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Executive Summary

Inspire Scotland have conducted this review of the Recognition of Prior Learning (RPL) in Scotland to identify priorities for the SCQF Executive Team to take forward in addressing challenges identified for the SCQF in Skills for Scotland, the Scottish Government’s Lifelong Skills Strategy. 

The Background and Contextual Review Sections of the Report show that the SCQF, and RPL as a key component of it, are significant in contributing to the necessary skills upgrading in Scotland required for sustainable economic growth and competitive advantage in the global economy. Other key drivers for RPL include the need to ensure individuals’ skills, learning and qualifications are used in employment to optimum effect in order to have maximum economic impact for business and for individuals living and working in Scotland.

The study provides a snapshot of RPL activity in Scotland at the present time (2008) across education/employment sectors; some existing good practice that could be shared; potential for further development and recommendations and developmental suggestions. The research included four focus groups and individual consultations (45 participants in total) and desk research.

The research findings indicate that there is some good practice in enabling learners with learning achieved in a range of contexts to gain flexible entry to further learning provision or credit transfer for their existing learning. This good practice includes learning providers having RPL Co-ordinators, RPL policies, effective staff development and engagement in the processes of RPL. However, RPL requires resources to be dedicated to it and RPL policies, systems and practices to be embedded in the day to day operation of the learning providers’ business. The provision of RPL is not consistently accessible or delivered across geographic, industry sector or education or training sector boundaries. In order for more consistent access and quality of RPL service to be made available, it is suggested that significant collaborative development work and shared investment of resources is required. 

The research also suggests that although there is evidence of benefits to employers and employees from RPL, there are key issues to be addressed that relate to the demand for RPL services from individual learners, employers and other end users such as individual receiving education/training institutions/providers.

These demand side key issues include barriers to engagement resulting from the language used in connection with RPL; the need for flexibility in providing recognition of prior learning and access to and credit towards other more formal learning; the need to make RPL services affordable and manageable for learners and learning providers; institutional and attitudinal barriers on the part of learning provider staff, professional bodies and others; the need for reliability, respectability and sustainability of RPL services.

All of these key issues suggest the need for capacity building and infrastructure development on the supply side and a concerted marketing effort on the demand side to ensure employers, professional bodies and individual learners, whatever their situation, know about, understand and want to participate in RPL linked to SCQF as a means of engaging or re-engaging in lifelong learning.

In order to address these demand and supply side issues for RPL linked to SCQF, the following developmental suggestions and recommendations have been identified as priorities for the SCQF Executive Team to consider:

· The benefits identified in the report should be considered in developing the business case for RPL as a key selling point for SCQF;
· Awareness raising activity is required to promote clearly the meaning of RPL to providers, employers and individuals and to remove the mystique/inconsistency in understanding around RPL;
· A change of language in the way that RPL is promoted should be considered in future marketing; 

· There is a need for developmental support to ensure outcomes and the curriculum are designed to be flexible enough to take account of different experiences, learning methods and individual starting points of those who wish to take advantage of flexible credit/access/entry arrangements for learning opportunities;
· Consideration should be given to how the RPL market failure can be addressed through developmental activities with supply and demand sides as well as with other stakeholders such as funding bodies, awarding bodies and quality assurance/development organisations; 

· Ways should be explored of securing/deploying RPL resources effectively at national, individual institution, regional levels in order to develop RPL provision that is cost effective, not overly bureaucratic or burdensome but robust enough to meet appropriate quality standards; 

· Ways should be explored to gain commitment from institution leaders for the requirements that are needed to drive RPL  developments forward and secure investment of time, resources, collaborative effort required to enable the necessary systems, processes and staff development to be implemented

· Consideration should be given to:

 The development of RPL systems and processes that are easily understood by learners and employers;
 How RPL can be made accessible consistently, equitably and inclusively across education/training provision whilst taking account of the different purposes of RPL;
 How alternative evidence of prior learning can be utilised and accepted across sectors;
· Developmental activities should focus on those areas as described elsewhere in the report i.e. supply/demand and capacity building issues focused particularly on workplace, community learning and development and employability sectors.
1. Background

Why the Scottish Credit and Qualifications Framework is important to the Scottish Economy

1.1 The following statement gives a clear indication of why the use of the Scottish Credit and Qualifications Framework (SCQF) and the Recognition of Prior Learning (RPL), as an inextricably linked process, are important to the Scottish economy and the people of Scotland: 


1.2 These sentiments were re-iterated by Mark Batho in his presentation on “Skills for Scotland” to the SCQF Forum in February 2008. In this presentation he identified that:

 sustainable economic growth is the Scottish Government’s key purpose.
  Skills for Scotland
, the Lifelong Skills Strategy, directly supports that purpose and aims to enable Scotland to develop the capability to stand on its own two feet. 

 The SCQF is `the thread running through’ the whole skills agenda addressing the issue of academic/vocational parity of esteem and potentially helping to ensure that skills/learning/qualifications achieved by individuals are used to maximum effect. 

 There is a need to provide the workforce with opportunities to “stretch” from existing skill/qualification levels to develop higher level skills to create maximum economic effect.
 Changing demographics, an ageing population and the need to make best use of capacity all re-enforce the need for more and higher levels of skill to deliver the key purpose of sustainable economic growth.

1.3 The above background, it is suggested, provides a concise description of the Scottish policy context in which this review of RPL has been undertaken for the SCQF Partnership. Although there are many other valid, important and often complementary reasons for making use of the SCQF and RPL as an integral component, the potential economic benefit to individuals and the economy overall appear at this time to be the most significant driver.
SCQF RPL Review Aim/Objectives
1.4 Against this background, Margaret Sutherland and Sheila Martin of Inspire Scotland have prepared this report following an invitation by the SCQF Partnership to conduct a review of the recognition of prior learning. The review is significant in the economic policy context and in view of the following challenge for the SCQF Partnership set by the Scottish Government in “Skills for Scotland”, the Scottish Lifelong Skills Strategy:

1.5 Skills for Scotland also sets related challenges for all providers and stakeholders to collaborate in support of the above aspiration:

1.6 The aim of this research, therefore, was:
 to assist the SCQF Partnership to meet the above challenges set by Scottish Government through the conduct of an objective review
1.7 The objectives were to ascertain the following:
 The Scottish Government’s expectations of RPL
 The current landscape of activity and existing practice
 Views of stakeholders on where the focus for RPL should lie within SCQF.
1.8 Whilst the background section above gives some description of the Scottish Government’s expectations of RPL, Chapters 2 and 3 give further detail.

Methodology

1.9 The aim and objectives of the RPL Review have been addressed through:
 Desk research
 Individual consultations to obtain key informant input with 20 + stakeholders and partners
 Four focus groups in Glasgow (2), Edinburgh (1) and Perth (1) involving 31   participants from a wide range of stakeholders across higher education institutions, colleges, community based, voluntary, work based and private sectors of education/training and industry including representatives of Wider Access Forums
 Follow-up interviews with providers and learners to produce RPL good practice case studies that will be published separately. 

