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1. Introduction  

 

This document sets out the STREAM Blueprint. The overall aim of this Blueprint is to provide 

a foundation for the strategic learning domains and thematic modules that present themselves 

in terms of the occupational profile, professional education and professional certification 

requirements of the transnational Microcredential framework, the European Professional 

Certificate for VET practitioners supporting Inclusive, Digital and Green Work-Based Learning. 

 

The role of company employees and VET (Vocational Education and Training) provider staff 

involved in WBL (Work-based Learning) is crucial to improving the relevance, attractiveness, 

modernisation and adaptation of contemporary European VET to the rapidly changing world 

of work. This applies to domestically operated WBL as well as through international work-

based experiences in Erasmus+ VET and other mobility schemes - whether in design, 

organisation, tutoring (including coaching and mentoring) assessment and/or evaluation. 

STREAM has identified that there is no European standard of recognition through which VET 

professional associations, industry associations and VET providers can recognise the 

credentials or skills of staff involved in the design, implementation, evaluation and follow up of 

WBL experiences, i.e. VET teachers and trainers, VET staff and company mentors, - certainly 

at the transnational level, but often also at the national level, beyond very localised 

partnerships and longer standing relationships. Therefore, the STREAM project responds to 

these challenges through an innovative programme of systematic inquiry and development in 

Micro-credential development.  Consequently, by developing a Micro-credential Framework 

aimed at this target group to complement national qualification and professional standards 

requirements at the European level, STREAM offers a response to these unmet needs. 

Moreover, given its focus on investment in WBL staff in VET as 'change agents' and the 

consortium membership as a 'network of (VET) networks', it offers the potential for a degree of 

take-up as a European-level ‘multiplier’. 

 

The Blueprint is presented as follows. First, the situational analysis within which the main 

considerations relating to the development of Microcredentials that surround STREAM are 

recapitulated (section 2). The Blueprint then proceeds to review the main findings and 

outcomes of the Research Report are briefly recapitulated, along with the essential purpose, 

situational analysis and rationale behind STREAM. In particular, it considers the main design 

and orientation implications for the approach that is to be taken, with reference to the context 
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for the development of the Microcredential Framework in the context of national and 

transnational considerations (section 3).  

 

In section 4, this is elaborated further to take into account the good practice in Work based 

Learning (WBL) and mobility organisation that was articulated in the predecessor Eduwork.net 

consortium and its outcomes, including Guidance for Employers, from which STREAM 

evolved. This includes further consideration of good practice in the organisation of mobilities 

and WBL.  In the context of this good practice, the Blueprint outlines the importance of 

specifying the role – in the form of an Occupational Profile – that is performed  by Vocational 

Education and Training (VET) staff in WBL and mobility, against which the essential purpose 

of the STREAM Microcredential Framework is developed.   

 

It is within the overall framework of this generic Occupational Profile and good practice in the 

organisation of WBL and mobility that a Competency Framework for the three specific domains 

of competency for VET practitioners engaged in the organisation of mobility and WBL  – Green, 

Digital and Inclusive – are elaborated (section 5). The Blueprint is completed with a review 

(section 6) of the main pointers, principles and issues to be addressed in detail in the next 

stage of STREAM – the establishment of the Microcredential certification framework itself, 

together with the elaboration of an accompanying learning strategy, including diagnostics, 

assessment and training plans.  
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2. The STREAM Blueprint – State of the Art 

 
The term ‘Blueprinting’ has its literal meaning in engineering, where a rough layout of a building 

is prepared to execute the correct build-up of the structure. In STREAM, this Blueprint contains 

the Foundational elements upon which the STREAM Training Plans and Microcredential 

Framework are to be elaborated. It arises as the next step from the STREAM research and 

validation process, through which the STREAM transnational consortium and its constituent 

VET and company representatives and VET stakeholders have been consulted, culminating 

in the STREAM Research Report, which should be considered alongside this document.  In 

that Research Report, a wide range of relevant interests and information sources were 

consulted in order to contribute to the investigation, mapping and now the building of the 

STREAM Blueprint to arrive at the Microcredential that is being developed.  

 

There is increasing interest around the use of Microcredentials for upskilling, employability, 

professional development, and reaching a wide range of learners. In this context, “Micro-

credential” means the record of the learning outcomes that a learner has acquired following a 

small volume of learning. These learning outcomes will have been assessed against 

transparent and clearly defined criteria. Learning experiences leading to Microcredentials are 

designed to provide the learner with specific knowledge, skills and competences that respond 

to societal, personal, cultural or labour market needs. Microcredentials are owned by the 

learner, can be shared and are portable. They may be stand-alone or combined into larger 

credentials. They are underpinned by quality assurance following agreed standards in the 

relevant sector or area of activity.“1  

 

The STREAM Microcredential operates under the working title ‘The European Professional 

Certificate for VET Practitioners supporting Inclusive, Digital and Green Work-Based Learning’ 

and it is specifically aimed at  those in the European VET system who are supporting 

Traineeships and Employment Apprenticeships. In STREAM, there are a number of relevant 

European policy imperatives and initiatives that surround the development of this 

Microcredential, given its specific goal of addressing Green, Digital and Inclusive 

Competences, notably: 

 
1 Proposal for a Council Recommendation on a European approach to micro-credentials for lifelong 

learning and employability (May 2022) 
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1. The European Pillar of Social Rights Action Plan. 

2. The European Commission’s Green Deal, the UN’s Sustainable  Development Goals 

3. The European Skills Agenda 

4. The Council Recommendation on VET for sustainable competitiveness, social 

fairness and resilience 

5. The Osnabrück Declaration on VET as an enabler of recovery and just transitions to 

digital and green economies 

6. The Council Recommendation on micro-credentials 

 

Concretely, with reference to point 5 above, ministers in charge of vocational education and 

training from EU Member States, Candidate Countries, EEA-EFTA (European Economic Area 

– European Free Trade Association) countries, European social partners and the Commission 

endorsed the ‘Osnabrück Declaration 2020 on vocational education and training as an enabler 

of recovery and just transitions to digital and green economies’. The Osnabruck Declaration is 

supported by VET providers’ associations at the European level (VET4EU2) and 

representatives of VET students (OBESSU, European Apprentices Network). It sets out new 

policy actions for the period of 2021-2025 to complement the Council Recommendation on 

vocational education and training for sustainable competitiveness, social fairness and 

resilience:  

 

● promoting resilience and excellence through quality, inclusive and flexible VET  

● establishing a new lifelong learning culture emphasising the relevance of C-VET and 

digitalisation  

● fostering the sustainability of VET  

● develop a European Education and Training Area and international VET 

 

This facilitates the mutual recognition of the learning outcomes generated across the 

curriculum, in line with the vision set out by Bruges Communique2 and the ET20203, which 

pursues the following four common EU objectives: 

 

● Make lifelong learning and mobility a reality; 

● Improve the quality and efficiency of education and training; 

● Promote equity, social cohesion, and active citizenship; 

 
2 Source: https://www.eqavet.eu/Aligning-with-EQAVET/Aligning-a-QA-approach/Bruges-communique  
3 Source: https://ec.europa.eu/education/policies/european-policy-cooperation/et2020-framework_en  

https://www.eqavet.eu/Aligning-with-EQAVET/Aligning-a-QA-approach/Bruges-communique
https://ec.europa.eu/education/policies/european-policy-cooperation/et2020-framework_en
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● Enhance creativity and innovation, including entrepreneurship, at all levels of 

education and training. 

 

Qualifications and degrees from initial education and training play a key role in Europe. Yet 

alternative credentials (including digital badges, microcredentials, nano-credentials, minor 

awards) are increasingly seen as a way to add to, and/or reform, existing qualifications 

systems. The increasing attention given to Microcredentials is demonstrated in the 2020 EU 

skills agenda, which sees developments in this area as directly supporting adult upskilling and 

reskilling policies. At the same time, the development of Microcredentials, despite the 

considerable interest the area has attracted in very recent times, is in its infancy.  It is widely 

recognised that the public system of certification and qualification with regarding to changing 

and shifting occupations – and especially in the VET system and in Occupational and 

Professional Education (sometimes referred to as C-VET; in other contexts as Continuous 

Professional Development - CPD) is falling behind the private sector, where Microcredentials 

have more ‘traction’. As CEDEFOP highlights, “The opportunity to gain microcredentials has 

grown exponentially, partly driven by growing costs of higher education and by the growth of 

MOOCs; these are typically offered in the higher education sector and supported by large 

employers (e.g. Amazon, Apple, Cisco, Google). Systems of credit-awarding short-learning 

modules have been prominent features of education systems offered by NGOs such as the 

Red Cross and the Professional Association of Diving Instructors, of continuing professional 

education systems such as the NHS CPD credits system, and of professional certifications 

offered by companies such as Microsoft and IBM. The scale of alternative credentials – defined 

broadly as certificates, digital badges, and microcredentials – has also expanded considerably 

(OECD, 2020). Higher education institutions, businesses and other institutions are thus 

actively offering alternative credentials that help learners acquire new skills, update their 

existing skills, and signal the competences they already have. However, this activity has largely 

taken place outside of the formal education Sector.”4 

 

However, there remains some debate amongst stakeholder authorities (i.e. various papers and 

statements published by Microcredentials - UNESCO, OECD, CEDEFOP, ETF) as to whether 

Microcredentials should be seen as, essentially, ‘stand-alone‘ – i.e. they are ’credentials‘ in 

their own right – or if these ‘small‘ certifications of ‘bite sized‘ learning also incorporate unit or 

modular-based learning and accreditation that can be part of, or is specifically accumulated in 

a wider learning programme to build up to a broader certification (either as credits, or as 

pathways towards a wider qualification). There are sometimes subtle but important distinctions 

 
4 CEDEFOP, 2022 Research Paper: Microcredentials for labour market education and training 

First look at mapping microcredentials in European labour-market-related education, training and 
learning: take-up, characteristics and functions. 
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made by different bodies when seeking to define Micro-credentials. As CEDEFOP (2022) 

notes, "The main purposes and objectives of Micro-credentials echo the goals of modularised 

learning, which helps explain why many stakeholders identify Microcredentials as partial or 

module certificates. However, there are also opposing opinions, explaining that Micro-

credentials should not only be identified as deconstructed qualifications, but should also refer 

to something supplementary to the existing system". UNESCO (2023) believes that the trend 

has moved from this position, to one where there is a stronger sense of Microcredentials 

offering a framework for stand-alone certification.  

Thus, whilst Microcredentials can be seen as being part of wider credentials, expressed 

through wider occupational and professional qualifications (i.e. as modular or unit-based 

accreditations that 'build up' credit towards a fully-fledged qualification), they do not have to do 

so. This ‘issue’ – i.e. are Microcredentials stand-alone credentials - or are they certifications 

that can be built up to something bigger? – does not, as such, require a debate, since there is 

no reason why they cannot be both.   

 

As with many such issues, the key is to understand why it is being framed as a debate at all.  

Often it is simply a question of the lens through which the issue is being considered – i.e. the 

view taken by different ‘realms‘ according to differing orthodoxies. To illustrate the point, it is 

arguable and, perhaps, revealing that the impression is given that in academic institutions – 

notably Universities – the focus tends to be on the latter view of Microcredentials – i.e. how 

‘smaller‘ units of accreditation or qualifications can be built up towards something bigger  – a 

process often referred to in Universities, in particular, as ‘stacking‘. This may be due to the role 

in Higher Education of the award of European Credit Transfer and Accumulation System 

(ECTS) Credits. ECTS, as a tool of the European Higher Education Area is a settled instrument 

for making studies and courses more transparent. It not only supports the process of enabling 

European-wide and common recognition of academic qualifications and study periods but is 

also a framework that can be adopted in parallel with Microcredentials (i.e. at the CPD level) - 

further enhancing their transferability and recognition. 

 

While the role of Microcredentials in higher, academic education has received much attention 

and the link to the proliferation of relatively low-cost and short-duration Massive Online Open 

Courses (MOOCs) seems to be clear, the influence of Microcredentials on VET is less 

understood. Looking at the certification and qualification landscape in general, task- and 

competence-oriented certificates – often linked to shorter learning experiences – already play 

an important role in many parts of the labour market (for example offered by sectors, private 

companies, international organisations and public bodies). Yet in VET – and in the world of 

industry and commerce where VET is largely located, particularly in fast developing and ever 
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changing areas such as the digital economy - it is arguable that the interest in Microcredentials 

is focused differently.  There is considered to be a huge potential in VET for Microcredentials 

to support lifelong and more inclusive forms of learning for those in-work and active in labour 

markets, through more flexible learning and relevant learning opportunities (the triple transition 

– social, green, digital), based on use of labour market skills intelligence and input from 

employers, industry and social partners. Here – and particularly with reference to C-VET5, 

where the learner typically already possesses a standard occupational or professional 

qualification, possibly obtained some years previously – the imperative is aimed more at the 

need to define, capture, certificate and apply very particular and specific skills and knowledge, 

validated by the award of (micro)credentials in their own right, irrespective of any connection 

to wider qualifications.   

 

In general, most Microcredentials are highly focused on a particular discipline or skill and 

aligned towards particular industry needs or competences. Indeed, it is this high degree of 

focus that both justifies a ‘micro‘ approach and is intrinsic to it. However, there are still currently 

no commonly accepted norms for a Microcredential’s learning ‘volume‘. As UNESCO (2023) 

observes, there are ambiguities in understanding (i.e., between short courses and the notion 

of 'bite sized' qualifications). While “micro”, in this context, refers to a ‘small volume‘ of 

something, the impression that is given from the emerging approaches in various projects that 

have been initiated in the last two years or so in the framework of European programmes is 

one that points to significant diversity in interpretation of ‘small‘.  

 

Thus, Microcredentials can apparently range from those awarded or certificated following a 

course comprising a few hours, to a residential or ‘boot camp‘ experience of a few days, to a 

more intensive professional certificate targeted at specific competences – not only comprising 

participation in a ‘course‘, but drawing upon elements that may comprise, for instance, the 

recognition of credit/accreditation for prior learning or achievement (APL / APA), self or open 

learning as well as instructional learning and varying forms of assessment and certification.  In 

addition, with reference to the volume or scope of participation in directly learning, 

Microcredentials are being assigned in many different learning and training contexts – e.g. to 

those simply attending or participating in a training programme or course; to the requirement 

to present of portfolios of evidence gained through study or work against pre-defined 

certification standards; to undertaking a formal examination with ’pass / fail‘ thresholds that 

determine if the certificate (the ’credential‘) is awarded (or not). 

