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1. Introduction 

GLAS is a European EACEA co-funded project designed to compare, develop and disseminate best 
practice in supporting the social inclusion and progression of working class individuals and, in 
particular, women, in lifelong learning. The project is trans-national, trans-cultural and has been set 
up to produce practical outputs to support staff working in this area. 

This core theme within the GLAS project is around examining the role of Continuing Professional 
Development (CPD) in order to support HEI staff to enable the inclusion and progression of working 
class individuals and, in particular, women into lifelong learning and higher education.  

The aim of this report is to research and disseminate current approaches to CPD in partner 
institutions, and identify best practices through these examples. This may include considerations 
about the place of CPD in institutional culture and mission, CPD policy and strategies, employee 
entitlement or current CPD provision to support lifelong learning. The report will begin with an 
overview, from different perspectives of CPD in each partner country and end with a series of 
recommendations for further action, policy and research in the area of CPD. 

 

2.1. Continuous Professional Development in the UK: Observations 
from Linking London  

Introduction 

Linking London, being a a partnership organisation, has over the last seven years, run approximately 
200 staff development events, around our core aim in supporting recruitment, retention and 
progression to and through higher education. As a consequence of this experience and the 
knowledge acquired through close working with Further Education Colleges (FEC) and Higher 
Education Institutions (HEI) partners, and by being based at Birkbeck College we are able to make 
the following observations about CPD provision within the sector. 

 

Who could be targeted for bespoke CPD which would help enable access? 

From our experience the HEI staff who are or could be involved in the process of enabling access to 
HE to any learner, transcend the classic distinctions between academics and professional services 
staff and range from: specific HE admissions tutors, centralised admission staff, lecturers and tutors 
delivering courses, curriculum designers, middle/senior managers, equality and diversity staff and 
disability services staff. It is our understanding, from our observations, that several opportunities for 
shared learning and engagement between staff within separate departments and in different job 
roles, yet perhaps with similar responsibilities are being missed. An example of this is the lack of 
mutual work for enhanced gain between equality and diversity staff who may be present within HR 
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departments and who may have knowledge of the needs of minority groups, and widening access 
teams within student recruitment.  

 

What is the current CPD offer to support staff to enable access? 

From our perspective, as detailed above, the current CPD provision with partner and host HEIs and 
FECs is mainly individually staff focussed, covering support around leadership and management, and 
other generic skills. We also find it to be inwardly focussed by being directly linked to learning or skill 
needs identified during the institutional Professional Development Review (PDR) process. Despite 
the focus of work-related skills there also exist schemes, such as the Study Assistance Programme, at 
Birkbeck College, which enables staff to follow intellectual interests which might be directly outside 
of skills required and used for work. With the help of Linking London, Birkbeck College is also in the 
process of devising a pan-union ratified learning agreement to support the learning of all members 
of staff at the college at levels 2 and above. 

As Linking London is hosted by Birkbeck College, we have access to the Learning and Development 
Programmes, centrally provided, within the college. The list below is of courses for 2012-2013, in 
alphabetical order. 

• 
• 

Academic PDR for Reviewers Workshop 
Assertiveness for Work 

• Chairing Meetings (where minutes are taken) 
• CMI: Level 3 Award in First Line Management 
• Coaching Skills for Managers 
• Delivering One-to-One Training/Briefings 
• Enhancing Skills in Taking Minutes and Servicing Committees 
• Essentials of Email Communication 
• Events for Assistant Deans 
• Event for Executive Deans 
• Events for Managers Forum 
• Handling Difficult Conversations 
• Interview Skills 
• Introduction to Birkbeck day 
• Managing Difficult & Demanding Customer Situations for frontline staff 
• Managing People and Performance 
• 
• 

PDR for Reviewees 
PDR for Reviewers 

• Pre-retirement Planning 
• Project Management 
• Recruitment & Selection 
• Running Effective Meetings and Briefings 
• Time Management 
• Time Management for Academic Staff 