Scope of the Research
1.10 A great deal of valuable information was gleaned from the consultations and desk research. However, the research is limited in terms of the time available to conduct it (just over seven weeks) and its scope. The review was not a comprehensive investigation of RPL in Scotland at this time but rather it presents a snapshot of existing good practice and identifies development potential based on sampling of stakeholder views and review of most recent and relevant reports and RPL initiatives. The research has not aimed to produce a definitive solution to RPL issues identified but rather to allow them to be prioritised for inclusion in possible future developmental activities supported/facilitated by the SCQF Partnership.

Report Structure

1.11 The remainder of the report is presented as follows:

 Chapter 2 Contextual Review reflecting the growing but not new emphasis on RPL both within Scotland and elsewhere together with some of the challenges, key drivers, key issues and their implications for providers, stakeholders and the SCQF Partnership

 Chapter 3 Research Findings reflecting the benefits of RPL identified through the consultations for employers, learners, providers and the economy as well as existing approaches and potential for good practice. This chapter also identifies barriers and importantly what might be done to address them as well as some suggestions on where SCQF can add most value to the provision and take up of RPL

 Chapter 4 Conclusions and Recommendations for consideration by the SCQF Partnership and other stakeholders with an interest in progressing the RPL agenda.

2. Contextual Review

Drivers of RPL Development in the Current Policy Context

2.1 The concept of recognising prior learning is not new and there is a wealth of literature produced over a period of at least thirty years describing at global and national levels the benefits and challenges of RPL in various forms for various purposes. Appendix A provides information on some recent useful reading material on the subject.

2.2 In Scotland, significant recent development activity has included:

 A National Debate on RPL in 2004 

 Consultation Report on SCQF Recognition of Prior Informal Learning Draft Guidelines in 2005

 Production of SCQF RPL Guidelines in 2005

 Production of SCQF RPL Resource Pack 2006

 Development and Piloting of RPL resource pack and profiling tool for Community Learning and Development and Social Services Sectors in 2006 – 2007)
 

 Development Activity on “Valuing Your Learning” Guidance on RPL in the NHS in Scotland

 Development of Flexible Entry (RPL and Credit Transfer) Staff Development and Resource Packs for Scottish HE Sector (2006)

 Report of the SCQF Joint Advisory Committee (March 2006) that identified RPL as “a huge challenge but arguably the biggest opportunity” and the proposal that RPL could/should be promoted as a key selling point of the SCQF Framework

2.3 The consultations suggest that all of the above RPL developments have been welcomed and that there is a shared interest across educational and industry sectors in building on the valuable work already undertaken. Those who have already dedicated a great deal of time and effort to promoting the RPL cause, recognise that there are a number of RPL drivers in the current policy context at global, European, UK and Scottish levels.

2.4  Whilst the proposals in the white paper, from which the following extracts are taken, are specific to England the challenges in it are common to UK countries. The extracts, it is suggested, are helpful in articulating the economic, skills and labour market contexts within which the SCQF Partnership Review of RPL has been conducted. They point to the need for greater efforts to address the UK’s and Scotland’s labour market needs through engaging more “non-traditional” and workplace learners in a variety of settings and at various levels in returning to lifelong learning and supporting the adaptability and mobility of the workforce. 
2.5 The desk research findings and consultations suggest that enhancing the supply of and demand for RPL using the SCQF in Scotland is one of the key means of doing this:  

2.6 The concept of recognising and/or accrediting learning acquired in non-traditional settings is not new, and clearly there is already evidence of existing good practice in RPL in Scotland. However, the above labour market demands, taken together with demographic changes and growing diversity in Scotland, the Workforce Plus/Employability agendas and the increasing emphasis on a registered and qualified workforce, clearly support the case for enhanced and extended provision of and demand for RPL. The review findings suggest this is required as a basis for identifying and capitalizing on existing skills and as a springboard to higher levels of skills and progression in lifelong learning, whether work/community or education and training based. 
RPL - A Global Issue
2.7 Use of RPL processes as the basis for skills/qualifications upgrading for individuals, workforce development to meet business needs and individual access to and progression in the labour market is gaining increasing acceptance throughout the world not only in Scotland.
2.8 In France, for example, there exists for eligible employees, the entitlement to request a “bilan de competence” or stock take of skills undertaken by independent providers and Canada is identified as a leader in innovative use of RPL in the workplace:

2.9 The Canadian situation described above, it is suggested, also reflects the general direction of travel in which RPL in Scotland should rightly be heading at this time. 

2.10 France and Canada are only two examples of countries that may be ahead of Scotland in their efforts to embed RPL in the lifelong learning landscape. Other countries include South Africa, Australia, Sweden and the USA - lessons from which are included in some of the reading material including in Appendix A.

2.11 The OECD is also extremely interested in RPL as a means of economic integration and social inclusion and has published country reports related to how adult populations are able to access further and higher education.

2.12 Given the global and economic importance attached to skills and lifelong learning nowadays and the significance of RPL as a basis for progression in lifelong learning, there should be little doubt that increasing individual and employer demand for such services and enhancing and extending RPL provision should add value to Scotland’s skills up-grading efforts.

Challenges in Engaging Non-Traditional Learners in Lifelong Learning

2.13 The Scottish Government has made it clear, both in The Government Economic Strategy
 and in Skills for Scotland, that developing a skilled, qualified population is at the heart of sustainable economic growth as well as the social inclusion agenda:

2.14 If more employers and individuals can be encouraged to use the SCQF and RPL as a means of identifying, valuing and building on existing skills and competences, wherever they have been acquired, then perhaps the productivity and competitiveness issues highlighted above will be more easily addressed. Although, as will be seen in the following sections of the report, there are challenges in this, the general consensus of opinion from the research is that the challenges have to be addressed.

2.15 One key challenge is that of engaging non-traditional learners in creating demand for and then taking advantage of RPL services. Whilst such non-traditional learners may have acquired a great deal of learning through their life, work or community experience, they are often unaware of their levels of learning and do not have the confidence to engage or re-engage with the learning system. Engaging or re-engaging with learning may be made more difficult for some potential learners due to Scottish education and lifelong learning systems not being “fully learner-centred” as several research respondents commented.

2.16 All of the above have implications for change for providers, the SCQF Partnership and other stakeholders including employers who all stand to gain from a positive lifelong learning culture being developed in Scotland. The review findings suggest that development activity in developing both the supply of and demand for RPL linked to the SCQF could help to facilitate the required changes. 

2.17 Other strands of the Scottish Government policy can also be supported by enhanced use of the SCQF through RPL. The NIACE Publication, “Re-theorising the recognition of prior learning” states that “The recognition of prior learning (RPL) is an educational response to the need to widen participation in education and training for economic advancement and social inclusion”. 

2.18 Feedback from the consultations and focus groups would seem to suggest that widening participation in lifelong learning through recognising prior learning, especially for those with few qualifications, whether economically active or not, can and should contribute to economic advancement and social inclusion. 

2.19 Clearly since 2003, the implementation of the SCQF has been the driving force for RPL development in Scotland and considerable progress has been made in promoting use of the Framework to enable learners to gain recognition/credit for prior learning. 

2.20 However, SCQF acknowledges there is still a long way to go in securing the level of buy in to RPL that the Scottish Government requires in Skills for Scotland.  The need to develop new guidance on recognition of prior learning and workbased learning and encourage partners/learning providers to implement recognition of prior learning and workbased learning in their operations are identified in the first SCQF Operational Plan covering the period October 2007 to March 2009. The findings from this research will contribute to this activity.