 
5 In this Blueprint the terms ‘C-VET‘ – Continuing Vocational Education and Training, ‘CPD‘ – Continuous 

Professional Development, and ‘Professional Education‘ are largely used synonymously, and particularly so 
when they are used in reference to the STREAM target group of VET practitioners. 
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STREAM will continue to be developed as these considerations, and others, are evolved 

further in the European landscape.  Indeed, it is part of STREAM’s objective, and a sub-

objective of this Blueprint, to contribute to the debate and elaboration of Europe’s 

Microcredential Framework.  However, having considered the present state of the art with 

regards to the wider landscape in Microcredentials, we now return to the state of the art in 

STREAM and to its specific roadmap that is represented by this Blueprint. 
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3. Considerations of transnationality and WBL: EQFs, 

NQFs and the STREAM Microcredential Framework 
 

 

3.1 STREAM and transnational mobility 
 

STREAM has a dual focus with regards to transnationality dimension in VET.  First, it is 

concerned with mobility in VET through learning exchanges and placements, whether for VET 

learners or for the VET staff and organisations that support them.  Second, it is focused on 

WBL and the potential for VET organisations, VET practitioners and VET learners, notably 

apprentices and trainees, to benefit from the European dimension.  STREAM is set in a context 

where the importance of this European dimension is accelerating.  As we describe in section 

2 above, the European policy contexts and surrounding frameworks all emphasise the need 

for European level activities and actions to support the modernisation of VET and to make it 

more attractive, in terms of furthering European goals. European cooperation between 

employers and providers of WBL in VET will, therefore, benefit from a system whereby ‘mutual 

recognition’ of those personnel involved in organising WBL/international mobilities have a 

degree of training, knowhow, experience and recognised, transferable accreditation. This will 

generate mutual trust in staff and institutions, providing a common and recognised framework 

to strengthen Europe’s VET community to better support WBL through international and 

intercultural experiences 

 

The sheer scale of mobilities and work-based learning opportunities that are organised across 

Europe provide the evidence to us that there are very many staff in the VET system, and in 

education more widely (schools and universities, as well as in VET), whose roles in their 

institutions and organisations require them to undertake this work.  In 2021, there were 

approximately 649,000 participants in the mobility activities of the Erasmus+ programme. Of 

these, 12%, more than 69,960 participants, concerned the VET field. Indeed, now, according 

to EPALE, this increased to 1.2 million participants in 2022, of whom 224,000 participated in 

VET, of whom 87% were learners/apprentices.6 It is very unlikely that the numbers will have 

done anything other than increase further and potentially quite substantially since then. Mobility 

is a clear priority for the EU demonstrated by its commitment to the enlargement of mobilities 

in Erasmus+. The increase of about EUR 30 billion in the Erasmus+ budget 2021-2027 is 

 
6 https://op.europa.eu/en/publication-detail/-/publication/9020d5f5-8f3a-11ee-8aa6-

01aa75ed71a1/language-en  

https://op.europa.eu/en/publication-detail/-/publication/9020d5f5-8f3a-11ee-8aa6-01aa75ed71a1/language-en
https://op.europa.eu/en/publication-detail/-/publication/9020d5f5-8f3a-11ee-8aa6-01aa75ed71a1/language-en
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expected to lead to a considerable, progressive increase in Erasmus mobilities and, 

consequently, to the corresponding need, in VET to equip more and better VET and the staff 

in VET providers and companies to adequately plan, manage, assess and feedback on WBL 

and mobilities. 

 

3.2 Transnational competences, frameworks and WBL organisation  
 

From internal consultations within STREAM organisations and members, both in the 

predecessor Eduwork.net European Forward-Looking Erasmus+ Project that began this work7 

and in the research undertaken to inform this Blueprint, we know that there are VET 

practitioners working closely with industry and commerce on work experience for learners, as 

well as, for instance, staff who find themselves as full-time mobility organisers in the framework 

of Erasmus+ KA1. It can also be envisaged that some do so as part of their wider teaching or 

administrative role in VET and education and others still do so in their roles working within 

companies, such as training and HR professionals.   

 

However, the situational analysis presented by STREAM, contended that there is an absence 

of any qualification or certification framework for the recognition, accreditation of certification 

of VET trainers and company mentors operating in the field of WBL and transnational mobilities 

with reference to attainment in green, digital and inclusive competences.   

 

The sheer diversity of national and even regional imperatives in the policy and programme 

dimension in VET in Europe has always presented a challenge to making 'mutual recognition' 

a reality. Frameworks such as the European Qualifications Framework (EQF) provide a degree 

of benchmarking between national and sectoral arrangements with regards to occupational 

qualifications. Similarly, EQAVET provides a shared European reference framework through 

which VET authorities and providers can also benchmark their practices across a whole range 

of process requirements in the design, organisation, evaluation and quality improvement of 

VET. Nonetheless, true 'mobility of recognition' in VET, in this context remains elusive, with 

little to suggest that present, often well-established and embedded, national vocational and 

occupational standards and qualifications are able to seamlessly migrate their requirements to 

a European space of recognition and validation. 

 

As we can see from the conclusions in the Research Report that has informed this Blueprint, 

this is borne out by the findings which examined the situation regarding the professional 

qualifications and requirements that are present in National Qualification Frameworks (NQFs) 

 
7 http://www.eduwork.net/  

http://www.eduwork.net/
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for VET Trainers and Teachers. In essence, the findings showed that there is NO obvious 

National or European standard of recognition through which VET professional associations, 

industry associations and VET providers could recognise the credentials or skills of staff 

involved in the design, implementation, evaluation and follow up of WBL experiences, i.e. for 

VET teachers and trainers, VET staff and company mentors there are no such specific 

qualifications or requirements. In the NQFs covering VET trainers and others in the 

participating countries, there is no accreditation, framework or statutory requirements placed 

upon such personnel with regards to the planning and execution of WBL and transnational 

mobilities in general – let alone in the specific fields addressed by STREAM (green, digital and 

inclusive). 

 

Europass 8 is a multilingual tool that enables those participating in learning to document their 

skills, qualifications and experience in one place. Europass users can create a personal profile, 

in a secure online tool, to identify their goals and keep track of all of their learning and 

achievements. Europass has two instruments that are directly and specifically relevant to 

STREAM: 

 

● The Europass Certificate Supplement is issued by VET institutions and offers helpful 

information on your vocational qualifications (e.g., grades, achievements, institution) in 

a standard format.9 

 

● The Europass Mobility describes international experiences and skills developed while 

students are studying, working or volunteering abroad.10 

 

Moreover, these two instruments, whilst not specific to VET, are relevant to both the 

apprentices, trainees and other learners who participate in the WBL/mobilities, and the VET 

staff at whom the STREAM Microcredential is aimed. For the VET practitioners/WBL and 

transnational mobility organisers, STREAM practitioners should be able to demonstrate a good 

understanding of the relevance and use of Europass for their own learners and apprentices, 

given that Europass is a specific European instrument that has relevance at the transnational 

level and that continues to be recognised and used. In addition, apprentices, trainees and other 

students participating in transnational WBL can also use the profile during their placement-

related experiences to keep a record of their projects, achievements and progress. 

the EU. 

 
8 https://europass.europa.eu/en/stakeholders/education-and-training  
9 https://europass.europa.eu/en/stakeholders/education-and-training/issuing-certificate-supplements  
10 https://europass.europa.eu/en/stakeholders/education-and-training/mobility-document  

https://europa.eu/europass/en/europass-certificate-supplement-stakeholders
https://europass.europa.eu/en/stakeholders/education-and-training/mobility-document
https://europass.europa.eu/en/stakeholders/education-and-training
https://europass.europa.eu/en/stakeholders/education-and-training/issuing-certificate-supplements
https://europass.europa.eu/en/stakeholders/education-and-training/mobility-document


 
 

15 | Page 
  

https://streamcredentials.eu/ 

 

More widely, the recognition of skills and qualifications is key to support mobility and learning 

as well as career opportunities across the EU. Given the specific nature of transnational 

experiences in WBL, these are unlikely to lead to stand alone qualifications for the apprentices, 

trainees and other learners who participate in them. Nonetheless, in order to understand the 

context of mutual recognition of qualifications, particularly those relating to labour markets, it 

is desirable that STREAM practitioners have at least a basic understanding of the European 

for the recognition of qualifications.  

 

There are three further considerations to bear in mind with reference to the European 

dimension in VET, certification and mobility in the development of the STREAM 

Microcredential Framework as a ‘supranational‘ development that has the potential to 

transcend the constrictions and limitations of working within NQFs in the STREAM countries 

which are, in turn: 

 

● ECVET 

● EQAVET 

● The EQF (and the relationship with NQFs in Italy, Spain, Lithuania, Greece, Ireland) 

 

The first of these concerns ECVET (the European Credit System for Vocational Education and 

Training). ECVET aims to facilitate the recognition of competences acquired in vocational 

training and in informal and non-formal contexts in Europe. It was established by the 

Recommendation of the European Parliament and of the Council of 18 June 2009, and outlines 

a common methodological framework aimed at facilitating the accumulation and transfer of 

credits obtained in vocational education and training. ECVET’s purpose is to enable 

recognition of learners’ achievements during periods of mobility by creating a structure, 

bringing a common language, and stimulating exchanges and mutual trust among VET 

providers and competent institutions across Europe. In the context of international mobility but 

also mobility within countries.  

 

The STREAM research found that ECVET is widely known amongst the VET stakeholders and 

that there are, at the national level, established instruments and capacities in place for its use.  

At the same time, however, the research also found that ECVET is little used.  It has, evidently, 

struggled to find its place in adding value to the agenda of accreditation and recognition in VET 

at either the national or European level.  Moreover, at system level, it seems clear that the 

original objectives and purpose of ECVET are being superseded by new thinking, including the 

imperative towards Microcredentials.  For instance, the European Commission Employment, 
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Social Affairs and Inclusion DG – Skills, VET, Apprenticeships and Adult Learning in June 2019 

records its discussion on the future of ECVET. It concluded that under both its considered 

‘options for ECVET would practically mean abandoning the objective of creating a European 

credit system in VET’ and ‘to integrate ECVET principles (e.g., units of learning outcomes) in 

a wider policy framework for VET’. In essence, therefore, whilst ECVET instruments remain in 

circulation and it can be valuable for VET practitioners involved in mobility and WBL to know 

their way around them, particularly with regards to the principles that were used to form 

ECVET, the use of ECVET itself in the STREAM Microcredential Framework, in any 

consequential way, is not being recommended for adoption. 

 

The second concerns EQAVET (European Quality Assurance in Vocational Education and 

Training) 11. The same deliberations of the European Commission Employment, Social Affairs 

and Inclusion DG – Skills, VET, Apprenticeships and Adult Learning in June 2019 considered 

the future of EQAVET alongside ECVET.  Here, however, the outcome is different.  It is 

resolved by the European Commission to evolve EQAVET further, but with a focus on 

strengthening and updating European Council recommendations, focusing on peer review and 

development.  Therefore, EQAVET – which has a number of indicators, all of which are  directly 

relevant to the organisation of VET provision and some of which are explicit about the 

involvement of employers in the development of VET curricula and the importance of aligning 

VET closely to labour market requirements (and by implication, if not stated explicitly, the 

organisation of WBL options) – remains a surrounding European reference framework for the 

quality assurance of VET in Europe. As such EQAVET can play an important role as a 

continuing and important reference framework in Europe that is there to be used to inform the 

development of STREAM’s Microcredential Framework (this is returned to in section 6). 

 

Thirdly, there is the European Qualifications Framework (EQF).  The essential purpose of 

the EQF is that it “serves as a translation tool between different national qualifications 

frameworks. This framework helps improve transparency, comparability and portability of 

people’s qualifications and makes it possible to compare qualifications from different countries 

and institutions”. Established in 2008, it was updated in 2017,12 the EQF remains important in 

many ways, not least as a reference for benchmarking levels between qualifications listed in 

each country’s National Qualification Frameworks (NQFs).  

A perennial problem for the EU in terms of mutual recognition of qualifications and occupations, 

in VET, the single market, the free movement of labour and the mutual recognition of 

qualifications due to National Employment Codes and National Level Accreditation and 

 
11 https://ec.europa.eu/social/main.jsp?langId=en&catId=1536  
12 https://eur-lex.europa.eu/legal-content/EN/TXT/HTML/?uri=CELEX:32017H0615(01)&from=EN  

https://ec.europa.eu/social/main.jsp?langId=en&catId=1536
https://eur-lex.europa.eu/legal-content/EN/TXT/HTML/?uri=CELEX:32017H0615(01)&from=EN
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Awarding Bodies (the quality assurance / protection / restriction challenge) -  in a way that 

Bologna and ECTS has largely overcome.  

 

The EQF was not designed to classify educational programmes or occupations, but instead 

focuses on qualifications systems and frameworks. Nonetheless, it is often used as a European 

benchmarking tool in European VET cooperation programmes to underpin the ‘level at which 

curricula, competency frameworks or occupational profiles are being designed – notably in the 

context of ‘new skills for new jobs‘. Such developments may, in turn, lend themselves to the 

subsequent establishment of an occupational qualification or certificate – whether at the 

national or transnational level - aligned to the requirements of the ‘new job‘. 

 

In the context of Microcredentials – which by their nature are not intended to be ‘full‘ 

occupational qualifications - the EQF could still be expected to be a critical reference for 

understanding the level at which any Microcredential is being ‘pitched‘. This is an important 

consideration for STREAM, in that although any Microcredential Framework it develops may 

not be ‘EQF equivalent‘, it can be said to be operating at a specific EQF ‘equivalent level‘, 

given the level of its taxonomy, learning outcomes and certification orientation. This is critical, 

because it will be vital to the context of STREAM that those undertaking what is envisaged as 

becoming the European Professional Certificate for VET practitioners supporting Inclusive, 

Digital and Green Work-Based Learning will need a clear indication of the professional level, 

or equivalent, at which the Professional Certificate is ‘pitched‘. Doing so by benchmarking it 

against the levels of the EQF will be profoundly important in assisting the process of explaining, 

in the context of a given NQF, at what level the ‘credential‘ is benchmarked of any 

Microcredential that is developed and certificated at the European or ‘supranational‘ level. 

 

 

3.3 STREAM Microcredentials and the EQF 
 

In STREAM, a key result from the research report was presented by the partners in their review 

of their NQFs. In the evidence they presented, many of the participants and stakeholders 

consulted in the research could not envisage the relevance of a European level qualification 

with regards to its relevance to the qualification requirements placed on VET trainers by the 

respective NQFs. It seems that, irrespective of the extent to which individual NQFs are - or are 

not - embracing the concepts behind Microcredentials, there does not appear to be any 

prospect that a project designed at the European level would impact directly, or be integrated 

into, the NQF requirements for VET trainers and teachers reported in Spain, Ireland, Lithuania, 

Italy or Greece.  
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It must be stressed, however, that whilst this finding is important, it would be quite wrong to 

take a negative interpretation from it. It was always the original contention of STREAM that it 

would be unlikely to be productive or fruitful that attempting to address this issue at the national 

level with Microcredential development, in the context of being able to adhere to, or overcome 

factors tied up in NQFs (i.e. for VET trainers or other related professions). This applies to 

domestically operated WBL as well as through international work-based experiences in 

Erasmus+ VET and other mobility schemes - whether in design, organisation, tutoring 

(including coaching and mentoring) assessment and/or evaluation. Consequently, a genuinely 

European intervention in this space may not necessarily be best served by requiring the 

incorporation and integration of accredited, recognised and certificated solutions from what 

are, often, slow-moving and constrained VET certification authorities at the national level, 

whose structures also are not easily transferable across member states with relation to 

occupational requirements in VET. 

Indeed, STREAM was always conceived on the basis that attempting to directly address and 

engage with NQF authorities in multiple countries, in a way that would satisfy each of them 

separately. VET certification authorities at the national level, often tied up with national labour 

codes and occupational qualification requirements and registrations have little choice other 

than to focus their efforts on their own national (and sometimes even regional) level 

requirements – and there are very good reasons, quite often, why they have to do so. However, 

for the agenda we are addressing in STREAM, attempting to reform national level qualification 

frameworks and individual professional wards through the incorporation of new role statements 

and modern and transnational assessment requirements, by attempting to design its European 

Professional Certificate for VET practitioners supporting Inclusive, Digital and Green Work-

Based Learning to directly align with the five NQFs of Italy, Spain, Ireland, Lithuania and 

Greece – let alone the other members of the EU27 – as well as other European countries and, 

indeed, neighbouring and other countries who are engaged with the EQF – would sit 

somewhere between being pointless and impossible. 

