
learning, and mobile application are being promoted through various schemes and programmes
(table 2). Under the Digital India programme, the Indian Government is ensuring universal access
to mobile connectivity by providing mobile coverage to around 55,619 villages in the country that
do not have mobile coverage.

Table 2: ICT based learning resources in India

National E-Library An online portal that will democratize access to knowledge by
ensuring that quality content from central universities and premier
educational institutions are available in a digital format that can be
easily accessed by students, working professionals and researchers
across the country through laptops, smart phones, tablets and PC’s.

National Repository of | Offers digital and digitisable resources (audio, video, interactive

Open Educational images and documents) in different languages along with online

Resources (NROER) activities. NROER is developing web-based resources to meet the
increasing demand of ICT-enriched teaching and learning
environments

Study Webs of Active- It provides an integrated MOOC platform and portal for online

Learning for Young courses, using ICT and covering High School till all higher education

Aspiring Minds subjects and skill sector courses to ensure that every student benefits
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(SWAYAM) from learning material through ICT.

e-pathshala Offers digital text book in flip and e-pub format.

Currently India has about 300,000 apprentices, across 254 trades (126 subject fields for
graduate and technician apprentices and 128 subject field/trades for technician (vocational)
apprentices) (MoL & E. 2015). Reforms have been made to promote apprenticeship training under
the Apprentices Act 1961 for increasing the participation of companies and apprentices. The
Apprentice (Amendment) Act, 2014 (Act no. 29 of 2014) has amended the provisions of original
Act i.e. The Apprentice Act, 1961 (Act no. 52 of 1961) to include apprentices who have undergone
training in a school or institution affiliated or recognised by a state council, but other courses
approved by the Central government. Apprentices are being trained on skill sets to deal with IT
security issues, machine-to-machine communication, maintaining integrity of production processes
by avoiding IT snags, as the boundary between the real and the virtual world is increasingly
blurring giving birth to what are known as cyber-physical production systems.

Greater Funding for VET

VET systems need to reorient from academic toward competency-based approaches driven
by labour market demands. This will also require increased investment in VET provision to support
workshop facilities. Funding for VET may include government financed scholarships for students
through state-financed skill development funds (e.g. in India, under the Pradhan Mantri Kaushal
Vikas Yojana (PMKVY) which was started in 2015 with an outlay of INR 1,500 crore ($ 225
million) provides monetary reward of INR 8,000 to trainees on successful completion and
certification of skill training course), outsourcing of VET programmes and public—private
partnerships. Through the Innovation Fund, the NSDC is fostering innovative solutions and models
by supporting entities that address existing skill gaps through financial and non-financial
partnerships. Some countries (e.g., the Republic of Korea) have imposed skill levy funds, wherein
employers (at least the larger ones) are required to contribute a fixed share of their revenue or wage
bill to support skills development in a range of public and private providers (including enterprises
themselves). In India, under the new Companies Act, companies need to spend at least 2 per cent
on CSR and it can be used for skill development also.

Promoting Regional Qualification Framework for Labour Mobility

With most of the countries now having the National Qualifications Framework or National
Vocational Qualifications Framework, there is a need for classification of vocational/skills
qualifications and currency of qualifications based on a common design of the curriculum. This
will foster greater comparability of qualifications and mobility of skilled people. Regional
Qualifications Frameworks (RQFs)’ and Sectoral Qualifications Frameworks (SQFs) can be
developed for aligning with international norms and providing an important tool for constructing a
system that supports the definition of clear competency objectives for specific VET programmes.

> According to the International Labour Organisation a regional framework is a meta-framework
that consists of a set of agreed principles, practices, procedures and standardised terminology
intended to ensure effective comparability of qualifications and credits across countries in a
region.
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The Regional Framework should also promote adoption of best practices on standards and
qualifications and provide opportunities for capacity building and training of trainers.

Countries need to improve the quality and effectiveness of qualifications systems, register
of national qualifications, recognition processes for informal or prior learning, credit arrangements,
promotes nationally and regionally consistent standards and the recognition of education outcomes.
The Association of Southeast Asian Nations (ASEAN) Regional Qualifications Framework®, for
example requires substantial referencing in qualifications structure, register of national
qualifications and overall system. Most ASEAN countries lack comprehensive NQFs, although
some countries have developed full or partial frameworks. This reduces the effectiveness of the
engagements and does not make best use of resources.