3.
Research Findings

Introduction

3.1 This section of the report presents the findings drawn from desk research, focus groups and interviews conducted with key stakeholders.

3.2 The key issues considered were:

 The benefits of RPL 

 Existing approaches and examples of good practice

 Barriers and challenges identified and solutions in addressing them

Benefits of RPL to employers, learners, providers, the economy

3.3 SCQF acknowledges there is still a long way to go in securing the level of buy in to RPL that the Scottish Government requires in Skills for Scotland.  This study set out to identify, therefore, the benefits of RPL for all the communities of interest and to identify key messages required to promote RPL and to engage the constituent groups.

Benefits for individuals

3.4 A number of benefits were identified for individuals that, if promoted, could have the potential to raise demand for RPL. Benefits identified related to individuals at all levels of the SCQF and to those who have yet to find their position on the Framework. The benefits identified included:

 Time savings from RPL and learners not having to undertake the same learning process as previously experienced  

 Gaining recognition for transferable qualifications to enable individuals to gain other qualifications through a shorter route

 Gaining recognition for skills and competencies gained in the workplace or community  

 Gaining recognition for legacy qualifications and formal but non-accredited learning undertaken

 Ensuring individuals build on their skills and competences without having to repeat learning achieved 
 Enabling individuals to get recognition of skills and competencies gained in “alternative” settings and gain the same qualifications as their peers
 Potential to assist individuals to widen their career choices by demonstrating what skills and competences they already have

 Potential for individuals to review skills and competences on a regular basis to help them to move up and across the SCQF and remain engaged in lifelong learning

 Potential to enable people to continually increase their skills and competences as they develop in life, work, community contexts

 Motivational benefits for individuals through recognising that they may not have to start at the bottom and work their way up – it can help people to start further up the ladder than they think they are able to

Employers

3.5 A number of potential benefits for employers were identified in the consultation process that relate to the different approaches to recruitment, retention and progression of employees and potential employees. 

Recruitment of new employees

3.6  The RPL process could enable employers during the recruitment process to identify the skills and competences that potential employees might bring to the workplace. This could allow employers to have a better understanding of potential employees’ existing skills and competences and put them in a better position to utilise/deploy such skills and competences to best effect (in the manner identified in Skills for Scotland). 

3.7 In addition employers would be able to identify any gaps in the skills and competences required of the job role to be undertaken and would be able then to target training and learning appropriately for each individual recruit. This might also support a shift in mindset of some employers in encouraging them to recruit effectively from a more diverse workforce pool and, in some cases, recognising that they have a responsibility to provide appropriate learning opportunities for all recruits.

Existing employees 

3.8 Where existing skills and competencies are recognised, employers would be able to target training and development activity appropriately. In addition, by knowing the full extent of existing workforce skills, employers would be in a better position to maximise effect. Where recognition was given, the cost of training could potentially be reduced as employees would not have to go through a full programme of learning and down time could also be reduced.

3.9 The overall benefit of RPL to employers could be a reduction of time required for employee training and development activity. Such a reduction might then make more time available to be directed towards activities to support productivity. The effective utilisation and deployment of existing skills and competencies would also be likely to have an impact on productivity. 

Learning Supply

3.10 As noted earlier, where individuals gain recognition for prior learning, the research suggests they are likely to be more motivated to learn particularly if they do not have to undertake a full programme of learning. If RPL was more widely available, learning providers could have an impact on the number of new learners coming into learning and an increase in enrolments could result as learners move/progress between the less formal and more formal range of learning opportunities.

Guidance Agencies and “Employability” Service Providers 

3.11 Careers Scotland already have a role in assisting individuals in understanding articulation of qualification routes and access points to further learning based on existing qualification levels. This approach is well understood by Careers Guidance Advisors in relation to formal qualifications. 

3.12 Currently, however, this does not apply to individuals with non-accredited learning and/or experiential learning. If more non-accredited learning is included in the SCQF Framework and RPL was extended to include non-accredited learning and experiential learning, Careers Advisors would be able to signpost individuals to learning providers with expertise in this field. This again would assist in increasing the numbers moving into appropriate learning opportunities that enable them to progress.

3.13 A consistent national policy on making access to RPL available across the country would also assist Careers Advisors, as well as providers of “Employability” support, in their services to individuals. This would enable them to help individuals to interpret what their informal learning and experiential learning means to them in terms of entering the job market i.e. that they may have the possibility of not having to start at the bottom of the career ladder or the SCQF in order to access the jobs to which they aspire. 

Professional Bodies

3.14 Professional bodies have the responsibility of maintaining industry wide standards for their sector and in delivering relevant industry qualifications. As a result of labour market and demographic changes in Scotland, industries are competing to attract new entrants and retain existing employees. This has resulted in industries looking to attract individuals with existing skills that are transferable often from other sectors and other countries.

3.15 In this climate, the use of RPL processes could help professional bodies to identify existing skills and competencies of individuals and enable them to gain credit and potential exemptions from part of the professional bodies’ required qualifications. The Chartered Institute of Bankers in Scotland (CIoBS) is an example of one professional body seeking to achieve these benefits from RPL and the use of the SCQF. This example is described later in the report.
3.16 For the professional bodies, extending the use of SCQF and RPL could have the benefits of: 

 Increasing membership 

 Encouraging individuals with transferable skills into the industry

 Retaining employees within the industry by providing clear career pathways


Barriers/Challenges Identified 

Definitions

3.17 An objective of this study was to identify if there is a common understanding across stakeholders of the RPL definitions used in SCQF guidance. Evidence from the consultation process suggests that although many individuals have a clear understanding of the SCQF guidance on RPL definitions, and would not wish these to be radically changed; there was not a consistent understanding across all stakeholders.

3.18 In some cases RPL was viewed as the recognition of informal, experiential or non-accredited learning and accreditation of prior learning, such as credit transfer, was viewed as a separate process rather than one that comes under the umbrella term of RPL.

3.19 Consultees also expressed concern that the definitions and the language surrounding RPL are difficult for employers and individuals to understand. The research findings suggest that such lack of understanding can lead to false assumptions being made about the use of RPL in different contexts and potentially unrealistic expectations about what can be achieved through RPL.


3.20 It is suggested during the consultations that there may be a need to revise RPL definitions to express the meaning of RPL more clearly by using such terms as “flexible entry”, “flexible credit”, “flexible access”. This may not necessarily mean a complete revision of the RPL guidelines although the RPL might be more understandable to target audiences if described, for example, as  `a means to the end of allowing flexible entry/access to or flexible credit for learning opportunities available in a wide range of contexts'.

Flexibility

3.21 It was widely recognised through the consultation process that:

 Individuals have different starting points whether at the point of entering the labour market or already economically active, in the community, on entry to FE/HE or progressing within FE/HE

 Individuals learn in different ways depending on the situation e.g. learning in the workplace is different to learning in more formal settings

3.22 These different starting points and different learning methods used, have led to recognition that learning outcomes can be different for each individual. The way outcomes are expressed, therefore, can make it difficult for individuals, with different starting points and used to different learning methods, to demonstrate that outcomes have been achieved unless the full programme of learning has been undertaken.