Moreover, here, we return to the essential point of one of the main reasons why the European 

Union is devoting so much attention to Microcredentials in general and to their creation and 

use in VET in particular. It is implicit, if not always explicit, in many of the EU communications 

and various accompanying papers and statements from OECD, ETF and CEDEFOP that 

Micro-credentials offer a ‘supra-national’ solution to the perennial problem of national-based 

NQFs and the issue of European labour markets, mutual recognition and mobility. Making best 

use of digitalisation, open standards and authentication services, including European Digital 

Credentials for Learning (part of Europass) is crucial, to enable the portability of Micro-

credentials between countries, employers, education and training and employment systems 
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Hence, the STREAM research provides a robust and authoritative validation that confirms that 

the core hypothesis of STREAM remains valid.  This is, in essence, that the STREAM 

Microcredential Framework – developed at the transnational, European level - aimed at this 

target group will complement and add value to the national qualification and professional 

standards requirements set out in NQFs for VET trainers and other VET practitioners.  

However, it will do so by being benchmarked at the European level, via a combination of the 

use of European instruments (i.e. the EQF and the incorporation of European references in its 

competences) and by being directly relevant to an identified European marketplace of users 

who can provide the ’currency and legitimacy‘ for the operation of the certification. 

 

Together, this suggests that STREAM’s focus on achieving ‘currency, legitimacy and 

relevance’ is best served by focusing on the community of organisations who are directly 

involved in the organisation of learning mobilities in Europe – specifically VET. In the context 

of STREAM, this community is significantly represented by learning providers and associations 

involved in Erasmus+ KA1 mobilities focused on VET and WBL. It also includes organisations 

at the national level who are active in organising WBL for apprentices, trainees and other work 

placement-based learning initiatives, but who may not yet be doing so systematically at the 

national level. This is returned to in section 6 of this Blueprint. 
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4. The design and implementation of WBL mobilities – 

towards a Professional / Occupational Profile 
 

 

4.1  The need for an Occupational Profile 
 

The core purpose of STREAM is to identify and develop a certification framework for  a defined 

set of Green, Digital and Inclusive competences that are required by VET staff, trainers and 

tutors, as well as and company mentors and those involved in planning and managing WBL 

(nationally and internationally) to be able to plan and manage quality and effective WBL 

experiences for apprentices, trainees and other learners. However, as we have seen we have 

not easily been able to identify specific and unambiguous occupational, professional registered 

occupation or surrounding qualification framework that STREAM can ‘add to’ or complement, 

through its specific focus on the three competency areas that are its primary concern. This is 

an occupational role that is not obviously defined or registered at National (i.e. within NQFs 

and national registers of employment) levels. On the other hand, as has been noted, this 

absence also provides a clear ‘space’ within which a European level development for a specific 

accreditation framework can be designed without having to forcibly align itself with pre-existing 

national or European strictures – because they do not exist.  

 

It is beyond the scope of the STREAM project to gather evidence, design and specify a full 

framework of occupational competences that can cover the whole remit of VET practitioners 

and others who are involved in this activity. Nonetheless, without the basis of an occupational 

profile to which we can work, it is difficult in the extreme to define specific competences for the 

identified target group, and to go further with a certification framework for Microcredentials if 

there is not even a common role statement around which we can work. Therefore, this section 

of this Blueprint considers the wider question of this occupational profile, before returning to 

the specific competences that are the focus of STREAM. 

 

 

4.2 EURES and ESCO 
 

At the European level, reference here is made to EURES and ESCO. EURES (EURopean 

Employment Services) facilitates the free movement of workers by providing information and 

employment support services to workers and employers, and by enhancing cooperation and 
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information exchange between its member organisations.13 ESCO (European Skills, 

Competences, Qualifications and Occupations). ESCO is a multilingual instrument that 

describes, identifies and classifies professional occupations and skills relevant for the EU 

labour market and education and training.  It provides, as of August 2024, descriptions of 3,039 

occupations and 13,939 skills linked to these occupations.  

 

EURES is also known for the European job portal that it operates, which acts as a form of ‘job 

matching board‘ for job seekers and companies.14 Also of interest within the Portal is the 

EURES targeted Mobility Scheme, which  offers dedicated support from national employment 

services for people seeking work, training or apprenticeships in another EU country, Norway 

or Iceland and for employers in these countries who are looking for motivated and qualified 

workers, with the specific aim of removing mobility obstacles. Moreover, EURES lists over one 

thousand EURES Advisers, mainly located in national Public Employment Services, who can 

support both employers, job seekers – and, potentially, those on or seeking an apprenticeship 

or training abroad. 

 

A preliminary search of job opportunities that are posted on EURES points to various job 

advertisements that are seeking personnel in the area addressed by STREAM. There is no 

one single occupational description, but roles rereferring to, for instance, European Mobility 

Assistants, located in situations such as VET or educational institution offices, such as those 

for study programmes, international studies, and student affairs. With reference to 

occupational standardised classifications, Classification 232 of ESCO describes the various 

roles and functions set out, in overall terms, for Vocational Education Teachers.15 Whilst WBL 

and transnational mobility are not described as core functions in the role, reference is made to 

‘supervising independent or group projects, field placements, laboratory work or other training’ 

and ‘conducting on-the-job training sessions to teach and demonstrate principles, techniques, 

procedures or methods of designated subjects’.  

 

Within the overall codification 232, reference can also be made to ‘ESCO 2359 Teaching 

Professions not classified elsewhere, which is not mobility or WBL specific but does make 

reference to “those who provide educational counselling to students”.16 Furthermore, the role 

 
13 https://www.ela.europa.eu/en/eures-network  
14 https://eures.europa.eu/index_en  
15 https://esco.ec.europa.eu/en/classification/occupation?uri=http://data.europa.eu/esco/isco/C2320  
16 https://esco.ec.europa.eu/en/classification/occupation?uri=http://data.europa.eu/esco/isco/C2359  

https://www.ela.europa.eu/en/eures-network
https://eures.europa.eu/index_en
https://esco.ec.europa.eu/en/classification/occupation?uri=http://data.europa.eu/esco/isco/C2320
https://esco.ec.europa.eu/en/classification/occupation?uri=http://data.europa.eu/esco/isco/C2359
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of Learning Mentor (ESCO 2359)  is referenced.17 However, there is no reference in ESCO to 

either a wider occupation of WBL or transnational mobility organiser in VET. 

 

4.3 The STREAM Occupational Profile 
 

At this point, therefore, it is necessary to take a ‘step back’ and consider further the target 

group that we address in STREAM – in terms of establishing an occupational profile of those 

VET staff and others involved in the area addressed by STREAM, with regards to the 

organisation of mobilities and WBL for apprentices, trainees and other learners. We already 

know from the STREAM Research Report that in the STREAM countries there is no obvious 

registration or reference that has been identified within the NQF Framework. Further research 

would be required to find if such roles are specified in individual national occupational registers 

but have not been highlighted or revealed thus far.  Yet it is the case that there are many and 

varied VET practitioners whose work and professional duties require them to work in ‘this 

space’ with companies and employers and/or with international organisations. With this in 

mind, therefore, this section of the Blueprint aims to provide an outline Professional / 

Occupational Profile (hereon referred to as the Occupational Profile). 

 

In this Blueprint, we define the STREAM Occupational Profile as a generic role statement. By 

generic, we recognise that the ‘role’ is not a specific designation, subject to specific 

qualification attainment. Rather, the evidence we have obtained suggests that this role  

manifests itself in different countries and different educational sectors and contexts (with our 

concern being in VET) and in different labour codes in different ways. Moreover, it will operate 

at different levels of seniority and will, sometimes, be the sole purpose of the role, or a major 

part of it, whereas in other contexts it may be only a part of the responsibilities held by the 

postholder in the VET system.  

 

Consequently, as a starting point for our work in this STREAM Blueprint, we aim to generically 

define and describe the nature of the ‘occupational profile’ in a way that relevant standards 

and job requirements can be further derived and, as appropriate, training and certification 

routes can be evolved - in our case, specifically with reference to green, digital and inclusive 

dimensions -  so that, on completion of training or as a result of experience and knowledge 

gained, the postholder in the occupation is able to carry out the role in any size of employer 

across any relevant sector. 

 
17 

https://esco.ec.europa.eu/en/classification/occupation?uri=http://data.europa.eu/esco/occupation/3d0f86c1-
9bdd-4e84-bc62-93a716128c8d 

https://esco.ec.europa.eu/en/classification/occupation?uri=http://data.europa.eu/esco/occupation/3d0f86c1-9bdd-4e84-bc62-93a716128c8d
https://esco.ec.europa.eu/en/classification/occupation?uri=http://data.europa.eu/esco/occupation/3d0f86c1-9bdd-4e84-bc62-93a716128c8d
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Specifically, the Occupational Profile: 

 

● Summarises the main and secondary professional functions and tasks that can be 

performed and duties carried out by employees in the arena of the occupation and 

includes a general statement of the skills, knowledge and behaviours which apply  

● Outlines a range of functions that are performed by the occupational profile – either as 

a ‘stand-alone’ job, or as functions performed within a wider role in VET  

● Assumes that, with respect to the organisation of transnational mobilities, both 

‘sending’ (i.e. placing learners in locations in other countries) and ‘receiving’ (i.e. 

involving in the hosting of learners being sent from other countries) are ‘in scope’ within 

the role (in practice, those working in this area may only be involved in hosting, or in 

sending) 

● Aligns with regulatory requirements and professional recognition (where appropriate) 

 

As a starting point and arising from a preliminary review of advertised vacancies on EURES 

and other sources, the baseline for a STREAM Occupational Profile can be outlined as follows: 

 

Occupational Profile: Manager / Organiser / Supervisor of Transnational and Work-

based Learning (WBL) for Apprentices and Trainees 

 

Title: Transnational Mobility and Work-based Learning Organiser in VET 

Profile Summary: A Transnational WBL Organiser in VET is responsible for facilitating the 

learning and development of Apprentices and Trainees across one or more countries. This role 

requires coordinating stakeholders involved in the design and execution of VET programmes, 

ensuring compliance with domestic and international standards, and fostering a productive, 

inclusive and supportive learning environment. The Organiser acts as a bridge between the 

apprentice, the host company, and educational institutions, ensuring that learning objectives 

are met and that apprentices gain valuable, contemporary, relevant and real-world work-based 

learning experiences, often in an international context. 

 

Transnational mobilities and work experience placements, including work-based learning 

components in industry and commerce and international study placements have been a 

cornerstone of much of the Erasmus+ programme – for trainees, students, trainers, teachers 

and indeed VET organisations as a whole – since its inception. Recognising the very 
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substantial contribution that placements make to the personal and professional development 

of students, some VET staff may be part of a specific Placement Office or working in a team 

that facilitates and supports accredited placement in enterprise and academic settings, 

internationally and/or domestically. 

 

General description of Key Responsibilities and Duties:  

 

The role helps apprentices, trainees and other learners to find relevant transnational 

placements, in WBL with employers, to gain workplace experience and prepare for the 

workforce. The responsibilities may include: 

 

1. Programme Coordination and Development 

 

● Liaising: Acting as the main contact between apprentices, trainees and learners,  

employers, tutors, course leaders, and the curriculum setting 

● Design and implement transnational/WBL apprenticeship/traineeship programmes in 

collaboration with VET staff, VET institutions and host companies 

● Planning and assisting with the planning of placements and WBL experiences in both 

’sending‘ and ’receiving‘ contexts 

● Ensuring orientation arrangements (induction, contact details) are understood and 

shared 

● Documentation: Completing placement documentation (e.g., Learning agreements, 

placement objectives, including learning objectives; placement agreements between 

the parties concerned and specifications (duration, time, conditions), diagnostics, 

supervision arrangements, health and safety assessments) 

 

2. Information and Promotion 

 

● Ensuring appropriate information and administrative arrangements pertaining to (where 

appropriate) flights, travel and accommodation, allowances for subsistence and other 

financial provisions concerning the placement 

● Providing information and advice on employment-related issues  

● Generate mobility data for reporting purposes and to inform decision making  

● Plan, prepare, coordinate and manage a variety of events and presentations as part of 

WBL/mobility programmes (open days, webinars, workshops, Erasmus+ expos) Create 

content for social media, websites and marketing of WBL and mobility opportunities to 

learners and staff as well as to wider marketing interests   
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3. Apprenticeship, Traineeship and VET Learner Support and Guidance 

 

● Matching: Matching apprentices, trainees and learners with employers using 

information from interviews, assessments, and guidance  

● Learning: Assisting with learning activities to prepare apprentices, trainees and other 

learners for their WBL/mobility 

● Provide ongoing support and mentorship to apprentices and trainees, addressing their 

academic, professional, and personal development needs 

● Conduct regular check-ins and evaluations to monitor progress and garner feedback, 

according to ambition and duration (short term, longer term) of mobility / WBL 

placement 

 

4. Compliance and Standards 

 

● Securing visas (where necessary) 

● Ensure all training and placement programmes comply with local and international 

regulations, industry standards, and company policies and that relevant competent and 

regulatory bodies are informed 

● Insurance coverage, arrangements concerning illness abroad and repatriation, 

accidents in the workplace, liability for damages that may occur in both private and 

business environments are stated 

● All consents (i.e. parents, guardians, carers) and exemptions (i.e. with absence from 

VET classes, qualification and curriculum requirements) are in place 

● Maintain accurate records of apprentice progress, certifications, and evaluations. 

● Monitoring: Monitoring participant hours and work experience on data systems, and 

responding to inquiries from employers, and parents or guardians 

● Develop and update accompanying operational and guidance materials to meet 

international standards  

 

5. Cross-Cultural Facilitation 

 

● Consider all language dimensions and ensure appropriate and adequate provision 

● Foster an inclusive learning environment that respects and integrates diverse cultural 

and situational backgrounds 

● Provide cultural sensitivity training and support to apprentices/trainees and, where 

appropriate, host locations of WBL/mobilities to ease adaptation to new environments 
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6. Stakeholder Engagement 

 

● Liaise with VET institutions, host companies, and other stakeholders to align 

apprenticeship/traineeship objectives and expectation 

● Facilitate effective communication between all parties involved in the 

apprenticeship/traineeship programme 

● Building relationships: Building and maintaining long-term relationships with host 

organisations and companies to increase future opportunities  

 

7. Problem Solving and Conflict Resolution 

 

● Ensure that appropriate contact points and information lines (telephone, email, internet) 

are set up, maintained and operable 

● Address any issues or conflicts that arise during the mobility/WBL placement  promptly 

and effectively 

● Implement solutions that are fair and beneficial to all parties involved 

 

8. Assessment and Evaluation 

 

● Develop and administer assessments to evaluate apprentice/trainee performance and 

programme effectiveness. 