http://www.bbk.ac.uk/lod/courses/directory/academic-pdr-for-reviewers-workshop�
http://www.bbk.ac.uk/lod/courses/directory/academic-pdr-for-reviewers-workshop�
http://www.bbk.ac.uk/lod/courses/directory/assertiveness-at-work�
http://www.bbk.ac.uk/lod/courses/directory/charing-effective-meetings-where-minutes-are-taken?portal_status_message=Changes%20saved.�
http://www.bbk.ac.uk/lod/courses/directory/chartered-management-institute-level-3-award-in-first-line-management�
http://www.bbk.ac.uk/lod/mandev/coaching-skills-for-managers�
http://www.bbk.ac.uk/lod/courses/directory/on-the-job-training/�
http://www.bbk.ac.uk/lod/courses/directory/enhancing-skills-in-taking-minutes-and-in-servicing-committees�
http://www.bbk.ac.uk/lod/courses/essentials-of-email-communication?portal_status_message=Changes%20saved.�
http://www.bbk.ac.uk/lod/mandev/development-events-and-briefings-for-assistant-deans-subject-unit�
http://www.bbk.ac.uk/lod/mandev/orientation-support-and-development-for-executive-deans�
http://www.bbk.ac.uk/lod/mandev/managers-forum-events�
http://www.bbk.ac.uk/lod/mandev/handling-difficult-conversations�
http://www.bbk.ac.uk/lod/courses/directory/course6�
http://www.bbk.ac.uk/lod/courses/directory/course4�
http://www.bbk.ac.uk/lod/courses/directory/managing-difficult-demanding-customer-situations-for-frontline-staff�
http://www.bbk.ac.uk/lod/mandev/managing-people-and-performance�
http://www.bbk.ac.uk/lod/courses/directory/course1�
http://www.bbk.ac.uk/lod/courses/directory/course1�
http://www.bbk.ac.uk/lod/courses/directory/course2�
http://www.bbk.ac.uk/lod/courses/directory/preretirement�
http://www.bbk.ac.uk/lod/courses/directory/project-management/�
http://www.bbk.ac.uk/lod/courses/directory/course5�
http://www.bbk.ac.uk/lod/mandev/running-effective-meetings-and-briefings�
http://www.bbk.ac.uk/lod/courses/directory/time-management-for-non-academic-staff/�
http://www.bbk.ac.uk/lod/courses/directory/time-management-for-academic-staff/�
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• Training for Project Team Members 

What is immediately clear is the lack of CPD support for the understanding of non-traditional 
learners once recruited. The implication perhaps is that the needs, issues and barriers for this target 
group are no different than for that of traditional learners. However, being cognizant of the varying 
needs and contexts of different cohorts of potential students, or to coin government rhetoric 
“customers”, surely must be an area of interest to HEIs. The concern now has also shifted from just 
the issue of recruitment to the retention and success of those enrolled learners.   

The above list is however not the only place for training and development opportunities within an 
institution like Birkbeck. Courses are also available through Information Technology Services (ITS) on 
the use of Microsoft Office applications, excel, word, access, outlook and powerpoint. In addition, 
the college offers courses in academic development through the Centre for Learning and 
Professional Development (CLPD) for both staff and students.  

For staff the offer from the CLPD includes the following courses clearly focussed on teaching and 
learning: 

• 
• 

A short course on the Fundamentals of Teaching 

• 
A critical pedagogies discussion group 

Of these courses, the Fundamentals of Teaching short programme offers staff a way of enhancing 
their teaching. One of the sessions, on “valuing diversity” offers a “consideration of the nature of 
widening participation, and how to help ensure that all students have a positive learning 
experience”. However this short 2 day course is aimed at teaching assistants which are likely to be 
PhD students undertaking first steps in teaching and is focussed on strategies to support learning 
needs including visual impairment, hearing impairment, mental health issues etc in relation to the 
Equality Act 2010. It is therefore more about supporting teachers to be more aware of extra support 
which students could be referred to, as opposed to directly addressing support for lecturers 
engaging with non-traditional learners. 

Sessions around the use of Moodle 

 

Current Funding arrangements 

Funding for staff CPD is often a small percentage of the total operating budget for HEIs and FECs and 
in the current climate is affected by austerity and current government objectives. Broadly speaking 
CPD can be divided into two different types, the “have to do” training and the “nice to do” training. 
The “have to do” activities and training are those which have to be done, often due to legal 
requirements, and the “nice to do”, are self-explanatory. The “nice to do” category of training 
opportunities are likely to be non-funded in the current climate of austerity, and are often to do with 
an individual’s personal objectives. 

 

http://www.bbk.ac.uk/lod/courses/directory/project-management-for-project-team-members/�


6 
 

Drivers and opportunities 

It is our opinion, however, that in the current climate it is timely to reconsider the support and CPD 
available for staff who are in the role of enabling the access of non-traditional leaners. The reasons 
for this are threefold: the current HE reforms which have tripled tuition fees has the potential for 
further disadvantaging those learners who have an issue with acquiring debt, the current aging 
population which all of Europe is facing and lastly the overarching austerity measures meaning less 
available financial freedom for all. 