Accessibility

3.23 A number of issues were raised through the consultation process regarding accessibility of RPL. These include:

 The lack of common understanding and awareness of RPL amongst employers and individuals noted above 

 Different systems and practices within and across education/training sectors with private sector and voluntary sector providers further behind in developing RPL processes. 

 RPL provision covering experiential learning such as in the workplace or the community is the least widely available.

3.24 In practice this means that the availability of RPL provision and what it means for learners is not transparent. In addition, RPL provision is not consistently accessible across all education/training providers across the country.

3.25 All of this appears to result in a catch 22 situation and a market failure – the lack of awareness of and transparency in provision results in a lack of demand from employers and individuals that, in turn, leads to no great pressure being put on education/training providers to make RPL more consistently accessible. 

Affordability

3.26 It was suggested during the consultations that to be effective and to create a demand for RPL from individuals and employers, there is a need for the process to be less costly than if a whole programme of study is undertaken. However, many consultees also commented that RPL is a resource intensive process that needs to be funded appropriately.

3.27  Consultees identified a number of issues that need to be addressed for affordability to be achieved. These include:

 The time required to gather evidence of prior learning, particularly for experiential learning where a learner needs to demonstrate competences they have in relation to learning outcomes.

 The possibility, if not likelihood, of individuals not having the skills/confidence to undertake reflective practice and develop portfolios that enable them to demonstrate the learning achieved

 The investment of time and resources required of education/training providers to develop/deliver RPL including appropriate policies, systems, practices, and procedures as well as staff development to enable them to implement RPL as an embedded process in the way the organisation delivers its learning services:
Institutional Capacity

3.28 While there are individual examples of institutional capacity being developed to provide RPL provision, our consultations identified that this is not the case across the whole education/training sector. The issues around developing institutional capacity to deliver RPL were identified as follows:

 Whole institutional approaches require policies, systems, processes and practices developed and embedded into everyday working practices – this should mean that the process of recognising prior learning should become the norm rather than the exception

 Staff development is a key issue in enabling provision to be available across institutions. 

 Quality assurance mechanisms may require different mechanisms than are currently in place

 Staff awareness raising about RPL is not enough – they need to understand the processes and have the confidence and ability to deliver them and be engaged in RPL and not just know about it.


3.29 This suggestion may again require to be taken forward through funding, quality assurance and awarding bodies as well as other influential intermediary organisations.

Manageability/transparency

3.30 In order to ensure that RPL policies and practices remain manageable and transparent consideration needs to be given to the following issues:

 In efforts to create demand for RPL, care needs to be taken to ensure that the aspirations of individuals through RPL are realistic so that they are not disillusioned through false expectations not being met

 Defining the scope of RPL is important particularly in relation to experiential learning as not all experience accumulated by individuals will be relevant. 

 The importance of currency of prior learning needs to be made clear

 The current lack of consistent and transparent policies and practices across education/training provision makes it difficult for individuals and employers to identify where RPL is possible and how it can assist them – this needs to be addressed

 In some cases it is difficult to give credit for prior learning due to existing assessment arrangements e.g. the SVQs assessment regime requires observation of tasks being undertaken.

Reliability/Respectability

3.31 For learning achievements identified/accredited through RPL processes to be accepted across and between sectors there is a need to ensure that there is a model in place that is not over complicated to apply. This not only requires a robust, quality assured model but trust in and acceptability of RPL processes undertaken in different contexts.

3.32 In order for individuals and employers to demand RPL they need to know that the RPL accredited process is as valued as formal routes to qualifications. Without this they are unlikely to see what is in it for them.

3.33 It is suggested that many of the developmental activities identified above would help to ensure both the reliability and respectability of RPL provision and qualifications achieved through this route.

Sustainability 

3.34 A number of key factors, many of which are noted above, were identified in the consultations that could contribute to the sustainability of RPL provision. These included:

 The need for RPL to be valued by learning providers as learning deliverers and receiving organisations, employers, guidance agencies, professional bodies, individuals – without evidence of the real benefits of RPL to each of these, it is suggested RPL provision is unlikely to increase to support lifelong learning in the ways expected in Skills for Scotland

 Processes need to be transparent, quality assured and affordable and not overly burdensome for learners

 The curriculum and learning outcomes need to be flexible to accommodate the different needs of learners within the context of their learning experience and future goals

 The inextricable link needs to be made between SCQF and RPL arrangements as a means of access to further learning opportunities e.g. to demonstrate progression routes and pathways across and up the Framework 

3.35 There is a need to generate demand for RPL by increasing awareness, introducing consistent policies and practices and demonstrating how RPL can contribute to meeting learners’ and employers’ goals e.g. those related to business performance, productivity, recruitment/retention for employers and personal development, employability, career or educational progression for individuals none of which are mutually exclusive.

3.36 It is suggested, therefore, collaborative action to address many of the issues identified earlier will contribute towards making RPL sustainable as an embedded element of lifelong learning provision and a key feature of SCQF.

Existing and Potential Approaches to RPL 

3.37 Through desk research, individual consultations and focus groups during the study a number of existing approaches and developments were identified that provide examples of RPL activity within and across institutions and agencies. It should be noted, however, that as this study was not a comprehensive survey of RPL activity across all institutions, there are likely to be other similar activities in other establishments. It is acknowledged, however, that such developments are not embedded across all sectors, institutions and agencies. These examples are identified as a basis for demonstrating the diversity of existing practice and how it might be shared across sectors and the potential for further perhaps collaborative development supported.

3.38 Examples of current practice and potential developments are illustrated below:

Higher/Further Education


UHI Millenium Institute RPL Project – February 2007 to December 2007

3.39 The UHI Millennium Institute (UHI) delivered an RPL Project from February 2007 to December 2007. The project was partly funded by European Funds and UHI funds and aimed to provide a more formal and integrated UHI RPL mechanism, structure and supporting documentation across the partner institutions to enhance and support the following mission statement: 
“UHI is committed to the principle of recognising prior learning and that learning, wherever it occurs, provided it can be assessed may be recognised and credit awarded and / or entry to a formal programme of study allowed.”
3.40 The project was taken forward in two stages. Stage one of the project focussed on providing the basic framework for supporting staff and students engaged in RPL activities including the development of a formal, cohesive and integrated mechanism and structure and supporting documentation
3.41 The project has also allowed UHI to align RPL regulation and guidance advice to national standards developed by SCQF particularly to address and support the HEI sector across Scotland.  All documents are easily accessible on the UHI website and include:
 Revised and updated RPL Regulations and policy guidance document

 Revised and updated staff introduction guide

 Revised and updated Student guide (feedback from students before finalising)

 RPL claim form

 Revised and updated admissions regulations section for RPL 
3.42 The project developed and introduced a staffing structure to support RPL.  The key roles within the RPL/APCL process are the Administrator, the Student, the Adviser and the Assessors.  The roles and responsibilities of each of the above are detailed within the policy and guidance documents.

3.43 It was recognised that raising awareness and understanding of the policy, guidance and structures was required to enable the embedding of RPL processes across partner institutions. Stage two of the project aimed to address this by providing further dissemination to UHI staff. This involved:

 Development of RPL promotional materials including digital presentations

 Dissemination through video conferencing and development events

 Dissemination events to Programme Leaders 

 Individual visits to partner institutions

 Staff development workshops

 Development of UHI RPL promotion postcard for distribution to staff.  