Conclusion

In order to harness the demographic dividend, the policy makers will have to develop
comprehensive national and regional strategies and planning for skills development. Priority to
reforms of VET, aimed at improving the relevance and the quality of VET at national and
international levels need to be given so that the skills development can drive inclusive education
and economic growth. Skilled people can drive innovative capabilities and creativity of Indian
Industries, therefore, private sector participation in VET is crucial for the intensifying the efforts of
skill development activities, including awareness generation, increasing participation, quality
promotion and finally making VET aspirational.
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g Challenges for VET in India

0 Making VET Aspirational: VET is being made aspirational by mainstreaming VET,
mobilising greater participation, encouraging rural participation through agriculture
based courses, assessing skill needs, recognising prior learning, encouraging

participation of workers to opt for skill development courses and defining clear
career pathways.

o Providing greater Access to Quality VET: The major challenge that India is facing
is to provide quality VET to a wide variety of around 300 million young population
for current and emerging job opportunities by 2022.

0 Harnessing demographic dividend: Prepare young population (54% of total
population is below 25 years of age) for current and emerging job opportunities.
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Challenges for VET in India

o Skilling Youth for Employment: Skill youth for National and Global
employment opportunities. By 2022, train around 300 million
people for the existing and emerging opportunities at national and
international level. According to an estimate 104.62 million fresh
entrants to the labour force between 2015 to 2022 would be
required to be skilled through VET (MSDE, 2015).

0 Training People for Use of ICT: Prepare people for ICT applications
in education, skill development and financial transactions.

Meeting the Challenges

0 Integrate general education with vocational education to
improve achievements and performance of students

0 Meet the demand for employability skills to enhance
employability of youth

0 Promote Application-Based Learning (ABL) through
demand driven modular competency based courses and
education and training

—257-



Meeting the Challenges

Facilitate paradigm shift from teacher-centred to student-centred
teaching-learning for promoting self-directed and life-long learning

Implement comprehensive standards and clear guidelines for curriculum,
teachers/trainers, equipment, on-the-job training, apprenticeship training,
etc.

Implement skill development programmes under National Skill
Quualifications Framework for quality assurance and a clear
understanding of career progression and pathways for further education
and training.

oA E e
NCEERT
PSSCIVE,Bhopal

O OO0

Government Initiatives in Skill Development

National Skill Development Mission

State Skill Development Missions

National Policy for Skill Development and -
Entrfapreneurship ?O]S . o skill India
National  Vocational Education  Qualifications Bere e - zere e

Framework (NVEQF) of Ministry of Human Resource
Development (MHRD) introduced in 2012, subsumed
in National Skill Qualifications Framework (NSQF) in
2013
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Organisational Structure of National Skill

. o Development Mission

N R
PSSCIVE Bhopal

Gowverning Council
- Policy and Guidance

Steering Committee
= Targets and Review

Mission Directorate
(Executive Committee)
- Implementation and Monitoring

Mational Skill Mational Skill Directorate
Development Agency Development Corporation General of Training

Quality Research or Support e Apprenti-
& and - Private Training e
Standards Policy Co cils Sector ces

- Government Initiatives in Skill Development

RT
PSSCIVE Bhopal

U Public-private Partnerships (PPP)
in skill development — NSDA,
NSDC, SSCs, VTPs, SKPs, etc.

O Prime Minister’'s Kaushal Vikas

Yojana (PMKVY) )
L Deen Dayal Upadhyaya Grameen AR

Kaushalya Yojana (DDU Rural Skl" Indiﬂ

Skill Development Scheme) I TR - B9 YRA
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Ministry of Skill Development and Entrepreneurship

0 Ministry of Skill Development & Entrepreneurship (MSDE)
was established in November, 2014 to drive the skill
development agenda through the National  Skill
Development Mission

0 Mission statement: “To rapidly scale up skill development

efforts in India by creating an end to end outcome focused
implementation framework, which aligns demands of
employers for a well-trained workforce with aspirations of
Indian citizens for sustainable livelihoods”.