In the UK, institutional access agreements, are needed and have to be “ratified” by a branch of a 
government department – The Office for Fair Access (OFFA), in order to allow the institution to 
charge students more than £6,000 per annum. These documents are a statement of how institutions 
will ensure the access of non-traditional learners whilst charging higher fees, by providing a detailed 
description of whole institutional outreach targets. We believe that Access Agreements might need 
to better reflect institutional support for staff to enable them to achieve these objectives.  

From our prior learning within the GLAS project, we see opportunities to acquaint HE staff with the 
tools and strategies we have been examining which have the potential to enable access, e.g. APL and 
WBL. Since, it is apparent from our work on GLAS, that these instruments are not universally 
regarded as widening participation and access tools. 

 

Conclusions  

In conclusion, current CPD provision to support staff in enabling the access of non-traditional 
learners is severely limited and is not necessarily related to institutional mission or access targets. 
We suggest that the opportunity to ensure that the CPD offered to staff matches the institution’s 
objectives is an opportunity which is, in the main, missed.  

Current CPD provision follows a familiar form of up skilling in order to achieve specific tasks, e.g. 
minute taking or project management, whilst missing the opportunity to respond to institutional 
mission. In terms of admissions and access the assumption appears to be that staff will know about 
the qualifications which non-traditional students enter with and have an understanding of their 
context and perhaps needs. Linking London’s work offering training to staff in HE about vocational 
qualifications suggests otherwise, that admissions staff and academics do require continual updating 
of the range and spread of vocational qualifications. 

Changes to CPD provision such as we outline above, clearly require additional funding. We suggest 
that CPD processes perhaps could get better at evaluating their impact, which would involve an 
assessment of whether their use has impacted in a positive way on their institutional mission and 
targets. In this way perhaps, more central funding could then be attributed to CPD.  
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2.2. Continuing Professional Development for Teachers at Zuyd 
University of applied sciences in support of lifelong learning 

 

Background 

In the period July 2011 - December 2012 the Faculty of Social Studies, part of Zuyd University, 
realised a training programme of Lifelong Learning for teachers, who are employed to care for other 
participants, rather than the regular full-time education and training students. 

Assignment and execution took place in the framework of the project Lifelong Learning @ Zuyd. The 
programme lines of the Zuyd program have four main items: 

1. Know your market! Learning demand and customer-oriented work 

2. Education in co-creation with customers: the (joint) development of new product-market 
combinations (PMCs) 

3. Organisational development: setting up the Zuyd organization, tailored to customers’ needs and 
desires on the market. 

4. Delivering on knowledge sharing and learning function (further professionalisation and sharing 
through networks). 

The training program is developed and implemented in accordance with these items. Additional 
requirements come from the national LLL developed competency profile for teachers. 

 

Accountability 

The Faculty of Social Studies, based on the control task of Zuyd University, formulated policies to 
Lifelong Learning in addition to education and research as core business. In the vision document and 
the document on organisation, staffing and policy, it is indicated that the current team of teachers 
and support staff have to be equipped for: “Being able to successfully fulfil the control task around 
LLL”. Therefore an overarching plan which includes details of associated training or teacher 
professionalisation has been formulated. 

 

Objectives of the pilot 

• Developing a training programme aimed at the professional development of teachers for 
the market for LLL 
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• Conducting the training program as a pilot in Social Studies in the period from September 
2011 to October 2012. 
• Evaluation of the pilot for the further development of the program and for rolling out this 
training program within Zuyd and externally. Based on evaluation, an adjusted program may 
be developed for further professionalism of all the staff at Zuyd in LLL.  

 

Project results: 

Four two-day training modules have been developed, focusing on professionalism and competence 
development of the staff. 

 a. Ambassadorship and Network Development: 

Professionalization in the field of network development and advocacy in favour of LLL and 
supporting marketing, PR, job acquisition and relationship management. 

b. Dialogue-driven demand articulation: 

Questions of client and open dialogue picked up, clarified and converted to a possible 
assignment that meets the expectations of the client (s). 

c. Co-creative product development: 

Participants can design a programme that is based on the demand of clients and learn to 
shape the schooling or training in co-creation with the client. 

d. Didactics for adults: 

Participants can use relevant educational insights and concepts in product and educational 
development serving adults. Also, participants are equipped for specific roles, groups and 
domains, such as professionalism in the field of counselling skills: supervisor, peer 
counsellor, coaching (project coach, team coach, personal coach, career coach), the coach of 
groups and implementation of training / education activities aimed at specific target groups 
and methods. 