3.44 The UHI is currently considering ways in which RPL activity can continue to be supported and progress and take up of RPL monitored. 

University of the West of Scotland

3.45  The University of the West of Scotland, together with other Universities in the West of Scotland, Glasgow Caledonian and University of Strathclyde, has a wealth of experience gained over many years in a range of collaborative RPL activities. These include, in particular, the APEL (Accreditation of Prior Experiential Learning) in the West of Scotland Project for which the Scottish Higher Education Funding Council contributed funding.  This project resulted in the production of an APEL Manual for Good Practice in Higher Education (1996), which it is suggested, contains good practice material that is still relevant to current wider RPL processes.

3.46 The University of the West of Scotland has RPL Guidelines for both staff and students that draw on its own experience and that of other universities in the RPL area over a number of years. The guidelines are similar to those described above for the UHI and contain guidance on making claims for APL and APEL and it is understood that they are currently being updated.

3.47 The University of the West of Scotland has the benefit of having an RPL Co-ordinator with expertise in RPL processes, as well as Education Guidance Advisors for particular programmes that students may wish to follow.  Consultation with a learner who features in a set of Case Studies to be published separately indicated that the involvement of both RPL specialist and academic subject specialists in the RPL process is extremely helpful.

3.48 Other examples of successful RPL claims identified by the University of the West of Scotland include successful claims in several different subject areas such as Human Resource Management, Biomedical Sciences. 

3.49 In all cases, the students met with the RPL Co-ordinator who provided guidance on the University’s approved procedures for accreditation of prior learning and with appropriate academic staff.  Written guidelines were made available to students and staff. The claim was supervised by a subject specialist and double marked. In addition, the students gave a presentation and underwent a viva voce where they were questioned on the presentation and written submission. The award of credit was approved by the external examiner and the appropriate programme panel and the credit is recorded in the students’ academic history, clearly allowing the University to keep track of those who have benefited from RPL.

3.50 A current development at the University is work on a Module at SCQF Level 7 designed to be delivered primarily in a community setting. Through this module students will gain formative recognition of learning which has taken place within both formal and non-formal learning situations. The module is intended to increase confidence in learning and has the following aims:

 To promote recognition by self, and by others of the value of strengths and skills gained through prior informal learning to increase learner self-confidence and motivation

 To provide supported transition from an informal to a formal learning context where appropriate

 Enable notional levelling of an individual’s learning within the context of the SCQF in order to help identify possible progression routes.

3.51 Evidence from the consultations suggest that modules such as this one may be useful in supporting those who are returning to formal learning and wish to identify their existing skills and competences acquired through life and work experience.


Anniesland College English for Speakers of Other Languages (ESOL)

3.52 Anniesland College over a number of years has experience of delivering a range of projects to support Asylum Seekers, Refugees and Migrant Workers into Employment through provision of ESOL. Projects in which the college is involved include the Doctors Project for refugee and asylum seeker doctors, dentists and pharmacists and a similar project for refugee and asylum seeker nurses and health professionals. Other projects include projects specifically targeting particular sectors such as building trades, the teaching profession and a project specifically targeting support for asylum seeker young people who arrive in Glasgow too old to be easily accommodated in secondary schools.

3.53 Consultation with the ESOL Department of the college suggests that although RPL processes are being undertaken naturally in the process of identifying the appropriate level of English language support for the participants, the RPL process does not currently lead to recognition for credit against SCQF. This is an area that the college would be keen to explore with the awarding body for the International English Language Testing System and SCQF.

Professional Bodies

3.54 The Scottish Police College in Tulliallan is the central police training establishment, serving all eight police forces in Scotland. The College has developed the Police Service Qualifications Pathway, in which the College’s qualifications, ranging from those for recruits through to command level, including specialist training for detectives and traffic officers, have been credit rated in the SCQF by SQA and higher education institutions. Now that the College’s qualifications have been credit rated in the SCQF the College is interested in looking at RPL for a number of reasons:

 To assist employees who have participated in formal training programmes prior to the credit rating process to gain credit for their achievements and enable them to be placed on the SCQF.

 To assist employees to gain credit for the skills and competencies they have achieved through their work role to enable them to focus on training that fills the gaps in their skills and competencies rather than having to take a full programme of study

3.55 The Scottish Police College sees this as being important to ensure employees who have been carrying out a work role are not less valued than those undertaking and completing the credit rated awards. 

3.56 The Chartered Institute of Bankers in Scotland (CIOBS) is Scotland’s leading provider of banking professional qualifications to the banking and financial services sector. The CIOBS was the first professional institute to have some of its qualifications credit rated by the SQA and higher education institutions and included in the SCQF.

3.57 The Chartered Institute of Bankers in Scotland has a history of recognising prior learning of individuals by awarding exemptions from banking exams to individuals with qualifications that meet the CIOBS syllabus. The CIOBS would like to develop a process to extend this practice to recognise experiential learning that considers exemptions and/or enhanced access to banking exams.

SQA

3.58 The SQA does not have a specific policy relating to RPL, however, the SQA has guidelines relating to credit transfer. There are two types of credit transfer processes that can be described generally as follows:

 Specific credit transfer is used when an alternative method of learning has been undertaken that has an identical match to a course/group award. The candidate is required to develop a portfolio of evidence to prove this.

 Broad credit transfer is used when an individual with a qualification from another awarding body or with life experience has the same broad objectives of an SQA qualification. For credit to be given the assessment methodology of the alternative awarding body needs to be the same e.g. if HN has practical element then alternative must have as well. SQA will only give credit towards a full qualification as this provides extra security in terms of quality. 

3.59 SQA has developed a Work Role Effectiveness Unit
 that enables candidates currently or recently in employment to claim credit for carrying out a work role effectively, broadly defined by national occupational standards used in SVQ level 3 or level 4, and to plan for future personal and professional development.

3.60 The assessment process for this Unit draws upon performance management and staff development processes already in use in the world of work. Evidence for the Unit includes self-appraisal materials generated by the candidate. This will be confirmed or amended by employer comment (or report) and assessed in a professional interview by the assessor for this Unit. The SQA have developed support materials and guidelines that are easily accessible on the SQA website, for both tutors and candidates that can be used to support the delivery of the Unit.

3.61 A candidate’s work role effectiveness will be mapped against Unit titles and summaries of SVQ level 3 or level 4. Candidates will be expected to be carrying out that role at levels of autonomy described at SCQF level 7 or 8. Successful candidates will be awarded the Work Role Effectiveness Unit, worth 24 SCQF credit points, at either SCQF level 7 or SCQF level 8.

3.62 SQA reported that all Scottish Further Education Colleges are approved to deliver the Unit. Currently only two colleges have a total of ten candidates registered for the Unit. 

3.63 During the consultation process there was considerable interest in the Unit amongst consultees, many of whom were not aware of the availability of the Unit. To achieve more widespread use of the Unit there may be a need to raise awareness of its availability, the potential of RPL within the assessment process and the credit points available for successful candidates.