National Policy for Skill Development and

Entrepreneurship 2015

Policy framework for skill and entrepreneurship development
Rationalisation and convergence of schemes and programmes

Establishment of a robust Labour Market Information System (LMIS)

Common standards and norms for skill development programmes for

quality assurance — One Nation One Standard

Massive Open Online Courses (MOOC:s) for enhancing outreach
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National Policy for Skill Development and
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Entrepreneurship 2015

0 25% of schools will integrate skilling with formal education
from Class 9 onwards over next five years to make skill
development aspirational

o Alignment of qualifications and courses with National Skill
Qualifications Framework (NSQF) by 2018

0o Credit Framework for horizontal and vertical mobility

0 Quality training of teachers/trainers and learners

R National Skill Development Agency (NSDA)

NATIONAL SKILL DEVELOPMENT AGENCY
GOVERNMENT OF INDIA

0 The National Skill Development Agency (NSDA), an autonomous body,
(registered as a Society under the Society's Registration Act 1860)
was created with the mandate to co-ordinate and harmonise the skill
development activities in the country. It is part of the MSDE.

0 NSDA is working with the concerned ministries and stakeholders to
achieve convergence of norms across the various central schemes for
skill development
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National Skill Development Corporation (NSDC)

Nationa
Skill Development
Corporation

(NSDC), a Public-Private Partnership was set
up in 2009 for funding quality skill
development programmes through scalable
for-profit VET initiatives under the NSQF
across various sectors and to reduce the gap
between the demand and supply of skilled
manpower.

0 National Skill Development Corporation j'f NSDC

o Sector Skill Councils are autonomous bodies {,ﬁm

T Sector Skill Councils

approved by NSDC to bring together all | . %.ﬁaf“
stakeholders-industry, academia and labour / Corparation
organisations to conduct research to identify skill ot

gaps, develop and review national occupation ?.ﬁfﬁ'" ﬂsﬂ
standards, develop labour market information tmmril
system, ftrain trainers, and collaborate with

. .. . 2812 Healtheare
institutions ~ for  training,  assessment  and TE'RS_DQ )i.\smc“nd.
certification to  ensure acceptability and

consistency in standards.

b0, A
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@ Role of NSDC and SSCs

NCEERT
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0 Sectors and Job Roles are identified based on the reports of
the studies for human resource requirement and skill gap in
various sectors.

0 NSDC and SSCs are supporting States Government in
identification of trades/occupations, recruitment and training
of Vocational Teachers/Trainers and student assessment and
certification

e National Skill Qualifications Framework

PSSCIVE,Bhopal

The National Skills Qualifications Framework (NSQF) is a competency- NZSCIF. Be |
. e . HATIONALSKILS > ()
based framework that organizes all qualifications according to a QUALFCATION A ~
series of levels of knowledge, skills and aptitude. It is a competency- FRAMEWORK careerG wth
[0

based framework that organizes all qualifications according to a
series of levels of knowledge, skills and aptitude.

U 10 levels — level descriptors

U Each level is described by learning outcomes i.e. learning outcome
based approach

a Learning outcomes are set out sequentially on a gradation of
increasing complexity that students are expected to master

U A person can transit between job market and skill acquisition any
number of times
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e National Skill Qualification Framework
[ |
Table 1: Levels, qualification types and certifying bodies under National Skill Qualifications Framework
Qualification Type
Case I Case 11 Certifying Body
Degree Doctorate University and SSC
PG Diploma Master’s Degree
PG Diploma Master’s Degree
Advanced Diploma Bachelor’s Degree Board of Technical Education and SSC Or University
Advanced Diploma Bachelor’s Degree and SSC
Diploma Bachelor’s Degree Board of Technical Education and SSC Or School Board
Diploma Grade XII and Sector Skill Council
Diploma Grade XI
Grade X Grade X School Board and Sector Skill Council
Grade IX Grade IX School Board and Sector Skill Council
Grade VIII Grade VIII NIOS/State Open Schools and Sector Skill Council
Grade V Grade V
Source: MHRD, 2012

Further Education and Training

National
Skill
: Qualification
school Program Community College
Erogram Framework
> Yearl Year2 Year3 b
L1 12 L3 14 A A '
AN AN A I | ‘ |
[ B ! ! :‘s/g:- —> Industry
Secondary & Higher I | J e ’F Employment
Secondary Program ..., /i NSQF lq — e — ) ploy
IX | X | X1 XH Pass Adv. Dip. | ———
| !
NSQF | I
Diploma
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Matching Demand and Supply of Skills

U Skill development in India is experiencing a transition from a supply-led to
a demand-led system.