● Collect and analyse feedback from apprentices and trainees, mentors, and host 

companies to continuously improve the learning, hospitality, organisational and 

productivity experience 

● Ensure that, where appropriate, relevant requirements for ECVET or Europass are 

secured and implemented 

 

Credentials and Requirements 

 

● Education: 

o Bachelor’s degree in education, Human Resources, International Relations or 

(a) related field(s) 

o Complementary and additional academic or professional education preferred 

(e.g. relevant Masters discipline; project management training and 

accreditation)  
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● Experience: 

o Minimum of 2 years’ experience in apprenticeship or learner management, 

vocational training, or a related field 

o Experience of working in a transnational or multicultural environment is 

desirable 

o Experience of working with learners with diverse needs is preferred 

 

● Valued Skills and Knowledge: 

o Strong organisational and project management skills 

o Excellent communication and interpersonal skills 

o Ability to work independently and as part of a team 

o Proficiency in one or more foreign languages is an asset 

o Knowledge of international education standards and vocational training 

practices 

 

Key Qualities 

 

● Cultural Sensitivity: 

o Demonstrates an understanding of cultural differences and adapts 

communication and training methods accordingly. 

● Mentorship: 

o Provides effective guidance and support to apprentices, fostering their 

professional growth and development. 

● Problem Solving: 

o Identifies and addresses issues promptly, implementing effective solutions. 

● Adaptability: 

o Flexible and adaptable to changing circumstances and environments. 

● Collaboration: 

o Works collaboratively with diverse stakeholders to achieve common goals. 

 

Career Path: A Transnational Workplace Learning or Apprenticeship Supervisor can advance 

to senior roles such as Director of Global Training Programmes, International HR Manager, or 

become a consultant specializing in transnational apprenticeship programmes and vocational 

training. 

 

Work Environment: This role typically involves a combination of office work and travel. The 

supervisor may need to visit multiple countries to oversee apprenticeships and collaborate with 
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international partners. The ability to adapt to various cultural and work environments is 

essential. 

 

The above Occupational Profile provides a set of 8 areas of responsibility and functionality.  

They are not exhaustive but are an attempt to be specific with regards to the particular roles 

and functions that are undertaken by those who have responsibility – either as stand-alone 

and specific positions in their organisations, or as part of a wider set of duties and 

responsibilities as VET staff within their VET institutions.  These areas could lend themselves 

to further specification in the event of a comprehensive competency framework. In STREAM, 

however, we are mindful that our focus is on a specific set of three areas of competence.  

Therefore, we take them as the basis from which to specify particular in the STREAM domains 

of Green, Digital and Inclusive competence (which in turn, when specified as competences 

can inform curricula-based Learning Outcomes for training and assessment).  These are 

considered in section 5 that follows. 
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5. The STREAM Occupational Profile: Digital, Green and 

Inclusive Competences 

 
 

5.1 Competences aligned to the Occupational Profile 

 
In STREAM, we have identified that there is no clear and unambiguous categorisation and 

occupational profile for those VET practitioners who work on the sending and hosting of WBL 

opportunities for apprentices and trainees.  Thus we respond to assist our purpose with the 

elaboration of the Occupational Profile that we outline in section 4 above.  However, and 

specifically, STREAM is focused on the challenge that there is no specific programme aimed 

at the particular competences they are required to have to be current, legitimate and 

contemporary with regard to present-day European imperatives surrounding green, digital and 

just transitions in the economy and society, in line with the Sustainable Development Goals 

and the European Pillar of Social Rights, fairness and solidarity are key objectives and 

principles of the European Green Deal. 18 Consequently, STREAM has been designed to 

develop a Microcredential Framework that is concerned primarily with three thematic areas of 

attention within the Occupational Profile outlined in the previous section.  These are as follows: 

 

● Thematic Competency Cluster 1 - DIGITAL COMPETENCES  

Digital skills related to the digital transformation of the WBL and international mobilities, 

with reference to DigComp 

 

● Thematic Competency Cluster 2 - GREEN COMPETENCES 

Ensuring environmental sustainability and carbon 

 

● Thematic Competency Cluster 3 - INCLUSIVE COMPETENCES 

Inclusion, intercultural/cross cultural and intersectional competencies in international 

WBL mobilities 

 

In this section of the Blueprint, each is considered – and specified – in turn, in the form of a 

Matrix of Competencies set out for each Thematic Competency Cluster. However, before 

doing so, it is necessary to set out the schematic approach that is deployed to the design,  

structure, and scope of the STREAM Competency Framework.  

 
18 https://ec.europa.eu/social/main.jsp?catId=1587&langId=en  

https://ec.europa.eu/social/main.jsp?catId=1587&langId=en
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5.1.1 Why a Competency Framework? 
 

According to CEDEFOP, knowledge, skills, and attitudes are essential for individuals to 

develop and fulfil themselves personally, be employable, and participate in society. CEDEFOP 

defines competence as the ability to use knowledge, skills, and experience in professional and 

personal settings, as well as in learning and work situations. Competences can be individual 

or collective, and can include cognitive, functional, interpersonal, and ethical aspects. 

 

A Competency Framework, in Human Resource practice, is typically approached as a 

structured set of competences that a given organisation uses to define individual 

competencies, in terms of the Knowledge, Skills, and attitudes (KSAs) that employees need to 

perform their roles effectively. Competency frameworks are used across various sectors to 

drive performance, guide development, and align individual capabilities with organisational 

goals. The purpose of developing a competency framework is multifaceted, impacting 

everything from recruitment to performance management and succession planning.   

 

Arguably, competences are the cornerstone of VET.  Occupational competency is the ‘target’ 

for VET, in that it is being able to train for and certificate occupational competences is the 

essential purpose of VET institutions and programmes – whether those programmes are  initial 

VET (I-VET) or continuing VET (C-VET). Thus, competency frameworks have been elaborated 

in the context of VET, and especially so in the context of European VET programmes such as 

Erasmus+, in order to define common competences and standards required of apprentices, 

trainees, learners and also trainers, teachers and professionals - that can define areas that 

supersede national requirements and provide common standards and specification that lend 

themselves to collective actions between European organisations. Moreover, in VET, given 

this focus on job design and identifying common European factors concerned with competency 

at work and in labour markets, Competency Frameworks can identify gaps in knowledge, skills, 

or attitudes and can therefore be used to develop tailored training and development 

programmes.  

 

By understanding the specific competencies that need to be developed in employees, VET 

organisations can create focused training and assessment initiative that addresses specific, 

real time occupational needs ‘for the job’ – critical in a world that is increasingly witnessing a 

need for ‘new skills for new jobs, rather than generic programmes that can be out of date and 

not aligned to the present requirements of labour markets. Indeed, it is the very essence of the 

challenge that is faced by VET in Europe 2024 and beyond that the individual competences 
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that comprise occupational competence – the capability to do a job – are a ‘moving target’, 

ever-changing in the fast-moving world of labour markets, skills requirements and technology.  

 

This presents its own set of challenges to job design, to the codification and classification of 

employment categories and requirements and, therefore, to the certification of occupational 

qualifications and the recognition, transparency and mobility of occupational competence.  

Moreover, Competences need to be defined in order to identify knowledge and skills gaps and 

plan for training provision, assessment and certification. Indeed, without a common European 

framework for understanding the requirements of the occupational profile, in our case the 

Organiser of Transnational and Work-based Learning (WBL) for Apprentices and Trainees, in 

the context of a digital, green and just transition, it is difficult to conceive how it would be 

possible to develop, at the European level, meaningful credentials to validate and certify the 

occupational requirements of the role. 

 

Here, again, we return to the essential point: this is why the arena of Microcredentials is 

attracting so much attention and investment from European VET policy and programmes. 

Moreover, in the context of STREAM, this forms the basis for developing a specific Matrix of 

Digital, Green and Inclusive Competences for the Occupational Profile that is the subject of 

attention for the STREAM target group of VET Practitioners who work in WBL and mobility.  

 

 

5.1.2 The theoretical and pedagogical framework underpinning STREAM 

competency design 
 

Blooms Taxonomy: The competency matrix that is developed in STREAM draws from 

Bloom’s Taxonomy19 in order to classify the competencies (and, in turn, the educational 

learning objectives that align to them and to the training and assessment programme to be 

developed in STREAM). Blooms Taxonomy is a hierarchical model that is stratified into levels 

of complexity and specificity. Bloom’s taxonomy consists of three different domains: 

 

● the cognitive domain (knowledge-based) 

● the affective domain (emotion based) 

● the psychomotor domain (action-based). 

 

 
19 Bloom, B. S.; Engelhart, M. D.; Furst, E. J.; Hill, W. H.; Krathwohl, D. R. (1956). Taxonomy of 

educational objectives: The classification of educational goals. Handbook I: Cognitive domain. New 
York: David McKay Company. 

https://en.wikipedia.org/wiki/Benjamin_Bloom
https://en.wikipedia.org/wiki/David_Krathwohl
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Blooms Taxonomy is widely known in education and training, notably to ensure that language 

– specifically in terms of verbs and terms are aligned, in curriculum design, to the appropriate 

level of expectation in the educational curriculum. Therefore, in this Blueprint it is not necessary 

to explain in detail its deployment. However, for reference purposes, a typical schematic model 

is provided here demonstrating complexity, from basic (at the bottom) to the most advanced 

at the top: 

 

 

 

In our estimation, the responsibilities and duties described in the Occupational Profile 

elaborated in section 4 above operate, broadly, at EQF Levels 5 and 6. It is not unusual for 

occupational design to contain responsibilities that operate at different levels – there may be 

more responsibility and autonomy assigned in some areas of the job role than in others. 

However, for our purposes in STREAM, based on the occupational profile being performed by 

VET staff and other contributors involved in WBL, it is reasonable to specify that the large 

majority of competencies that are to be designed in STREAM, and therefore the learning and 

/ or certification requirements elaborated in the STREAM Microcredential Framework, will be 

‚pitched‘ at those Levels.  By way of illustration, the following figure, taken from material from 

the Europass description of the EQF Levels, explains this and provides the overall guidance 

at which competencies and / or learning outcomes should be described in drawing upon the 

appropriate strata of Blooms Taxonomy descriptors: 

  



 
 

33 | Page 
  

https://streamcredentials.eu/ 

EQF Level 5 (learning outcomes)   

Knowledge Skills  
Responsibility and 
autonomy  

Comprehensive, 
specialised, factual and 
theoretical knowledge 
within a field of work or 
study and an awareness 
of the boundaries of that 
knowledge 

A comprehensive 
range of cognitive and 
practical skills required 
to develop creative 
solutions to abstract 
problems 

Exercise management and 
supervision in contexts of 
work or study activities 
where there is 
unpredictable change; 
review and develop 
performance of self and 
others 

 

EQF Level 6 

Knowledge  Skills 
Responsibility and 
autonomy  

Advanced 
knowledge of a field 
of work or study, 
involving a critical 
understanding of 
theories and 
principles 

Advanced skills, 
demonstrating mastery 
and innovation, required 
to solve complex and 
unpredictable problems 
in a specialised field of 
work or study 

Manage complex technical or 
professional activities or 
projects, taking responsibility 
for decision-making in 
unpredictable work or study 
contexts; take responsibility for 
managing professional 
development of individuals and 
groups 

 

By extension, in competency design, and with the Levels of the EQF in mind, Blooms 

Taxonomy is also widely drawn upon in the wording and descriptions used for individual 

competencies. Thus, the cognitive domain list has traditionally been the primary focus in 

education and is frequently used to structure curriculum learning objectives, assessments and 

activities. At the same time, however, in VET and in professional education, with its focus on 

‘competency at work’, it is also important to take into account that learning goals – in the case 

of STREAM those goals are aligned to work based competences - generally should not only 

consist of cognitive but should also include emotion-based and particularly action-based 

considerations. Therefore, this forms a foundational consideration in how we deploy the use 

of Blooms Taxonomy across our Matrix of competencies and how the descriptors and terms 

are drawn in those competences.   
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Matrix of Competencies: The use of Knowledge, Skills and Attitudes/Behaviours: When 

designing descriptors to define standards and competence, there are various types of 

schematics that are used in education, training and in VET, at national and European levels.  

There is no one correct way to do this, and there are variances to consider as to the context 

and purpose. Hence, a moment is taken in this Blueprint here to explain and justify the  

approach that is being adopted in STREAM. 

 

First, there is the use of terms and descriptors such as ‘skills’, ‘competency (and competences)’ 

and ‘competencies’ and how we approach this question in STREAM. The concepts of skills 

and competences are often used interchangeably. On the other hand, there is often a debate, 

at the design and structure stage of competency design, concerning the ‘correct’ use of skills 

and competences in a given context. The 2018 Council Recommendation on Key 

Competences for Lifelong Learning, for instance, states that competences (not to be confused 

with competencies) refer to “...a combination of knowledge, skills and attitudes, where: a) 

knowledge is composed of the facts and figures, concepts, ideas and theories which are 

already established and support the understanding of a certain area or subject; b) skills are 

defined as the ability and capacity to carry out processes and use the existing knowledge to 

achieve results; c) attitudes describe the disposition and mind-sets to act or react to ideas, 

persons or situations”. 20  

 

 
20 https://eur-lex.europa.eu/legal-

content/EN/TXT/?toc=OJ%3AC%3A2018%3A189%3ATOC&uri=uriserv%3AOJ.C_.2018.189.01.0001.01.ENG  

https://eur-lex.europa.eu/legal-content/EN/TXT/?toc=OJ%3AC%3A2018%3A189%3ATOC&uri=uriserv%3AOJ.C_.2018.189.01.0001.01.ENG
https://eur-lex.europa.eu/legal-content/EN/TXT/?toc=OJ%3AC%3A2018%3A189%3ATOC&uri=uriserv%3AOJ.C_.2018.189.01.0001.01.ENG
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In this context, Knowledge is a familiarity with, awareness, or understanding of someone or 

something, such as facts, information, descriptions, or skills, which is acquired through 

experience or education by perceiving, discovering, or learning. Knowledge refers to a 

theoretical or practical understanding of a subject. It can be implicit (as with practical skill or 

expertise) or explicit (as with the theoretical understanding of a subject). Skills are the ability 

to apply knowledge and use know-how to complete tasks and solve useful problems, typically 

in the workplace. A skill is the ability to carry out a task with predetermined results. Often this 

is constrained by a given amount of time, energy, or both.  

 

Therefore, Competences can be defined as broader attributes that refer to an ability to use 

knowledge, skills social and/or methodological abilities in work or study situations and in 

professional and personal development. Competence is not limited to the cognitive area; it also 

encompasses functional/technical areas, interpersonal skills and values. 

 

In this STREAM Blueprint, therefore, this distinction between skills and competences is 

followed. However, at a further level of elaboration, it also has to be borne in mind that 

competences are not only applicable in the context of education. In fact, it has become clear 

that competences can be acquired throughout the whole lifecycle, hence raising the 

importance of competency at work and the focus of VET on competences. It is here where, 

sometimes, debates are held that confuse the difference between the use of ‘skills’ and 

‘competences’. There is a difference between defining Learning Objectives or Learning 

Outcomes – in education, curriculum  design and in training – and their use in Occupational 

design. In the case of the latter, work competences are being defined – which comprise 

knowledge, skills and attitudes. The two are, evidently, closely related – in that designing 

Occupational Competences is the foundational requirement for being able to design job related 

education and training – i.e. VET – but they are not quite the same thing.   