Sector Skills Councils

3.64 Sector Skills Councils (SSCs) are industry-led, independent organisations that cover a specific sector across the UK. SSCs have the responsibility for identifying the skills needs of workers in their sector, and ensuring that there is adequate provision of high quality training that will meet those needs.

Skills Passports

3.65 A number of SSCs have developed and introduced Skills Passports for their sector to be used by employers and employees. SSCs have adopted different titles for their Skills Passports such as Asset Skills has a Pathway Card and Improve has a Green Card. Although there may be some differences in how the Skills Passports operate in different sectors the fundamental principles are the same. A Skills Passport is an individual's verified record of all of their skills, qualifications and achievements which is hosted online and automatically transfers on to their CV. 

3.66 Skills Passports provide employers with a verified record of an individual's qualifications and experience in the industry and employers can see their achievements at a glance. This has the benefit of enabling employers to reduce unnecessary training by targeting training where it is needed.

3.67 Employees gain an official record of their achievements whether it is experience, on-the-job training or a qualification, that enables them to link their skills and experience to career paths and qualifications within the sector in which they work.

3.68  A number of issues relating to Skills Passports and RPL were raised during the consultation process. These included:

 Potential for confusion about what a Skills Passport is due to the variety of versions available

 Qualifications held within a Skills Passport may not always be credit rated on the SCQF

 Informal and experiential learning held within a Skills Passport are unlikely to be credit rated on the SCQF

3.69 There is potential for individuals to gain recognition for qualifications, formal/informal learning and experiential learning held within a Skills Passport that links to the SCQF levels. Developing processes to achieve this will be a challenge for SSCs and the SCQF Partnership.

The Scottish Social Services Council (SSSC) RPL Project

3.70 The Scottish Social Services Council (SSSC) was established in October 2001 by the Regulation of Care (Scotland) Act and is responsible for registering people who work in the social services sector and regulating their education and training. To register a worker must satisfy the criteria for registration. This includes holding the appropriate qualifications for the job they do and being able to evidence good character.

3.71 It was acknowledged that there was a need to ensure that candidate effort in relation to knowledge, skills and evidence requirements could be recognised without duplication of effort. The SCQF Partnership set up a Social Services project managed through the SSSC and Recognition of Prior Learning is a key development in the project.

3.72 The project enables employees to draw from what they have learned from their experience to work towards qualifications for registration with SSSC and for continuous employee development. The RPL-SVQ project developed materials to support learners as they grow in confidence, recognise the skills and knowledge they have learned from previous experience, and develop the capacity to think and write reflectively. The materials also support learners through assessments towards SVQ3 in Health and Social Care. Four documents make up the guidance and resources for mentors and learners: 

 Mentor Guidance 

 RPL Resource Pack 

 Profiling Tool 

 Links to SVQ3 Unit HSC33 - Reflect on and develop your practice
3.73 It was reported by consultees that the resources developed through this project could be applied to other sectors. It was suggested that customised and/or generic resources that can be used in other sectors would be very much welcomed. 

Community Learning and Development

3.74 As part of the SCQF project undertaken by Community Learning and Development to promote RPL, on online RPL profiling tool was developed. The tool was developed to support employees working with young people to complete qualifications such as SVQ3 in Youth Work or Modern Apprenticeships. Information on the RPL online profiling tool is available at www.rplspace.co.uk.
 

3.75 The tool allows employees to benchmark their learning against the National Occupational Standards for Youth Work and is supported by a learner pack, a mentor pack, various handouts and a jargon buster.

3.76 Although the Online CLD RPL Profiling Tool has not been further developed since the CLD SCQF project came to an end, the potential exists to capitalise on this development e.g. in adapting/developing the approach to support SVQs/MAs in other areas whether in CLD or other sectors.

Where the SCQF Partnership can add most value to the provision and take up of RPL 

3.77 There was wide recognition in the consultations that the increased provision and take up of RPL would only be achieved through collaborative action by all key stakeholders and that the SCQF Partnership have a key role in facilitating developmental activity.

3.78 Such developmental activity would complement, if not be an integral element of, the work already being undertaken in the promotion of SCQF and the development of credit rating bodies.

3.79  The research findings suggest that areas of developmental activity that stakeholders believe the SCQF Partnership should focus on are:

 Awareness raising and support for capacity building on the supply side

 Awareness raising with and engagement of the demand side – learners, employers, employability service providers, Sector Skills Councils, Trade Unions and Professional Bodies

 Sharing of good practice as a basis for sharing resources and minimising costs of development

 Developing demonstration projects in various contexts that would serve to promote the business case for RPL

 Continued support for the use of RPL at higher levels of the SCQF Framework but with particular emphasis on and support for RPL in workplace learning, community learning and development and employability provision

Awareness Raising

3.80 Different targeted groups need to be considered in awareness raising activities and include education/training providers, professional bodies, employers and individuals. Each of these groups will require customised material that:

 Is relevant to the audience

 Contains clear definitions

 Contains user friendly language

 Identifies clear benefits for the target audience

3.81 To support the above activity consultees suggested that RPL needs to be brought to life by providing clear and concise case studies demonstrating the benefits of RPL to each of these groups. There was also a strong feeling that SCQF Partnership could assist this process by developing a business case for RPL. These issues are discussed elsewhere in the report and it is suggested that addressing them will help to add value to the business case for RPL as identified above.

Sharing Good practice

3.82 It has already been acknowledged that good practice in RPL exists in some places. The SCQF Partnership has already produced resource materials and guidelines to support the development of RPL within education/training providers. These have been well received by providers although concerns remain about the language used in describing RPL. The consultations suggest that this development activity should be built upon through further activity such as:

 Development of a generic (and/or customised set of) resource pack(s) based on the Health and Social Care Mentoring pack

 Development of an RPL model process with examples of use and exemplars of materials needed to support the process

 Development of a ‘How to Guide’ for RPL that goes beyond and builds on the SCQF Handbook and Guidelines on RPL

 An RPL Network that brings people together to enable the sharing of tacit knowledge around RPL developments.


Developing/Supporting Demonstration projects

3.83 Throughout the consultations, there were strong views expressed that, to convince employers of the benefits of RPL, there is a need to develop a clear business case that demonstrates the benefits of RPL (and SCQF) to employers and business performance. To assist this process, it was suggested that demonstration projects would be required that:

 Focus on RPL in the workplace

 Develop processes in the workplace that can support RPL being rolled out to more employers e.g. considering HRM processes that can be supported by RPL including recruitment, retention, performance appraisals, staff development / progression / promotion, skills upgrading to support workplace change and productivity and higher performance working

 Build up the experience of providers in applying RPL in workplace settings and to learning acquired in the workplace

 Clearly identify the benefits of RPL to employers and employees

3.84 The consultations suggest that all of the above activities need to be taken forward in parallel to enable the supply of RPL to be developed at the same time as the demand from individuals and employers starts to have an impact.

3.85 Other types of demonstration project that would support enhanced provision and take up of RPL included:

 Projects related to employability provision

 Projects that would build on the development activity already undertaken in community learning and development.

4
Conclusions and Recommendations

Introduction

4.1 This section of the report provides a summary of the conclusions, recommendations and developmental suggestions made elsewhere in the report. The recommendations and developmental suggestions are intended to support the client in identifying priorities to be taken forward in relation to RPL as a key feature of the SCQF. 