 

Summary evaluation 

Based on the objectives and performance objectives training was developed that provides staff 
support in the field of LLL. The training was conducted as a pilot specifically by and for Social Studies. 
The performance is evaluated and given the evaluation data can be considered that the pilot for 
training staff in the field of LLL in Social Studies in general is successful. Highlights are listed below: 
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 Training material in the field of LLL, in which ambassadorship, demand articulation and 
product development stand central, meeting the need among the employees. They are 
inspired by their vision to establish and deal with partners and gain new tools to think 
product- and results-oriented.  

 The didactic training serves as a key thread throughout the total supply. All executive 
teachers must apply the principles of education for adults directly within the training range 
for their own colleagues, making this theme play a continued role in all modules. 

 It is recommended that the provision of training, in conjunction with the four parts of the 
programme is offered to employees.  

 Evaluation of the pilot data provides sufficient input for the further development of the 
programme for the professional development of all employees of Zuyd in LLL. 

 Planning courses for employees deserve, in addition to a training plan that looks ahead to 
what is appropriate and necessary, a preview of the logistical implications and an attuned 
planning. 

Transfer evaluation and supply to owners 

The evaluation and results of the pilot have been transferred to Social Studies and the LLL team of 
Zuyd, the client from the LLL programme. It was decided that the Social Studies programme should 
be further developed to provide professionalism of all employees of Zuyd in the field of LLL (for 
offering both internally as well as externally). 
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2.3. Continuing Professional Development at Universitat Rovira i 
Virgili – The link with institutional priorities 

 

Target staff 

The staff that could be targeted for CPD related to GLAS core themes, such as WBL or APEL, are both 
teaching and non-teaching staff, blurring the traditional distinction between academic and services 
staff. At the URV, training plans for these collectives are clearly differentiated. Training for non-
teaching staff is developed by the Human Resources Training services, while the Education Sciences 
Institute is responsible for the teaching staff training needs. Some activities may be open for both 
groups, but this is not the usual case. 

 

Training plan for non-teaching staff 

There are two main ways in which the non-teaching staff at URV can access training: 

Training on offer – INTERNAL 

This training deals with general competences that may be helpful for different services (office IT, 
languages) or the ones that are specific for the university context (library, teaching assistance). The 
process to design this part of the training plan begins with the detection of training needs, based in 
three different sources: 

• Organisational structure manual for non-teaching staff, a document which defines all the 
competences and knowledge needed in each unit. 

• Heads of unit, who report what the needs are for each unit. 

• Strategic needs coming from the management of the university. 

Demand is also taken into account, that is, courses that could not be delivered to all applicants are 
offered again in the following call. 

Training on demand – EXTERNAL  

This training generally deals with specific content training, only needed in one unit or department 
and which the Human Resources Service is not able to offer or even to evaluate its adequacy. This is 
the case, for example, for very specific training for laboratory staff. In this case, the staff member 
looks for the specific training needed outside the university and, in agreement with his/her superior, 
they apply for financing to the Human Resources Service. These courses, however, are also included 
when summarising the training activities for the university staff. 
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As a result of the current economic situation in Spain, it has to be said that resources allocated to 
non-teaching staff training have suffered budget cuts, although the aim has been to ensure that the 
standard and quantity of training on offer does not suffer. Professionals working in this area have 
also remarked on the number of staff reporting increased levels of exhaustion, along with a decrease 
in the number of positive reactions towards individual staff training plans, due to the current 
circumstances (which includes salary cuts, increase of workload, etc.) 

Activities offered within the Non-teaching Staff Training Plan are gathered into the 14 different 
subject areas below: 

• Management 
• Academic and teaching  
• Research 
• Organization 
• Quality 
• Human Resources 
• Technical and Administration 
• Economy 
• Legal 
• IT 
• Electronic administration 
• Languages 
• Library 
• Prevention 

For 2012, the courses offered and taken up in each area were: 

Area Activities 
2012 

Training on offer  
INTERNAL 

Training on 
demand 
EXTERNAL 

Participants Enrolled 

Management 2 2 0 28 32 
Academic and 
teaching 

2 0 2 2 2 

Research 5 3 2 51 52 
Organization 1 1 0 13 13 
Quality 4 3 1 37 44 
Human Resources 7 4 3 24 27 
Technical and 
Administration 

28 10 18 97 109 

Economy 4 1 3 21 23 
Legal 8 6 2 93 104 
IT 11 11 0 126 145 
Electronic 
administration 

4 2 2 28 29 

Languages 10 10 0 145 195 
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Library 17 9 7 45 45 
Prevention 28 26 2 166 219 
 131 88 42 876 1039 

Regarding the course content, it was not possible to find any course directly related to the core 
themes of GLAS project, neither the internal training nor the external specific training. Regarding 
gender, we note that women participate at a slightly higher rate in training activities. 