 

This has also found some confusion in the use, in some contexts of ‘Attitudes’ (i.e. KSAs) and 

‘Competences’ (i.e. KSCs). Thus, the Recommendation of the European Parliament and of the 

Council of 23rd April 2008 on the establishment of the European Qualifications Framework for 

Lifelong Learning does not use ‘Knowledge, Skills and Attitudes’, but rather ‘Knowledge, Skills 

and Competences’. Again, this is because the EQF has a focus on defining ‘Learning 

outcomes’, rather than, for instance, occupational design.21 This can cause particular 

 
21 It is also potentially confusing, and worth noting, that the EQF now refers, along with Knowledge and Skills, 

to ‘Responsibility and autonomy‘ (i.e. not 'Attitudes', nor‘ Competences‘ when specifying this ‘third realm‘.  
Again, this is in reference to defining levels of Learning Outcomes (not occupational competences).  See 
https://europass.europa.eu/en/description-eight-eqf-
levels#:~:text=Level%206%20%2D%20learning%20outcomes%20;%20Knowledge%2C,work%20or%20study%2C
%20involving%20a%20critical%20understanding  

https://en.wikipedia.org/wiki/Fact
https://en.wikipedia.org/wiki/Information
https://en.wikipedia.org/wiki/Description
https://en.wikipedia.org/wiki/Skills
https://en.wikipedia.org/wiki/Experience
https://en.wikipedia.org/wiki/Education
https://en.wikipedia.org/wiki/Perception
https://en.wikipedia.org/wiki/Discovery_(observation)
https://en.wikipedia.org/wiki/Learning
https://en.wikipedia.org/wiki/Theoretical
https://en.wikipedia.org/wiki/Practical
https://europass.europa.eu/en/description-eight-eqf-levels#:~:text=Level%206%20%2D%20learning%20outcomes%20;%20Knowledge%2C,work%20or%20study%2C%20involving%20a%20critical%20understanding
https://europass.europa.eu/en/description-eight-eqf-levels#:~:text=Level%206%20%2D%20learning%20outcomes%20;%20Knowledge%2C,work%20or%20study%2C%20involving%20a%20critical%20understanding
https://europass.europa.eu/en/description-eight-eqf-levels#:~:text=Level%206%20%2D%20learning%20outcomes%20;%20Knowledge%2C,work%20or%20study%2C%20involving%20a%20critical%20understanding
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confusion in VET, given that VET is concerned with both – i.e. with specifying and assessing 

learning outcomes, in its orientation towards the design of education and training provision – 

but also for competency in occupations and jobs, as these jobs are specified and designed in 

national occupational registers and labour markets. 

 

Here, again, it is necessary to be consistent. Thus, we not only refer back to the 2018 Council 

Recommendation on Key Competences, which explicitly utilises KSAs, but also the work of 

the Joint Research Centre (JRC), the European Commission’s science and knowledge service 

and its Working Paper series on Labour, Education and Technology.  This aims to provide a 

unified framework for the analysis of occupations, tasks, skills and competences (2021) - 

where KSAs and the underlying approach to them (i.e. not KSCs) are unambiguously utilised.   

 

There are, then, two further levels of practical elaboration in the terminology and taxonomies 

that are used in the STREAM Matrix of Competencies: First, the approach used to the 

incorporation of 'hard’ skills and ‘soft’ skills; and the relationship with the specification of 

‘Attitudes’ in the KSAs.   

 

‘Skills’ are often divided into so-called ‘hard’ skills and ‘soft’ skills.  In this nomenclature, ‘Hard’ 

skills are a specific set of technical competencies that are required to accomplish the duties 

and responsibilities of a particular job. They are mainly a result of the knowledge, training and 

experience garnered throughout life. Hard skills are job-related competencies and abilities that 

are necessary to complete work. Each occupation has ‘hard’, specific functional skills. 

Concretely, for an engineer, hard skills can include testing, equations and performing 

mathematical calculations. Without these hard skills it would not be possible to be an engineer. 

‘Soft’ skills, by contrast, are often described as traits and qualities that impact on how work is 

conducted and performed, when working on one’s own and when collaborating with others. 

They include, as examples, communication skills; emotional intelligence; the ability to work 

well in teams; leadership skills; interpersonal skills; personal drive; creativity; dependability; 

empathy and overall attitude. In summary, hard skills are applicable to a specific career or job; 

soft skills are transferable to many types of occupations and job.  

 

In STREAM, we resolve in our competency framework design that we consider ‘hard’ skills to 

be those that the person in the job has to be able to do, that are direct and specific to the 

specific STREAM Occupational Profile. ‘Soft’ skills are highly transferable and relevant to the 

whole range of teaching, training, mentoring, supervising, pastoral and even administrative 

roles to be found in VET occupations – indeed, to many different teaching – and even wider – 
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occupations. It goes without saying, in that sense, that such soft skills are required to effectively 

perform the STREAM occupational profile. 

 

This, therefore, has one further element of definition and classification to clarify. Competency 

frameworks for specific occupations or occupational profiles often suffer because they are 

driven to incorporate both ‘hard’ skills and ‘soft’ skills in their skills domain within the KSAs – 

in other words (a) skills specific to the job, and (b) generic skills. This can cause what are 

intended to be specific occupational profiles and competency frameworks to become (too) 

broad in their scope. It can be left elsewhere to consider the merits or demerits of this, but for 

the design of specific Microcredential frameworks that are designed for specific purposes, it 

has one obvious problem, namely: Incorporating generic requirements, transferable to many 

different occupations and profiles, and not just the occupational profile or competences in 

question, widens the area of training and assessment to be conducted if competency in all of 

the specified skills is to be demonstrated. This, evidently, dilutes the specific nature of the 

particular area of attention and works against the very point of Microcredentials – i.e. to develop 

credentials that are specific – small, focused and targeted. 

 

In STREAM, the design solution we propose to this challenge is to recognise that, in many 

cases, ‘soft’ skills are close in orientation to ‘Attitudes’. An attitude is an individual’s 

predisposed state of mind regarding a value. A person’s attitudes acquired through 

experiences over time – experiences that are learned and can be taught. Attitudes are the 

affective, emotional, and belief aspects of a person that typically determine ‘Behaviours’ (the 

actions that a person actually takes), including behaviours at work. Therefore, in the Matrix of 

Competencies that follows, there are no long lists of ‘generic soft skills’ to be found in the 

specification of Skills in the KSAs.  ‘Skills’ in STREAM are listed as specific, functional, 

technical – i.e. they are, in the main, ‘hard’. In the Matrix of Competencies, the ‘Attitudes’ 

incorporate attributes, qualities and traits, including behaviours, that are often drawn from 

specifications of relevant ‘Soft’ Skills.  

 

One final point of terminology: ‘Competences’ and ‘competencies’ are used interchangeably in 

very many contexts. The distinction between them is debated in native English. To be 

consistent, in this Blueprint we draw the following distinction. ‘Competence’ refers to a general 

state of competency (and hence ‘competences’ is the plural of competence).  ‘Competencies’ 

is the plural of ‘competences’. In practical terms, this simply means that, in the Competency 

Framework, ‘Competences’ is used to refer to the set of Digital, Green and Inclusive 

Competences, and the main competences that they comprise; ‘Competencies’ are more 
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detailed ‘competences’ – in that they ‘break down’ the competences into individual  Knowledge, 

Skills and Attitudes (KSAs) competencies.  

 

5.2 Digital Competences 

 
The competency framework with regards to digital competences set out here concerns the 

knowledge, skills and qualities (herein attitudes and behaviours) related to the transformation 

of the digital dimension in WBL and international mobilities. Apprentices on work-based 

learning placements abroad can gain a wide range of specific digital skills and competencies 

that enhance their professional development and prepare them for the global workforce. The 

consideration in this aspect of the competency framework for VET staff performing their 

functions in the identified occupational profile, working with digital skills and knowledge 

ensures that both supervisors and learners are well-equipped to navigate the rapidly evolving 

digital landscape. By focusing on technical, instructional, interpersonal, organisational, cultural, 

and reflective competencies, supervisors can effectively support learners in WBL 

environments to gain ‘real world‘ experience, acquiring the digital skills and knowledge 

necessary for the modern workplace. 

 

Elsewhere (i.e. in the publications of the Eduwork.net project as well as in the STREAM 

Research Report – not to mention innumerable other studies and references) it has been 

articulated widely that this dimension has accelerated in VET as a result of the Covid-19 

Pandemic. Notably, this arose from the ‘push’ factor of the need to respond to learner needs 

in the curriculum due to the widespread closure of workplaces where WBL takes place, not to 

mention the cessation and then the restrictions placed on international travel. This saw a much 

greater use of online environments for communications and tutoring – but also witnessed new 

and agile approaches with reference to the use of Alternative Reality (AR) and Virtual Reality 

(VR) to simulate real life work experience in digital environments. The digitalisation trend in 

VET is, if anything, accelerating, with new paradigms being presented by the mass take up of 

Artificial Intelligence in everyday learning and working situations. 

 

Digital skills and knowledge are increasingly essential and  are increasingly intrinsic to 

everyday competences in life and work. Moreover, we now have the advent of the ‘born digital’ 

generation, who are entering the age of apprenticeship relevance. Many from this generation 

are completely conversant in such everyday digital applications, having been born to them and 

having known nothing else. This presents certain challenges to those involved in learning 

design in VET (and elsewhere) - in that, for the born digital generation, their own understanding 

of the potential of the digital society and their level of digital literacy is often ahead of those 

who are responsible for their learning.   
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Therefore, here, the Digital Competences focused upon in STREAM are not aimed at 

equipping the VET Practitioner to become an ‘ICT Expert’. Rather, the focus is on practical 

competences governed by sufficient insight into the digital realm that informs the competency 

of the postholder, regarding the need for VET practitioners who are engaged in the planning 

and organisation of WBL and mobilities to (a) be able to identify and use the various 

authoritative reference frameworks that exist with regards to the development of digital 

competences and apply this knowledge in the job and (b) develop accompanying skills and 

behaviours, to the areas of responsibility in the occupational profile. This means being able to 

acquire and integrate a sufficient level of knowledge and develop accompanying techniques in 

their work to do so.   

 

In this context, the competency framework with reference to Digital Competences is designed 

to validate that the VET Practitioner can conduct their own occupational role with reference to 

WBL/Mobility planning and organisation to at least the Level of Integrator (B1) according to 

the DigCompEdu proficiency levels.22 This is stated as: 

 

Integrators experiment with digital technologies in a variety of contexts and for a range of 

purposes, integrating them into many of their practices. They creatively use them to enhance 

diverse aspects of their professional engagement. They are eager to expand their repertoire 

of practices. They are, however, still working on understanding which tools work best in which 

situations and on fitting digital technologies to pedagogic strategies and methods. Integrators 

just need some more time for experimentation and reflection, complemented by collaborative 

encouragement and knowledge exchange to become Experts. 

 

As a starting point, STREAM has provisionally selected the Digital Competence Framework 

for Citizens and the DigCompEdu, AREA 2. COMMUNICATION AND COLLABORATION and 

AREA 4. SAFETY as specific areas for attention, namely: 

 

AREA 2. COMMUNICATION AND COLLABORATION: 

2.1 INTERACTING THROUGH DIGITAL TECHNOLOGIES. To interact through a variety of 

digital technologies and to understand appropriate digital communication means for a given 

context. 

 
22 https://joint-research-centre.ec.europa.eu/digcompedu/digcompedu-framework/digcompedu-proficiency-

levels_en  

https://joint-research-centre.ec.europa.eu/digcompedu/digcompedu-framework/digcompedu-proficiency-levels_en
https://joint-research-centre.ec.europa.eu/digcompedu/digcompedu-framework/digcompedu-proficiency-levels_en
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2.1 SHARING THROUGH DIGITAL TECHNOLOGIES. To share data, information and digital 

content with others through appropriate digital technologies. To act as an intermediary, to 

know about referencing and attribution practices 

2.5 NETIQUETTE. To be aware of behavioural norms and know-how while using digital 

technologies and interacting in digital environments. To adapt communication strategies to 

the specific audience and to be aware of cultural and generational diversity in digital 

environments.23 

 

AREA 4. SAFETY: 

4.2 PROTECTING PERSONAL DATA AND PRIVACY. To protect personal data and privacy 

in digital environments. To understand that digital services use a “Privacy policy” to inform 

how personal data is used. 

4.3 PROTECTING HEALTH AND WELL-BEING. To be aware of digital technologies for 

social well-being and social inclusion 

4.4 PROTECTING THE ENVIRONMENT. To be aware of the environmental impact of digital 

technologies and their use.24 

 

To integrate into the above, a Competency Framework for Supervisors Assisting Learners 

with Digital Skills and Knowledge on WBL/Mobility Placements can consider the approach 

that follows in which the targeted areas are broadly categorised into technical, interpersonal, 

and contextual competencies: 

 

1. Technical Competency: 

a. Digital Literacy: 

● Proficiency in basic digital tools (e.g., Microsoft Office, Google Workspace). 

● Effective use of digital communication tools and platforms (e.g., Slack, Microsoft 

Teams, email, instant messaging platforms), participating in virtual meetings and 

webinars; managing tasks and productivity in remote work settings, virtual teamwork. 

● Familiarity with software and digital platforms, content management systems (e.g., 

WordPress, Drupal); use of collaboration software (e.g., Trello, Asana). 

● Social media management and analytics. 

b. Advanced Technical Skills: 

● Understanding of cybersecurity principles and practices. 

● Knowledge of essential developments in AI, machine learning applications, the Internet 

of Things (IoT), blockchain technology. 

 
23 NB This may be better located, or contextualised, in the Thematic Cluster of Inclusive Competences 
24 NB This may be better located, or contextualised, in the Thematic Cluster of Green Competences. 
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● Experience with data analysis tools (e.g., Excel, SQL, Tableau). 

● Working with cloud services (e.g., AWS, Google Cloud, Microsoft Azure). 

 

2. Supervisory Competency 

a. Guidance and Mentorship: 

● Experience in developing and delivering guidance materials and sessions on digital 

aspects of WBL. 

● Utilize a mix of online and in-person guidance, supervision and monitoring sessions for 

flexibility and accessibility. 

● Guiding apprentices and trainees to define and participate in real-world projects that 

require digital solutions, providing practical experience and skill application. 

● Implement regular assessments to monitor learner progress and the effectiveness of 

the programmes. 

● Skills in providing constructive feedback and fostering a supportive learning 

environment. 

b. Curriculum and Programme Development: 

● Designing structured WBL/mobility plans tailored to individual learner needs. 

● Integrating real-world tasks and projects to enhance learning. 

● Use feedback from learners to refine and improve the WBL process. 

● Networking with experienced professionals who provide insights into advanced digital 

practices and career advice. 

● Identifying opportunities for hands-on experience with cutting-edge digital tools and 

platforms specific to the host company's operations. 

● Staying updated with the latest digital trends and incorporating them into training. 

 

3. Interpersonal Competency: 

a. Communication: 

● Strong verbal and written communication skills. 

● Ability to communicate effectively with diverse groups, including learners, colleagues, 

and stakeholders. 

● Active listening skills to understand and address learner concerns. 

 

b. Empathy and Support: 

● Sensitivity to the challenges learners may face in acquiring digital skills. 

● Providing emotional and motivational support. 

● Encouraging a growth mindset and resilience. 
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4. Management and Organisational Competency: 

● Planning and organising digital learning activities and projects. 

● Identifying and addressing issues learners encounter with digital tools. 

● Making informed decisions to enhance the learning experience. 

● Adapting strategies based on feedback and evolving needs. 

 

5. Cultural and Ethical Competency: 

● Recognizing and respecting diverse cultural perspectives on technology used in 

various countries. 

● Promoting ethical use of digital tools and data. 

● Ensuring privacy and confidentiality in digital environments. 

● Teaching the importance of digital citizenship and responsible online behaviour. 

● Understanding international digital laws and regulations (e.g., GDPR). 

 

6. Reflective Competency: 

● Committing to ongoing professional development in digital literacy and technology. 

● Staying informed about emerging technologies and their implications for the workplace. 