Conclusions

Existing Good Practice

4.2 There can be no doubt that effective RPL policies, systems and practices linked to SCQF are key means to the end of allowing access to lifelong learning, qualifications and progression in life and work for people who might not engage with the education/training and lifelong learning system through traditional routes. There are good examples of this in workbased learning settings such as in the NHS and social care sectors. In these sectors workforce development needs and/or registration requirements are linked to SCQF credit rating and RPL processes are an integral aspect of sectoral qualifications arrangements. 

4.3 There are also excellent examples of individual learners being able to claim and gain credit for learning already achieved through community/workbased/life experience and being able to access formal education programmes in higher or further education without having to repeat learning already achieved. In some universities such as The University of the West of Scotland and Glasgow Caledonian, RPL policy, systems and practices are embedded and co-ordination staff expert in RPL processes are available to provide support to subject specialists in the conduct of RPL processes of assessment. Such universities are, however, the minority.

4.4 Colleges are also now able to carry out SCQF credit rating and there is some evidence of a few colleges, such as Aberdeen College which has had successful APEL arrangements in place for a number of years, at least considering ways in which they can provide credit rating and RPL services to employers. 

4.5 There is strong evidence of a desire to build on this existing good practice.

Desire for Increased use of SCQF 

4.6 There is clearly a desire, if not impatience, amongst those consulted to see greater provision and take up of RPL linked to SCQF, particularly in the workbased, community and voluntary and employability sectors. The reasons for this are clearly linked to the needs of the labour market and development of growth in the economy, demographic change and social diversity, the lifelong learning, employability and welfare to work, and social inclusion agendas as well as regulation, in some sectors, that calls for a qualified workforce. Scottish Government aspirations to ensure optimum usage and deployment of skills as a key contributor to sustainable economic growth are clearly key drivers for RPL.

Barriers

4.7 There are still barriers to accelerating the provision and take up of quality RPL services that are robust, respected and trusted but not overly burdensome for providers, employers and learners. Although these barriers exist, as described earlier in the report, there is clearly a strong desire to address them for the benefit of individuals and the economy.

Recommendations and Developmental Suggestions

4.8  The following are the key issues/development areas identified elsewhere in the report that are priorities for the SCQF to address:

Demand

 Lack of Awareness and Engagement of the demand side 

 The resultant need for Development of a Strong Business Case for RPL

Supply

 Inconsistency/lack of transparency in where and how RPL is available across the country

 The resultant need to develop capacity through policies, systems, practices and staff development across education/training sectors

 The need to develop affordable, accessible and quality assured RPL provision that is respected/valued and trusted by supply and demand side stakeholders.

4.9 The following is a summary of the recommendations and developmental suggestions to address the above issues:

 It is recommended that benefits identified in the report should be considered in developing the business case for RPL as a key selling point for SCQF from the point of view of target audiences on both demand and supply sides

 It is suggested that awareness raising activity is required to promote clearly the meaning of RPL to providers on the supply side and to employers and individuals on the demand side and to remove the mystique/inconsistency in understanding there appears to be around RPL.

 It is recommended that a change of language in the way that RPL is promoted be considered in future marketing to target groups.
 To address the above issues it is suggested there is a need for developmental support to ensure outcomes and the curriculum are designed to be flexible enough to take account of different experience, learning methods and individual starting points of those who wish to take advantage of flexible credit/access/entry arrangements for learning opportunities

 It is recommended that consideration be given to how the RPL market failure can be addressed through developmental activities with supply and demand sides as well as with other stakeholders such as funding bodies, awarding bodies and quality assurance/development organisations - a key element of this might be the location of SCQF RPL Development Advisers within Wider Access Regional Forums 

 It is recommended that ways be explored of securing/deploying RPL resources effectively at national, individual institution, regional levels in order to develop RPL provision that is cost effective, not overly bureaucratic or burdensome but robust enough to meet appropriate quality standards – e.g. through collaborative development, networking/sharing of good practice and thus keeping development costs to a minimum and enhancing mutual understanding across sectors

 It is suggested that ways should be explored to gain from institution leaders the required commitment to RPL that is required to drive forward developments and secure investment of time, resources, collaborative effort required to enable the necessary systems, processes and staff development to be implemented

 It is suggested that there is a need to consider:

 The development of RPL systems and processes that are easily understood by learners and employers

 How RPL can be made accessible consistently, equitably and inclusively across education/training provision whilst taking account of the different purposes of RPL

 How alternative evidence of prior learning can be utilised and accepted across sectors

 It is suggested that, based on the findings from the review of RPL, developmental activities should focus on these areas as described elsewhere in the report i.e. supply/demand and capacity building issues focused particularly on workplace, community learning and development and employability sectors.
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Appendix B – Consultation Topic Guide/Aide-Memoir

SCQF RPL Focus Groups

Topic Guide

Introduction

“Skills for Scotland”, the Scottish Government’s Lifelong Skills Strategy, identifies that the SCQF Partnership needs to:

“Move quickly to ensure that the SCQF embraces more learning opportunities by increasing the number of credit rating bodies; facilitating the inclusion of work based learning programmes and encouraging the recognition of informal learning”.

This focus group and the overall review of RPL aims to identify:

· The Scottish Government’s expectations of RPL
· The current landscape of activity and existing practice

· Views of stakeholders on where the focus for RPL should lie within SCQF

The outcomes from the four focus groups, the feedback from individual consultations and findings from desk research will be included in a report for the SCQF Partnership showing priorities for RPL. Six case studies will be included. Here everyone’s view is valid and comments are non attributable. Open and honest perspectives are needed to identify the priorities to be addressed.

Understanding of “Recognition of Prior Learning” (RPL)

· What does “Recognition of Prior Learning” (RPL) mean for you? 

· Is there consistent understanding?

· Are you aware of the definitions of RPL contained in the SCQF Handbook?  Are there any issues around these definitions?

· If needed, what can be done to assist providers’ and learners’ understanding of RPL?

· In which education/training sector(s) do you think increased/enhanced provision and take up of RPL would contribute most to the objectives of Skills for Scotland? Why?

How RPL is delivered in the different education/training settings

· Are staff in various sectors aware of the RPL guidelines contained within the SCQF Handbook– if not why not/what could be done to address this? If yes, do you think RPL is being implemented according to the RPL guidelines?

· What are the most common reasons for providing RPL in your sector?

· What are the most common processes of delivering RPL in your sector? 

· What are the most common mechanisms for gathering and presenting evidence of learning for RPL?

· Are the processes for learners seeking RPL more/less onerous than for learners undertaking a full programme of learning without RPL?

· Are there differences between the sectors – FE/HE, work-based, voluntary sector, community learning and development? 

· Are you aware of any particularly effective or innovative approaches to RPL that might serve as case studies?

· Are you aware of any institutions/ organisations where RPL is embedded in policy and in the delivery of learning provision? How is the RPL process quality assured in that provision?

· What are the main barriers preventing effective provision of/demand for RPL for the range of RPL purposes for:

· Providers?

· Learners?

· Awarding bodies?

· Employers?

· Professional bodies? 

· How have any of these barriers been overcome?