U High priority is being accorded to building closer relationships between
training supply and labour market demands.

U The NSDC conducted human resource requirement studies across 24 sectors,
covering both the organised and unorganised sectors and made a detailed
report of the skill demand projections for 2013-17 and 2017-22 for each
sector. The report of the studies also covers the job roles and the skill gaps
(Source: NSDC, 2015).

Curriculum and Courseware

Competency based modular curriculum, with explicit learning outcomes
Curriculum aligned to the National Occupation Standards, set by the Sector Skill
Councils

Learning outcomes are perceived as an instrument to enhance link between VET
provision and the labour market.

Standardisation of learning outcomes based on National Occupation Standards
(NOSs) is being done.

1727 Qualifications Pack with 9581 National Occupational Standards have
been developed by various Sector Skill Councils

o 0 0 0 0o

E-learning materials, especially on soft/generic skills are being developed to
facilitate teaching-learning.
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Use of ICT Tools

o ICT tools are being leveraged to help teachers shift from transferring
information to facilitate learners to create knowledge and help them to shift
from an acquisition mode of learning to one that engages in higher order
thinking, innovation, creativity and collaboration.

0 The National Mission on Education through ICT (NMEICT) leverages the
potential of ICT in teaching and learning process for the benefit of all the
learners in Higher Education Institutions in anytime and anywhere mode.

0 Innovative pedagogical practices like flipped learning, MOOCs, game
based learning, and mobile application are being promoted through
various schemes and programmes.

mas S s
NCEERT
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U High priority has been accorded to building closer relationships between training
supply and labour market demands.

U A National Steering Committee for setting up the Labour Market Information System
(LMIS)

U A national database on all major aspects of skill development is being created by
NSDA in partnership with Ministries of the Government of India and the State
Governments.

U The Skill Development and Management System (SDMS) launched in 2013 has more
than 5 million skilled people registered (NSDC, 2015).
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U A Quality Assurance Framework (QAF) is being developed to improve the consistency
of outcomes linked to certification and consequently to improve the status of skills
training.

U The QAF for certification and assessment will set minimum standards and provide
guidance for effective, valid, reliable, fair and transparent assessment within the
context of the NSQF.

U Development of NOSs by the SSCs is examined and reviewed by the National Skills
Qualification Committee (NSQC) and thereafter conferred the status of “National
Standards”

U The qualifications under the NSQF are being aligned to globally recognized
qualifications framework for ensuring quality and international workforce mobility.

. Apprenticeship Training
N

O Apprentices Act was enacted in 1961 and implemented w.e.f. 1.3.1962. Further amended in

1986 to include 10+2 vocational stream as "Technician (Vocational)" Apprentices. Amended in
1997 & 2008 and recently in 2014.

0O Apprentices are being trained on skill sets to deal with IT security issues, machine-to-machine
communication, maintaining integrity of production processes by avoiding IT snags, as the
boundary between the real and the virtual world is increasingly blurring giving birth to what
are known as cyber-physical production systems.

o 28,500 establishments covered throughout the country for trade apprentices under the
Apprentices Act, 1961.

o Currently India has only about 300,000 apprentices, across 254 trades (126 subject fields for
graduate and technician apprentices and 128 subject field /trades for technician (vocational)
apprentices)
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@ Funding for VET

0 Funding for VET may include government financed scholarships for students
through state-financed skill development funds (e.g. under the Pradhan Mantri
Kaushal Vikas Yojana (PMKVY), started in 2015 with an outlay of INR 1,500
crore ($ 225 million) provides monetary reward of INR 8,000 to trainees on
successful completion and certification of skill training course), outsourcing of
VET programmes and public—private partnerships.

0 Through the Innovation Fund, the NSDC is fostering innovative solutions and
models by supporting entities that address existing skill gaps through
financial and non-financial partnerships.

0 Under the new Companies Act, companies need to spend at least 2 per cent
on CSR and it can be used for skill development also.

Prom s gaaTgh

-2 THANK ___

“Give a man a fish and you feed him for a day;
teach a man how to fish and you feed him for

lifetime.”
Maimonides
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