● Engage with an identified community of practice, action learning sets or other peer 

learning forums where experiences and best practices can be shared. 

● Regularly update WBL and guidance materials to reflect the latest trends and 

technological advancements. 

 

Considering the above Thematic Cluster of Digital Competencies, the following is 

presented as a compact, Microcredential friendly Digital Competency Framework with the 

associated Knowledge, Skills and Attitudes Matrix of Competencies specified in 

accordance with the methodological foundation described above: 

 

 

1: DIGITAL COMPETENCY 
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Overall requirement: 

 

 

 

To obtain the ‘European Professional Certificate for VET Practitioners supporting Inclusive, Digital 

and Green Work-Based Learning’ in the domain of Digital Competency, the VET Practitioner must 

demonstrate at assessment, through experience, prior attainment or learning. To do so they must 

demonstrate that they can conduct their occupational role with reference to WBL/Mobility planning 

and organisation to at least the Level of Integrator (B1) according to the DigCompEdu proficiency 

levels.  

 

Competencies: 

Knowledge  Skills  

  

Attitudes  / Behaviours 

  

Demonstrate knowledge and 

understanding of:  

 

● The principles and contents 

contained in the EU Digital 

Competence Framework for 

Citizens  

 

● The expectations and 

capabilities aligned to 

Integrator (B1) according to 

the DigCompEdu proficiency 

levels 

 

● Good practices in relation to 

both in person and virtual 

WBL experiences (i.e. 

virtual platforms, AR/VR 

options) 

 

● Digital Project-based 

Learning (PBL) 

opportunities available in 

workplaces (according to 

industry and sector) 

 

● The heterogeneity and 

differing levels of digital 

competency (ref: DigComp) 

Demonstrate the ability and 

capability to:  

 

● Encourage apprentices, 

trainees and other learners to 

specify SMART digital 

learning goals and design 

individual action plans to be 

pursued during mobility / WBL 

experiences  

 

● Ensure that provision is made 

with companies/at the 

workplace for aligned digital 

learning experiences places 

when hosting WBL 

placements  

 

● Utilise digital tools and 

platforms to conduct core job 

functions relating to 

organisational, administrative 

and promotional duties 

 

● Use digital tools and platforms 

to provide guidance and 

communications to support 

apprentices and trainees 

online 

 

Demonstrate attitudinal and 

behavioural competencies 

that: 

 

● Positively seek to 

troubleshoot and resolve 

technical issues remotely 

 

● Take into careful account 

the practical digital 

opportunities and limitations 

of employers, apprentices in 

making WBL and mobility 

arrangements to shape 

expectations appropriately 

 

● Seek continuous 

improvement for future WBL 

and mobility learning 

experiences from digital 

experts and pedagogical 

peers 

 

● Ensure that good practice 

as well as mandatory 

requirements in online well-

being, digital safety and 

privacy are adopted and are 

shared as appropriate with 

all stakeholders including 
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and learning needs of 

apprentices and trainees 

 

● Appropriate methods and 

techniques to establish 

digital baselines for learners 

and evaluate progress and 

distance travelled in relation 

to digital competencies 

accrued during WBL and 

mobility experiences 

 

● Troubleshoot and resolve 

technical issues remotely 

 

● Evaluate with all concerned 

parties (learners, companies, 

VET colleagues) digital 

learning outcomes of WBL 

experiences 

and trainees and (where 

appropriate) parents and 

guardians 

 

 

 

5.3 Green Competency 

 

The competency framework with regards to Green competences set out here concerns the 

knowledge, skills and qualities (herein attitudes and behaviours) related to the dimension of 

environmental sustainability and carbon reduction considerations in WBL and international 

mobilities. Apprentices and trainees on work-based learning placements at home and abroad 

can gain a wide range of specific Green skills and competencies that enhance their 

professional development and prepare themselves and contribute to a society and economy 

that is more environmentally sustainable. The consideration in this aspect of the competency 

framework for VET staff performing their functions in the identified occupational profile to 

ensure that WBL supervisors learners and companies are all mindful of the need and equipped 

to ensure that considerations of environmental sustainability and carbon reduction are at the 

forefront of both the planning and implementation of, and the learning opportunities available 

within WBL and mobility.  

 

However, as important as it is to understand the options that exist for avoiding harmful impacts 

on the environment and undertake actions to avoid them, such as considering lower impact 

travel options, this area is also concerned with mindsets and behaviours that place Green 

considerations at the forefront of WBL and mobility organisations in VET. In the modern era, 

there is also a greater understanding of the relationship between Green and Digital 

dimensions, not least in the context of transnationality and the harmful impacts upon the 

environment of the emission levels from flights and other forms of travel. This was a further 

system level learning experience that was, arguably, accelerated by the  experience of the 

Covid-19 Pandemic. In particular, the challenges that arose to the implementation of learning 

mobilities from the cessation and then the restrictions placed on international travel not only 

created a push towards a much greater use of online environments for communications and 
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tutoring, but also raised fundamental questions about how international travel was organised 

and used. As the benefits to the environment, in terms of reduced impacts of mass travel and, 

in the context of Erasmus+, a migration of proceedings to online environments became more 

commonplace, participants in international activities such as Erasmus+ and learning mobilities 

began to examine whether present work and travel were over-used, particularly for routine 

matters that could be better organised online in ways that is more environmentally friendly. 

 

By focusing on technical, instructional, interpersonal, organizational, cultural, and reflective 

competencies, supervisors can effectively support learners in WBL environments to gain ‘real 

world‘ experience, acquiring the Green skills and knowledge that are becoming necessary to 

the modern workplace. These can be broadly categorized into technical, interpersonal, and 

contextual competencies. Green skills and knowledge are increasingly essential and everyday 

competences in life and work, and there is evidence that younger generations, those who are 

now comprising the demographic entering and completing apprenticeships and traineeships, 

who are those most at risk from the uncertainties and concerns tied up in climate change, are 

more motivated than many of those who came before them to take action and insist on 

environmentally sustainable activities in their lives, including their learning and working 

arrangements.25 

 

The Green Competency focused upon in STREAM is not aimed at equipping the VET 

Practitioner to become an ‘Green Expert’ but is rather aimed at ensuring that Environmental 

Sustainability and Carbon reduction are not ‘add-ons’ or marginal features of WBL and mobility 

organisation. Instead, by placing them as one of the core three sets of competences for a 

Digital, Green and Just transition, they are to be viewed increasingly as a core competence for 

VET staff working at the interface between learning and work. By acquiring Green skills and 

competencies, VET staff can better support apprentices and trainees to acquire a global 

perspective on environmental issues and sustainable practices and understand the 

interconnectedness of environmental challenges and solutions. They can therefore – both 

directly and through the learning and experiences gained by the apprentices and trainees that 

they support, contribute to the transition towards a more just, sustainable and environmentally 

friendly global economy, becoming committed to sustainability and environmental stewardship. 

 

Hence, the focus is on practical competences governed by sufficient insight into the Green 

realm that informs the competency of the postholder, regarding the need for VET practitioners 

who are engaged in the planning and organisation of WBL and mobilities to (a) be able to 

 
25 E.g. https://www.eesc.europa.eu/en/our-work/opinions-information-reports/opinions/young-peoples-role-

green-transition  

https://www.eesc.europa.eu/en/our-work/opinions-information-reports/opinions/young-peoples-role-green-transition
https://www.eesc.europa.eu/en/our-work/opinions-information-reports/opinions/young-peoples-role-green-transition
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identify and use appropriate sources of policy and pedagogical resources to target the 

acquisition of Green competences and apply this knowledge, and (b) develop accompanying 

skills and behaviours that place Green considerations at the heart of the requirements to 

perform the occupational profile.  This means being able to acquire and integrate a sufficient 

level of knowledge and develop accompanying techniques in their work to do so.   

 

In this context, the competency framework with reference to Green Competences is designed 

to validate that the VET Practitioner can conduct their own occupational role with reference to 

WBL/Mobility planning and organisation. As a starting point, STREAM comprehensively 

references Greencomp,26 provisionally as specific areas for attention to its domains concerning 

“3. Envisioning sustainable futures”, specifically ‘3.1 Futures literacy: To envision 

alternative sustainable futures by imagining and developing alternative scenarios and 

identifying the steps needed to achieve a preferred sustainable future’ and ‘3.2 Adaptability. 

To manage transitions and challenges in complex sustainability situations and make decisions 

related to the future in the face of uncertainty, ambiguity and risk.”. It also considers the domain 

‘4. Acting for sustainability’, specifically ‘ 4.2 Collective action. To act for change in 

collaboration with others’.  

 

Apprentices and trainees on work-based learning placements and mobilities abroad can 

acquire a variety of Green skills and competencies, which are essential for supporting 

sustainable development and environmental stewardship. These skills can be categorized into 

technical, behavioural, and contextual competencies. To integrate into the above, a 

Competency Framework for Supervisors Assisting Learners with Green Skills and Knowledge 

on WBL/Mobility Placements can consider: 

 

Technical Green Skills: 

1. Sustainable Practices: 

o Understanding and implementing energy efficiency measures in various 

industries, including waste reduction and recycling techniques. 

o Gaining knowledge about sustainable sourcing and supply chain management. 

2. Environmental Management Systems (EMS): 

o Familiarity with EMS frameworks such as ISO 14001. 

o Developing skills and knowledge relating to conducting environmental impact 

assessments and audits. 

3. Renewable Energy Technologies: 

 
26 https://joint-research-centre.ec.europa.eu/greencomp-european-sustainability-competence-framework_en  

https://joint-research-centre.ec.europa.eu/greencomp-european-sustainability-competence-framework_en
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o Understanding the principles and applications of solar, wind, hydro, and 

geothermal energy. 

o Knowing about the installation, maintenance, and operation of renewable 

energy systems. 

4. Green Building and Construction: 

o Becoming aware of sustainable building materials and construction techniques. 

o Understanding the principles of green building certifications (e.g., LEED, 

BREEAM). 

5. Water Management: 

o Knowledge of the existence of water conservation techniques and sustainable 

water management practices, including wastewater treatment and reuse 

systems. 

6. Sustainable Agriculture: 

o Organic farming practices and sustainable land management. 

o Understanding agroecology and permaculture principles. 

 

Behavioural Green Competencies: 

1. Environmental Awareness and Advocacy: 

o Understanding global environmental challenges and their local impacts. 

o Advocating for sustainable practices within the workplace. 

2. Eco-Innovation: 

o Encouraging creative thinking to develop sustainable solutions and products. 

o Understanding the process of green product design and lifecycle analysis. 

3. Sustainable Decision-Making: 

o The considerations involved in balancing economic, environmental, and social 

factors. 

o Understanding the principles of the ‘triple bottom line‘ (people, planet, profit). 

 

Contextual and Adaptive Green Competencies: 

1. Cross-Cultural Environmental Practices: 

o Understanding how different cultures approach sustainability and 

environmental protection. 

o Learning to adapt and apply green practices in diverse cultural and regulatory 

contexts. 

2. Global Environmental Regulations: 

o Knowing about basic international environmental regulations and standards. 
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o Understanding the implications of global agreements (e.g. The European Green 

Deal; the Paris Agreement). 

3. Sustainable Urban Development: 

o Being aware of sustainable urban planning and smart city technologies. 

o Understanding the integration of green infrastructure in urban settings. 

 

Considering the above Thematic Cluster of Green Competencies, the following is presented 

as a compact, Microcredential friendly Green Competency Framework with the associated 

Knowledge, Skills and Attitudes Matrix of Competencies specified in accordance with the 

methodological foundation described above: 
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2: GREEN COMPETENCY 

 
 

 
Overall requirement: 
 
 

 
To obtain the ‘European Professional Certificate for VET Practitioners supporting Inclusive, Digital 

and Green Work-Based Learning’ in the domain of Digital Competency, the VET Practitioner must 

demonstrate at assessment, through experience, prior attainment or learning, that they can 

conduct their occupational role with reference to WBL/Mobility planning and organisation at the 

specified level. To do so they must demonstrate a good level of understanding and competence in 

applying the principles and relevant methods contained in GreenComp: The European 

sustainability competence framework.    

 
 

 

Competencies: 

Knowledge  Skills  
  

Attitudes   
  

Demonstrate knowledge and 

understanding of:  

 

● Different professions, 

professional activities and 

the relevance of Green 

competences  at the 

workplace. 

 

● International environmental 

regulations and standards 

 

● Green Project-based 

Learning (PBL) 

opportunities available in 

workplaces (according to 

industry and sector) in  

sustainability challenges, 

such as reducing carbon 

footprints or improving 

waste management 

 

Demonstrate the ability and 

capability to:   

 

● Apply references and 

examples from GreenComp 

when conducting own 

occupational role with 

reference to WBL/Mobility 

planning and organisation 

to identify a minimum level 

of access to relevant 

practical learning 

concerning environmental 

sustainability, carbon 

reduction and sustainable 

futures  

 

● Encourage apprentices, 

trainees and other learners 

to specify SMART Green 

learning goals to be 

Demonstrate attitudinal and 

behavioural competencies 

that: 

 

 

● ‘Lead by example’ with 

regards to environmentally 

sustainable working practices 

in own role 

 

 

● Positively advocate the need 

to fully embed Green 

mindsets and  dimensions in 

the planning and 

implementation of WBL and 

mobility  

 

 

● Take into careful account the 

balance of environmental, 

economic and social factors 
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● Case studies and examples 

from previous WBL and 

mobility placements as well 

as from wider best practice 

 

 

● Conducting environmental 

audits and assessments to 

minimise the detrimental 

impact of (international 

travel and work organisation 

on the environment 

 

● Appropriate methods and 

techniques to establish 

baselines for learners and 

evaluate progress and 

distance travelled in relation 

to Green competencies 

accrued during WBL and 

mobility experiences 

 

pursued during mobility / 

WBL experiences  

 

● Ensure that provision is 

made with companies/at the 

workplace for aligned Green 

learning experiences when 

hosting WBL placements 

 

● Evaluate with all concerned 

parties (learners, 

companies, VET 

colleagues) Green learning 

outcomes from WBL 

experiences and seek 

continuous improvement for 

future WBL and mobility 

learning experiences 

 

 

at the workplace with 

employers, apprentices in 

making WBL and mobility 

arrangements to shape 

expectations appropriately 

 

 

● Seek continuous 

improvement for future WBL 

and mobility learning 

experiences from experts 

and pedagogical peers in 

environmental sustainability 

and carbon reduction 

 

 

5.4 Inclusive Competency 
 

The competency framework with regards to Inclusive Green competencies set out here 

concerns the knowledge, skills and qualities (herein attitudes and behaviours) related to the 

dimension of social inclusion, intercultural/cross cultural and intersectional competencies in 

international WBL mobilities.  

 

Inclusive competency is essential for creating and maintaining a diverse, equitable, and 

inclusive work environment, especially in global contexts. Apprentices and trainees on work-

based learning placements abroad can develop a range of inclusive competencies that help 

them effectively navigate diverse circumstances and contribute to diverse workplaces. The 

consideration in this aspect of the competency framework for VET staff performing their 

functions in the identified occupational profile to ensure that WBL supervisors learners and 

companies are able to support a diverse range of apprentices and trainees with diverse needs 

and diverse assets.  Moreover, they need to be alert to the needs and situations with employers 

providing WBL environments in this context by demonstrating relevant competences that 

enable them to provide guidance in this area, as well as monitor the inclusivity of the 
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experiences. These Inclusive competencies include awareness, skills, behaviours, and 

attitudes that promote inclusion and respect for all individuals. 