· What would help to overcome any barriers or resistance to accepting/promoting RPL more widely? Should the current definitions/guidelines on RPL be enhanced/simplified to assist understanding? If so how? Should there be a “customised” approach?

· What support/resources/facilitation could SCQF provide to stakeholders, to address any of the issues you have identified earlier? 

· Do you believe that current qualifications/training for staff contain sufficient coverage of RPL? If not what are the gaps? Are there existing courses/modules that could be used within CPD to support RPL?

· Are there any particular groups of staff for whom further training is required? How could this be delivered and by whom? Are there education/training sector-specific issues to be considered in this?

· Are there any constraints on the delivery of CPD related to RPL? If yes what are they and are there differences between sectors?

· What would be your three priorities from the above for SCQF to address in order to add most value for the provision and take up of RPL?

Any other comments to add?  

Thank you and close.
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Developmental Suggestion


It is suggested that, based on the findings from the review of RPL, developmental activities should focus on these areas as described elsewhere in the report.





Developmental Suggestion


To address these issues, it is suggested that there is a need to consider:


The development of RPL systems and processes that are easily understood by learners and employers


How RPL can be made accessible consistently, equitably and inclusively across education/training provision whilst taking account of the different purposes of RPL


How alternative evidence can be utilised and accepted across sectors








Development Suggestion


It is suggested that ways should be explored to gain from institution leaders the required commitment to RPL that is required to drive forward developments and secure investment of time, resources, collaborative effort required to enable the necessary systems, processes and staff development to be implemented.








`To move quickly to ensure that the SCQF embraces more learning opportunities by increasing the number of credit rating bodies; facilitating the inclusion of work based learning programmes and encouraging the recognition of informal learning’


		Skills for Scotland, Scottish Government, 2007


 





			





Recommendation


It is recommended that ways be explored of securing/deploying RPL resources effectively at national, individual institution, regional levels in order to develop RPL provision that is cost effective, not overly bureaucratic or burdensome but robust enough to meet appropriate quality standards – e.g. through collaborative development, networking/sharing of good practice and thus keeping development costs to a minimum and enhancing mutual understanding across sectors.








`Our strong performance on skills and qualifications does not feed through effectively enough to productivity. It is essential that we empower our current and future workforce to use their skills creatively and innovatively in our economy. This can be achieved by focusing on a range of higher level core skills such as enterprise and controlled risk taking, collaborative skills, conceptual and creative thinking skills and research skills. This can make a decisive difference in driving productivity growth and transforming how our businesses operate. This is a key challenge to our schools, colleges, universities and employers’.  





`Recent research, for example, has highlighted that despite rising skill levels over the past twenty years, there has not been an accompanying rise in the level of influence which employees report they can exercise over their jobs. This is in contrast to the reported findings of similar surveys in Germany, Sweden and Finland’.


The Government Economic Strategy – Scottish Government, November 2007


	









































Recommendation


It is recommended that consideration be given to how this market failure can be addressed through developmental activities with supply and demand sides as well as with other stakeholders such as funding bodies, awarding bodies and quality assurance/development organisations.





Developmental Suggestion


To address the above issues it is suggested there is a need for developmental support to ensure outcomes and the curriculum are designed to be flexible enough to take account of different experience, learning methods and individual starting points of those who wish to take advantage of flexible credit/access/entry arrangements for learning opportunities.





`At one time, Prior Learning Assessment and Recognition (PLAR)


was seen almost exclusively as an educational process associated with colleges and universities assessing adult experiential learning for academic credit. Today, its use extends beyond the postsecondary system into the workplace. 


Likewise, credentials and qualifications have come to encompass all learning accomplishments, acquired both formally and informally. Even though evaluating non-classroom learning for academic credit continues to be an important focus for PLAR practitioners, skill shortages within the labor


market is driving the use of prior learning assessment tools to evaluate competencies in regulated and non-regulated occupations’.


	Recognition of Prior Learning (RPL) in Canada


	Thoughts for Today – Hopes for Tomorrow


 	CAEL Forum and News 2006


The Council for Adult and Experiential Learning (CAEL)























`Employers, learning providers, awarding bodies/others must use the SCQF as a tool to support learning, specifically to facilitate the recognition of learning and for enabling individuals to move smoothly through learning environments, getting credit for learning they have already achieved’”





	Skills for Scotland, Scottish Government, 2007


 





			





Recommendation


It is recommended that such a change of language in the way that RPL is promoted be considered in future marketing to target groups.





`As the UK economy adapts to increasing global competition, individuals will need to be able to adapt too – learning new skills and being able to move between firms and sectors. Skills such as IT, once treated as higher level skills, are increasingly commonplace requirements for employability. Forecasts indicate that there are likely to be significantly fewer job opportunities for those with low levels of skills and there will be a much greater demand for intermediate and higher level skills and qualifications’.





`The UK is 18th out of 30 OECD countries in terms of the working age population with low skills. In addition, 70% of the 2020 workforce is already beyond the age of compulsory education and around 50% of the adult population in 2020 are already over 25 – beyond the age when they are most likely to participate in traditional education and training’.	


“Opportunity, Employment and Progression – Making Skills Work”


Department for Work and Pensions and the Department for Innovation, Universities and Skills November 2007




















Development Suggestion


It is suggested that development activity and projects should be explored in all of these areas but that the priority area, based on the challenge identified in Skills for Scotland, is in the area of workplace learning.





Development Suggestion


As noted elsewhere, it is suggested that all of these could be taken forward as part of the capacity building activity recommended earlier in the report.





Developmental Suggestion


It is suggested that awareness raising activity is required to promote clearly the meaning of RPL to providers on the supply side and to employers and individuals on the demand side and to remove the mystique/inconsistency in understanding there appears to be around RPL.





Recommendation


It is recommended that all of the above benefits should be considered in developing the business case for RPL as a key selling point for RPL from the point of view of target audiences on both demand and supply sides.  








� Skills for Scotland, Scottish Government Lifelong Skills Strategy, 2007


� SCQF Recognition of Prior Informal Learning (RPL) Draft Guidelines, Report on Consultation, Ruth Whittaker, June 2005


� The SCQF Handbook, 2007 Volume 2, Recognition of Prior Learning (RPL) Guidelines available on the SCQF website: www.SCQF.org.uk


� SCQF RPL Resource Pack Parts 1 Examples of Practice and Part 2 Resource Materials 2006


� Recognising Prior Learning in Community Learning and Development using the SCQF, Research for Communities Scotland, Report 81, Ruth Whittaker, February 2007


� The SCQF Valuing Your Learning – Guidance on the Recognition of Prior Informal Learning for the NHS in Scotland – www.nes.scot.nhs.uk


� Flexible Entry Staff Development Pack, RPL and Credit Transfer within the SCQF, Feb 2006 produced through a development project funded by the Quality Enhancement Theme for Flexible Delivery in HE


� The Government Economic Strategy, Scottish Government, November 2007


� UHI Millenium Institute website: � HYPERLINK "http://www.uhi.ac.uk" ��www.uhi.ac.uk�





� University of the West of Scotland website: � HYPERLINK "http://www.paisley.ac.uk" ��www.paisley.ac.uk�











� Anniesland College Website: � HYPERLINK "http://www.anniesland.ac.uk" ��www.anniesland.ac.uk�
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