 

Social inclusion is a horizontal, cross-cutting priority across the entire Erasmus+ programme, 

including its VET dimension.  Moreover, wider considerations of social justice and inclusivity 

are becoming ever most specified in a range of European cooperation programmes. 

Apprentices on work-based learning placements at home and abroad have the right to be 

treated in a fair, equitable and just way when on WBL and mobility, irrespective of factors such 

as race, ethnic origin, faith, religion and belief, age, visible and invisible disability, sex and 

sexual orientation, gender identity and expression, mental health, neurodiversity, family status 

and socio-economic circumstances. European countries have various legal provisions in place 

that provide, to varying degrees, for the equal and fair treatment of all persons, Moreover, there 

is a recognition displayed in good practice in many organisations and in much VET provision 

that such considerations of inclusivity should go beyond legal compliance and take an 

intersectional perspective (i.e. a person's different intersecting identities) and how these can 

advantage or disadvantage them) which can add value to the workplace, contribute to the 

wellbeing and equality of outcomes and impact on all employees. 

 

As we have highlighted earlier, the Covid-19 pandemic provoked various needs and 

innovations in VET in the Green and Digital domains. There was one particular aspect with 

regards to inclusion that was commented upon widely in the workplace, with its corresponding 

implications for WBL and VET. Thus, whilst innovation was present in the move to work from 

home, for instance, and to deploy technology in various ways to overcome the restrictions 

placed through social distancing and travel. concern has been expressed that a move to virtual 

and remote working and learning environments disadvantages young employees, apprentices 

and some with particular support needs in many ways – notably via losing access to mentoring 

and support from their seniors at the workplace, and interpersonal contact with their peers.  

Moreover, one of the most widely understood advantages of transnational mobility – the 

opportunity to expand mindsets and cultural awareness, through intercultural exchanges and 

experiences – can be lost in the impetus to develop digital and green dimensions in WBL and 

mobility (e.g. replacing physical mobilities with virtual mobilities; substituting hands-on, ‚human‘ 

interpersonal work-based experiences with work-based simulations through AR/VR and digital 

communication platforms). Clearly, the three sets of competences addressed in STREAM can 

be highly complementary when planning and implementing WBL and mobility. At the same 

time, however, a proper and considered overview is required from VET staff to ensure that, in 

this case for instance, inclusive and life-enriching experiences that were available to previous 

generations of apprentices, trainees and learners are not lost, due to new imperatives. 
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A particular challenge facing VET staff in WBL and mobility is presented by one of the findings 

of the STREAM Research Report. In general, there is evidence that there is some divergence 

in how comfortable or capable the STREAM consortium partners feel with regards to 

addressing the area of Inclusion.  It was generally reported that areas of guidance and practice 

with regards to Inclusion in VET is less advanced than with regards to Green and Digital 

dimensions. Moreover, the concept was largely addressed by partners through a ‘deficit‘ lens, 

in much attention was focused on the additional ‘burden‘ that apprentices and trainees with 

additional learning needs or disabilities would present, particularly with regards to what 

employers are resourced and willing to do (or not).  

 

The Inclusive Competency focused upon in STREAM is not aimed at equipping the VET 

Practitioner to become an ‘Equality, Diversity and Inclusion (EDI) Expert’ across a complex 

range of factors and considerations.  Rather, they are aimed at ensuring that considerations 

of Inclusivity in the organisation of WBL and mobilities are not ‘add ons’ or marginal.  By placing 

them as one of the core three sets of competences for a Digital, Green and Just transition, 

they are to be viewed increasingly as a core competence for VET staff working at the interface 

between learning and work. Acquiring relevant Inclusive skills and competencies aims to 

ensure that VET staff can better support apprentices and trainees to have a fair and equitable 

experience of WBL and mobility – one that is life enriching for them, rather than one that is 

confronted by negative factors of, at its worst, prejudice and ignorance towards diverse states 

of being and needs. Crucially, they can also be aimed at better equipping employers and 

company representatives – many of whom will want to provide the best experience they can - 

to organise such environments by supplying advice, support, reference materials and good 

practice examples.  

 

The VET staff can, therefore – both directly and through the learning and experiences gained 

by the apprentices and trainees that they support, contribute to the transition towards a just 

transition by becoming knowledgeable and skilled in good practices in this area and committed 

to equitable stewardship. Hence, the focus is on practical competences governed by sufficient 

insight into the Inclusivity realm that informs the competency of the postholder, regarding the 

need for VET practitioners who are engaged in the planning and organisation of WBL and 

mobilities to (a) be able to identify and use appropriate sources of policy and pedagogical 

resources to ensure inclusive environments for WBL and mobility and (b) develop 

accompanying skills and behaviours that place considerations of Inclusivity at the heart of the 

requirements to perform the occupational profile.  This means being able to acquire and 
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integrate a sufficient level of knowledge and develop accompanying techniques in their work 

to do so.   

 

 

With reference to Inclusive Competencies, however, it is necessary to consider an appropriate 

starting point.  Unlike in the areas of Digital competences and Green competences, there is no 

equivalent reference framework at the European level – there is no ‘InclusionComp‘, for 

instance. Consequently, STREAM draws upon the provisions and values set out in the Profile 

of Inclusive Teachers as defined by the European Agency for Special Needs and Inclusive 

Education.27 This considers  the essential core values and areas of competence necessary for 

preparing all teachers to work in inclusive education considering all forms of diversity. It also 

draws upon Emotional Intelligence related competences (Daniel Goleman, Harvard Business 

Review, 1998). More broadly, it is also influenced by the EU’s Lifecomp, which, although it only 

indirectly considers Inclusivity, highlights various attitudes and behaviours in relevant ways 28 

It draws upon the Council of the European Union recommendation on key competences for 

lifelong learning (2018) which is concerned with, amongst other aspects, personal fulfilment, 

employability, active citizenship and social inclusion and contains specific clusters pertaining 

to Cultural Awareness and Expression, and Personal, Social and Learning to Learn 

competences. 

 

There are innumerable ways to approach the question of Inclusive competencies for VET staff 

in this context. Below is a starting point, set across Cultural, Emotional and Social,  

Competences, for a Competency Framework for Supervisors Assisting Learners with Inclusive 

Skills and Knowledge on WBL/Mobility Placements that can be considered: 

 

Cultural Competence 

1. Cultural Awareness 

o Understanding and appreciating cultural differences and similarities. 

o Recognizing the impact of culture on communication, behaviour, and workplace 

interactions. 

2. Cultural Sensitivity 

o Being aware of cultural biases and avoiding stereotypes. 

o Demonstrating respect for cultural practices and traditions. 

3. Cross-Cultural Communication 

 
27 https://www.european-agency.org/activities/te4i/profile-inclusive-teachers  
28 https://joint-research-centre.ec.europa.eu/lifecomp_en  

https://www.european-agency.org/activities/te4i/profile-inclusive-teachers
https://joint-research-centre.ec.europa.eu/lifecomp_en
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o Developing effective communication strategies for interacting with people from 

different cultural backgrounds. 

o Learning to listen actively and empathetically to understand diverse 

perspectives. 

 

Emotional and Social Competence 

1. Empathy 

o Understanding and valuing the feelings and perspectives of others. 

o Demonstrating compassion and support for colleagues from diverse 

backgrounds. 

2. Emotional Intelligence 

o Managing one’s own emotions and responding appropriately to the emotions of 

others. 

o Building positive relationships through understanding and managing emotions 

effectively. 

3. Conflict Resolution 

o Addressing and resolving conflicts in a fair and inclusive manner. 

o Mediating disagreements by considering all perspectives and finding common 

ground. 

 

Mentorship and Support: 

1. Inclusive Leadership 

o Providing guidance and support to colleagues from underrepresented groups. 

o Acting as a mentor or ally to promote inclusion and diversity in the workplace. 

o Demonstrate respect for the uniqueness of each individual, including those with 

special needs. 

o Leading with an inclusive mindset, ensuring that all stakeholders and parties to 

the WBL/mobility process feel valued and heard. 

o Be active with the provision of good practice ideas, references and guidance.  

o Encouraging diverse viewpoints and fostering an inclusive culture. 

2. Collaborative Teamwork 

o Working effectively with diverse teams, leveraging different strengths and 

perspectives. 

o Work collaboratively with people from various cultural backgrounds, leveraging 

diverse perspectives for innovative solutions. 

o Mediate and resolve conflicts arising from cultural misunderstandings or 

differences. 
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o Promoting a collaborative environment where all team members can contribute. 

 

Organisational Competence 

1. Inclusive Policies and Practices: 

o Understanding and supporting organizational policies that promote diversity 

and inclusion. 

o Implementing inclusive practices in daily work activities. 

o Align with the goals of inclusion and diversity in educational and workplace 

settings. 

o Seek opportunities in WBL and mobility that are accessible to all learners, 

including those with disabilities. 

o Prioritise WBL and mobility opportunities that are explicitly inclusive of diverse 

learning needs and cultural backgrounds. 

2. Bias Awareness and Mitigation: 

o Recognizing and addressing implicit biases in decision-making and 

interactions. 

o Implementing strategies to mitigate bias and promote fairness. 

3. Accessibility and Accommodation: 

o Ensuring that the workplace is accessible to individuals with disabilities. 

o Providing reasonable accommodations to support diverse needs. 

4. Understanding Intersectionality: 

o Recognition of Multiple Identities: Understand how different aspects of an 

individual’s identity (e.g., race, gender, disability, socio-economic status) 

intersect and impact their experiences. 

o Impact of Intersectionality: Recognize the compounded effects of intersecting 

identities on discrimination and privilege. 

 

Ethical and Reflective Competence 

1. Ethical Conduct: 

o Adhering to ethical principles that promote respect, fairness, and equity. 

o Advocating for ethical behaviour in the workplace. 

o Recognize and address personal and systemic biases that affect learners’ 

experiences and outcomes. 

2. Reflective Practice 

o Continuously reflecting on one’s own behaviour and attitudes towards inclusion. 

o Receiving mentorship from experienced professionals who model inclusive 

behaviour. 
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o Adapt communication styles and listening behaviour to effectively interact with 

individuals from different cultural backgrounds. 

o Seeking feedback and learning from experiences to improve inclusive practices. 

3. Advocacy for Inclusion 

o Championing diversity and inclusion initiatives within VET and amongst 

stakeholders. 

o Advocating for the rights and opportunities of diverse and marginalised groups. 

o Build a network of diverse professionals committed to inclusion and cultural 

competence, fostering international collaboration and innovation. 

 

Considering the above Thematic Cluster of Inclusive Competencies, the following is presented 

as a compact, Microcredential friendly Inclusive Competency Framework with the associated 

Knowledge, Skills and Attitudes Matrix of Competencies specified in accordance with the 

methodological foundation described above: 

 

 

 
3: INCLUSIVE COMPETENCY 

 
 

 
Overall requirements:  
 
 

 
To obtain the ‘European Professional Certificate for VET Practitioners supporting Inclusive, Digital and 

Green Work-Based Learning’ in the domain of Inclusive Competency, the VET Practitioner must 

demonstrate at assessment, through experience, prior attainment or learning, that they can conduct their 

occupational role with reference to WBL/Mobility planning and organisation at the specified level. To do 

so they must demonstrate a good level of understanding and competence in applying the principles and 

relevant methods contained in LifeComp: The European Framework for Personal, Social and Learning 

to Learn Key Competence and in accordance with the provisions and values set out in the Profile of 

Inclusive Teachers as defined by the European Agency for Special Needs and Inclusive Education. They 

must also demonstrate effective Emotional Intelligence related competences (Daniel Goleman, Harvard 

Business Review 1998). 

 

Competencies: 

Knowledge  Skills  
  

Attitudes   
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Demonstrate knowledge and 

understanding of:  

 

● Good practices in Inclusive, 

Intercultural and Intersectional 

WBL and mobility experiences 

for learners, in accordance 

with the provisions and values 

set out in the Profile of 

Inclusive Teachers as defined 

by the European Agency for 

Special Needs  

 

● The heterogeneity, diversity 

and intersectionality amongst 

those that comprise the 

community of apprentices and 

trainees; and how this can 

manifest itself in learning 

needs  

 

● Appropriate methods and 

techniques to establish  

baselines for learners and 

evaluate progress and 

distance travelled in relation to 

inclusive competencies 

accrued during WBL and 

mobility experiences 

 

● Structural inequality and how 

it affects learners e.g. racism, 

discrimination against 

disabled people, sexism 

 

● Signs and symptoms of stress 

and stress coping techniques  

 

 

 

Demonstrate the ability and 

capability to:  

 

● Ensure that apprentices, 

trainees and other learners 

with diverse needs are 

provided with inclusive, 

respectful and safe WBL / 

mobility experiences  

 

● Ensure that provision is 

made with companies/at the 

workplace for inclusive, 

respectful and safe WBL / 

mobility experiences when 

hosting WBL placements 

 

● Evaluate with all concerned 

parties (learners, companies, 

VET colleagues) learning 

outcomes of WBL 

experiences with reference 

to social inclusion 

 

● Reflect on personal 

experiences and receive 

feedback to continuously 

improve inclusive 

competencies 

 

● Seek continuous 

improvement for future 

inclusive WBL and mobility 

learning experiences. 

 

 

 

 

 

Demonstrate attitudinal and 

behavioural competencies that: 

 

● Exhibit effective Emotional 

Intelligence related 

competences (Daniel 

Goleman, Harvard Business 

Review 1998) 

 

● Show Empathy: 

Understanding Others: 

Understand and be sensitive 

to the emotions, needs, and 

concerns of others.  

 

● Are committed to developing 

others, providing support and 

encouragement to help others 

develop their strengths and 

abilities 

 

● Positively advocate the need 

to fully embed Inclusive 

mindsets and  dimensions in 

the planning and 

implementation of WBL and 

mobility  

 

● Valuing diversity: Empathy 

towards the life situations / 

personal biography of different 

communities of apprentices 

and trainees 

 

● Show Intercultural awareness; 

cultural intelligence; cultural, 

cross-cultural and 

intersectional competency 
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6. Elaborating the Learning and Microcredential 

Strategy: the European Professional Certificate for VET 

practitioners supporting Inclusive, Digital and Green Work-

Based Learning 

 
 

6.1 The STREAM strategy for (Micro)Credential-building and Certification 

 
Thus far, in the application and as elaborated with greater specification in this Blueprint, we 

have specified why we need our Microcredential; at whom our Microcredential One is aimed 

(NB the occupational profile) and what our Microcredential covers (digital, green and inclusive 

competency). Here, the final part of this Blueprint addresses the core issues that, ultimately, 

determines if the STREAM Microcredential will be sustainable beyond the life of the project - 

namely  ‘who recognises this credential?’  

 

STREAM draws upon the core definitional statement that "A micro-credential certifies 

achievement of a coherent set of skills and knowledge and is specified by a statement of 

purpose (NB: our emphasis), learning outcomes, and strong evidence of need by industry, 

employers, and/or the community". The statement of purpose is critical. As CEDEFOP (2022) 

states, it is a question of 'trust' - in that there is a need to "identify the conditions for trusting 

micro credentials, as seen from the end-user perspective…”  and that “more work needs to be 

done on building trust, as those more trusted are linked to formal, nationally recognised 

qualifications”.29 

 

Two critical questions have to be addressed in Microcredential development  – the question of 

currency (who recognizes it, to use it) and legitimacy (who says it is worth anything?). Drawing 

upon the experience of many of the examples often quoted from the private sector does so by 

highlighting that these (micro) credentials are recognised by a defined ‘practice community’. 

These Microcredentials can be part of wider frameworks; they can be ‘stacked – ie individual 

modules can build up, often through compulsory or optional clusters of units or modules, 

through schemes that are stratified (i.e. Bronze, Silver, Gold). However, it is easy to overlook 

that there is a very specific reason for that community of users to engage with the 

Microcredential Framework in question. SCO, Microsoft). Simply put, in cases ranging from, 

for instance, CISCO, Microsoft or Google, it is necessary to do so to be ‘licensed’ to operate 

their services and products, to whatever level of form required, linked to the relevant product 

or service area.  

 
29 https://www.cedefop.europa.eu/en/publications/5587  

https://www.cedefop.europa.eu/en/publications/5587
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As we have seen in the STREAM Research Report, there is no ‘compulsion’ on anyone to 

undertake the kind of Microcredential that is envisaged by STREAM. There is no occupational 

requirement to do so in any of the NQFs reviewed in Italy, Spain, Ireland, Lithuania or Greece; 

there is no evidence that is any different in any other country covered by the European Union’s 

European Education Area;30  no occupational profile has been identified or specified in national 

or European occupational classifications. 

 

Before addressing the question directly, it is necessary to consider and review here, briefly, 

the basis on which qualifications/certifications that are relevant to occupations or professions 

that are designed in any context are recognised across borders in Europe. In short, there are 

two different procedures at the European level for the mutual recognition of national 

qualifications with regards to: 

 

• Recognition for further education and VET  

• Recognition for access to employment, including regulated professions 

 

With regards to the first of the above, The Council Recommendation of 26 November 2018 

promotes automatic mutual recognition of: 

 

• Higher education, upper secondary education and training qualifications and 

• outcomes of learning periods abroad 

 

The ENIC-NARIC network develops joint policy and practice in all European countries for the 

recognition of qualifications. The network consists of the European Network of Information 

Centres (ENIC), established by the Council of Europe and UNESCO, and the National 

Academic Recognition Information Centres (NARIC), established by the European 

Commission. The recognition of professional qualifications in the EU is regulated by Directive 

2005/36/EC concerning, for instance nurses, midwives, doctors (general practitioners and 

specialists), dental practitioners, pharmacists, architects and veterinary surgeons; regulated 

professions such as teachers, translators and real estate agents;  and a system of recognition 

based on professional experience for e.g. carpenters, upholsterers and beauticians. 

 

Here therefore, we return to the challenge presented above for the creation of the STREAM 

Microcredential development framework. As we have seen to this point, there is a requirement 

for a European certification in the STREAM context, one that is designed, progressed, tested 

 
30 https://education.ec.europa.eu/  

https://education.ec.europa.eu/
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and validated through strong co-design, informed by a range of practitioners, staff and 

stakeholders backed by a Europe-wide community of VET providers and professional 

associations. When it comes to improving the relevance, attractiveness, modernisation and 

adaptation of contemporary European VET to the rapidly changing world of work, the role of 

company employees and VET provider staff involved in WBL is crucial. Moreover, STREAM is 

‘clear eyed’ about the need to develop its recognition and certification framework at the 

transnational – the ‘supranational’ level. It is not practical for STREAM to design a credential 

framework – micro or otherwise – that can be recognised and adopted within each of the 

STREAM participating country NQFs – let alone the NQFs of the remaining EU 27 countries 

and other relevant countries. 

 

Nonetheless, we are working in a context where there is no ‘compulsion’ to be trained or 

qualified to perform the role(s) and duties identified in the STREAM Occupational Profile.  It is 

our contention in STREAM, therefore, that returning to the 'statement of purpose' is key.  

 

The STREAM consortium - as a network of VET networks and trade associations, with many 

thousands of member organisations and many thousands more VET staff involved in WBL – 

is in a unique position to answer the question of 'who recognises these credentials' in relation 

to the Micro-credential Framework that it develops. The answer is that it is the very 

organisations - institutions and companies - that employ the target group, represented 

in membership in their thousands through the 'network of networks' in STREAM. By 

focusing on the notion that the STREAM ‘VET network of VET networks’ provide the 

‘requirement’ – ie they see the STREAM Professional Certificate as a ‘badge of quality and 

good practice’ – one that they can establish and advocate with them members – this becomes 

a step towards a ‘self-authorisation’. Put simply, those members – numbering hundreds, 

indeed thousands of VET providers within the STREAM consortium’s membership – are the 

target group for this advocacy from the leadership provided by the transnational partners, 

specifically those partners that are national VET associations, themselves.   

 

This at least is the starting point. STREAM is strategically placed to make a first, common step 

towards addressing legitimacy and currency – towards a wider transnational certification of 

VET and WBL staff involved for Standards in WBL and Mobility Organisation. 

 

Moreover, this happens without requiring any incorporation from can be slow-moving 

certification authorities at the national level, and which also are not easily transferable across 

member states with relation to occupational requirements in (C-)VET. Instead, this legitimacy 

and currency is offered through the network of VET networks and their providers. The aim is 
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that this ‘network of VET networks‘ constitutes the ‘community/constituency’ who use it. 

‘Legitimacy’ is conferred through the certificated programme itself (the micro-credential)  that 

the VET community mutually recognise the award (the Microcredential) – in which they have 

participated in its development and state that it comprises their ‘currency’, or licence to 

practice.  

 

In conclusion, and to confirm: STREAM develops its Microcredential in a way that is informed 

by the situation regarding NQFs and their jurisdiction over the professional qualification of VET 

trainers in each country.  However, it is not seeking to be aligned to, or incorporated within, 

those NQFs.  Should that be a desirable outcome in some countries and with some STREAM 

partners, that is then a matter for bilateral dialogue between the partner organisation 

concerned and their national certification and qualification authorities. Instead, the European 

Professional Certificate for VET practitioners supporting Inclusive, Digital and Green Work-

Based Learning in STREAM is developed at the European, ‘supranational’ level, informed by 

European level instruments in VET such as the EQF and EQAVET. With EQAVET, it is a 

question of drawing upon the contents of the indicators and guidance that support quality 

assurance in VET in different areas. With reference to the EQF, it is to align the Microcredential 

developed here in STREAM to the appropriate benchmarked EQF level, in order to assist with 

transfer to the ‘language and orientation’ -  of each NQF – and in some instances, to assist 

with the ‘stacking’ of it as a Microcredential towards wider and fuller qualifications at the 

national level.  

 

However, in essence, the recognition and accreditation strategy is one that seeks ‘industry 

recognition’ as its statement of purpose – i.e. as a mark of quality and competence, initially 

from the ‘network of networks’ of VET providers who, collectively, form the 

constituency/community of interest for whom the Microcredential is developed. It is they who 

will ‘recognise’ it. This is a voluntary, not a mandatory, recognition strategy for the occupational 

profile. As such, it does not have the ‘push factor of being a mandatory requirement necessary 

to do the ‘job’.  Rather, it relies on the ‘pull’ factor – i.e. it is a ‘good practice standard’ and, as 

such, will require strong attention to promotion, advocacy and marketing to ensure its wider 

uptake. 
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6.2 The Certification Strategy: Needs assessment; Addressing the Gap(s); 

Professional Education through Blended Learning; Assessment 
 

 

Once the competencies have been defined and finalised, it is important to establish a process 

for assessing and validating them. This can include a mix of self-assessments, manager 

assessments, and peer reviews. Competency assessments can also be incorporated into 

performance appraisals and used to identify areas where additional training or development is 

needed. Additionally, the competency frameworks set out above need to be validated by the 

Community that provide the user base for recognition of the award, once certificated - ensuring 

that the competences reflect the realities of the workplace and are aligned with job 

requirements as outlined in the STREAM Occupational Profile. 

 

Working with employers and industry bodies in VET to identify the skill gaps in the sector has 

been and remains crucial, while providing recognition for completion of Microcredentials will 

motivate VET staff  to progress while managing multiple commitments. Most in-employment 

learners have also accumulated a wealth of relevant knowledge from their work experience 

and prior learning – validation of such learning should take place by it being recognised and 

counted towards their knowledge acquisition. Beyond employer support, VET Practitioners 

juggling work, study and personal commitments will require appropriate, and preferably 

modern and contemporary learning support and coaching an extra push to get them over the 

line.  

 

Critically, there will be a need to come to a view about the ‘quantum‘ of time commitment 

involved in acquiring the European Professional Certificate for VET practitioners supporting 

Inclusive, Digital and Green Work-Based Learning according to the Microcredential 

assessment framework to be developed. The suite of Green, Digital and Inclusive 

competences set out above, strengthening the indicative Occupational Profile as it is specified, 

are not necessarily exhaustive – but it is relatively comprehensive. Demonstrating competence 

in all of its areas and across all the entire matrices of competencies represented by the sets of 

matrices of KSAs may not be feasible.  

 

It is recommended that the programme should be developed on the assumption that VET staff 

undertaking a learning programme to achieve the Microcredential will arrive at the process with 

some level or other of accrued knowledge, skills and other competences through experience 

in the job and prior training. The Microcredential may be available to those who are job entrants 

in relation to the occupational profile in question, but it is assumed that candidates would not 
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be brand new staff in VET, working in a WBL/mobility context with no relevant prior experience 

or qualifications. Nonetheless, given a full programme of learning material design, detailed 

curricula, learning (self-learning, taught learning), assessment methods for prior knowledge 

and attainment or to test learning is more in keeping with a full programme of occupational 

qualification attainment and may not, therefore, be practical or consistent with the concept of 

Microcredentials as a way of certificating highly targeted competences and skills or small units 

of learning.  This has to be carefully assessed in the next stage of the STREAM work 

programme. One way of doing this is to map the competencies, or the learning outcomes, that 

are finally arrived upon and to be used as the basis for training plans, learning materials and/or 

peer or external certification exercises to be mapped to the following sequences or steps that 

are implicit to the Occupational Profile (this is supplied simply for illustration as to what a very 

simple, generic ‘curse structure’ – prior to the specification of green, digital and inclusion 

domains, could look like): 

 

Area Topic Description 

1 The supervisory process Introduces the purpose and  

importance of work based learning and  

mobility placements. Consideration of the role and  

the responsibilities of the WBL/ mobility organiser . 

2 Effective working 

relationships 

Examines the importance of the  

supervisor/trainee relationship and the key  

characteristics  of effective supervision.  

Also considers the need for equality and  

consistency of the trainee experience. 

3 Providing an effective 

placement 

 experience 

Considers ways to help ensure  

that the workplace is an effective learning  

environment. Looks at the different stages of  

placement and associated processes that help 

to make the WBL / mobility journey a positive  

experience. 

4 Facilitating learning This provides an overview of the  

different types of learning that may take  

place during placement and the role of the  

WBL organiser in facilitating learning. 
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5 Assessment and feedback - 

Evaluating the placement 

experience 

The importance and the principles of 

 effective feedback and review. The importance of  

evaluating the placement experience involving all  

stakeholders to it, and strategies for continuous 

improvement 

 

 

To set against this is, of course, the fact that STREAM is a Microcredential, and 

Microcredentials are developed to recognise and accredit a ‘small‘ amount of learning and/or 

a specialist certification.  Despite the heavy attention afforded to Microcredentials in recent 

years, there has been little by way of providing definitive guidance as to what comprises a 

‘Micro’ credential – as opposed to, presumably, a ‘Macro‘ credential. Nonetheless, it can be 

said that the greater the amount of time and complexity involved in meeting the preparation 

and presentational requirements (participation in learning – in whatever media or form; 

presentation of portfolio of evidence of competency attainment – or meeting continuous 

assessment or examination requirements), the further away the Professional Certificate moves 

from its original orientation of being a specific and targeted ‘Micro‘ credential.  

 

One option to consider along with that assessment is the conversion of the Occupational Profile 

and the Matrix of Competences into a set core Occupational Requirements that are set out as 

Learning Outcomes or Learning Objectives. To give the example: In the Competency 

Framework contained in this Blueprint, each begins with a summary of the ‘requirement‘. This 

requirement is then broken down into detailed KSAs.  It is possible to specify a ‘middle ground‘ 

of complexity and specification, such as one where, in each Competency, a core set of, for 

instance, between 6 and 10 Learning Objectives are listed – not as KSAs, but as Learning 

Outcomes, or statements of core Occupational Competency Requirements (or, alternatively 

put, ‘Competences, not Competencies‘). The KSAs are used to inform and to be aggregated 

‘up‘ into this new, shorter set of Outcomes/Competency Requirements, but there is no attempt 

made to individually assess every KSA as it appears now. Instead, assessment could be 

focused on a shorter, aggregated set of Learning Outcomes or Requirements, subject to some 

form of examination, peer review or assessment of evidence (or a combination).   

 

Finally, there is the option that the STREAM Microcredential Framework is one where the 

certificate that is awarded is not based on competency assessment or examination.  It could 

be awarded on the basis of attendance – i.e. as long as the VET practitioner participates in a 

minimum amount of learning (self and/or taught), or attends a pre-required minimum course 

programme, they are awarded a Certificate of Attendance/Learning. Here, the next stage of 
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STREAM would comprise the design of instructional sessions and learning materials and 

specify the required attendance or participation levels. There are pros and cons for each 

course of action. With regards to the establishment of a Microcredential, there is a trade-off to 

be secured between being comprehensive and authoritative in the ‘weight‘ accorded to the 

standard of a Professional Certificate, as opposed to ease of attainment with regards to how it 

is viewed. The Professional Certificate is not a mandatory or statutory requirement – even if 

the STREAM partners can heavily ‘push‘ its use and adoption amongst their members as a 

desired ‘license to practice‘ that they all value and even stipulate as being required to work in 

a trusted way organising WBL and mobility to promote good practice standards. Hence, there 

is a balance of practicalities that are primarily tied up with the amount of time, commitment, 

complexity and cost (once STREAM funding is over).  It is also important to bear in mind that 

most forms of benchmarked certification – for instance ECTS credits, or the use of ISO 17024 

(Certification of Persons) in some way, are likely to require some form of evidence of 

attainment beyond attendance. 

 

In the STREAM application, one way forward was mapped out that would be based around an 

approach that can be described, for want of a better term, as a ‘cluster and stratified’ approach. 

Thus, the application states that “For each identified micro-credential 3 STREAM competence 

badges are to be issued:3 STREAM competence badges (STREAM Inclusive WBL, STREAM 

digital WBL, STREAM green WBL): Furthermore, a digital open badge “STREAM 

Ambassador“ will be awarded to those who, having followed the project, will show interest in 

disseminating the project’s outcomes. It will be an important promotional result as well because 

it will enhance the engagement of the target group and the sustainability of the project after its 

lifetime. The contents of the learning resources and trainings offered will be partly selected, 

reviewed and adapted from the various and recognised current offers available within the CPD 

programmes of partners and partly developed, especially when not yet developed according 

to the skills and competences required” 

 

This approach, alongside variances of it, will require a careful assessment in STREAM, in the 

Microcredential Framework specification that follows this Blueprint and the accompanying 

Training Plans and formulation of the STREAM Community of Practice, as to what is a realistic 

commitment to expect from both the VET employer and the VET Practitioner to work together 

to carve out the flexibility and hours needed to acquire the Certification. This process should 

be assisted by the imperative that VET staff in this field need to upskill and reskill in line with 

the fast-changing demands of the labour market, the impact of the digital, green and just 

transition and recovery from COVID-19.   
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