 

Training plan for teaching staff 

Training for teaching staff is managed by the Education Sciences Institute. The different activities 
forming the Teaching staff training programme are: 

General training plan – TRAINING ON OFFER 

This plan gathers all the training activities that have to do with general competences that university 
teaching staff should have. The offer is designed taking into account: 

• Governing bodies directions, having to do with the requirements for each moment of the 
institution e.g. knowledge about the European Higher Education Area (EHEA). 

• University units who see the need for training when implementing their strategies (for 
example, if a tutoring programme is implemented, there is a need for tutoring training for 
the teaching staff). 

• Teaching staff survey to detect training needs. 

This plan includes a training plan for academic management positions. 

After needs detection, a training programme is proposed by the Education Science Institute, and it 
has to be approved by a commission. Members of this commission are: union representatives, 
Human Resources Service and it is presided over by the vice rector responsible for teaching staff. 

Specific training plan – TRAINING ON DEMAND 

There are two annual calls for this training plan, consisting of more specific and applied training. 
Faculties and departments identify specific training needs and apply for training. The education 
Sciences institute organises this training with in-house or external resources used when needed. 

 

Financing to attend external training 

Financial aid to attend external courses in the cases where, because of their specific nature, or 
because there is not a sufficient number of attendees, courses cannot be offered by the Education 
Sciences Institute. 
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Besides this teaching staff training programme, there are also the following opportunities: 

• Internationalisation programme 

• Programme “University teaching specialist”. Some courses of the general plan can be used 
as modules of this programme to achieve the degree. 

• Training for trainers 

Regarding the subjects of the courses, they are gathered in seven subject areas: 

Area Activities Participants Enroled 

Tools for teaching 42 436 481 
EHEA 36 330 357 
Safety and risk prevention in the workplace 27 255 306 
University teaching 19 238 312 
Languages 11 121 143 
Teaching and research development 8 144 156 
University management 3 39 53 
 146 1563 1808 

Regarding the relation between subject content and GLAS project core themes, it is difficult to see 
clear links. Subjects such as coaching, tutoring, EHEA or competence assessment are included in this 
plan, but are regarded as general tools for teaching rather than as strategies for Lifelong Learning; 
they are not driven by the inclusion and widening participation aspect but instead regarded as broad 
spectrum tools. 

In order to achieve the continuous improvement of teaching processes, URV uses a Teaching staff 
assessment for teaching incentivising. The main goal of the assessment system is to improve quality 
in teaching which the student will receive directly and which will have also an influence in the 
prestige of the University by its high quality training. 

Participation in this assessment system is on a voluntary basis, but it is required to access some 
additional remuneration available for every five years of service. The assessment takes into account 
different items, one of them being professional performance and development, in which CPD 
activities are included. So, CPD is part of the Human Resources management, giving it a role in the 
assessment of the teaching staff. 

Besides, another of the items that are reviewed in the assessment of teaching staff is the 
Assessment of teaching activity results, in which the success rate of students is measured. In this 
way, teaching staff should also be interested in achieving teaching competences that improves the 
success of their students. 

URV participates in the “Teacher Training Interuniversity Group” (GIFD), which consists of the 
training units of Catalan public universities. One of their main objectives is the identification and 
definition of teaching skills university teachers need to have, in order to plan the training programs. 
An article about this issue has been recently published (REDU – Identificación, desarrollo y 

http://gifd.upc.edu/wp-content/uploads/2012/09/REDU-Identificaci%C3%B3n-desarrollo-y-evaluaci%C3%B3n-competencias-docentes-GIFD1.pdf�
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evaluación competencias docentes – GIFD

 

). One of the competences defined, the Interpersonal 
competence, includes describers such as Identifying individual needs or Respect cultural diversity, 
which could be useful for the inclusion of the disadvantaged learners that the GLAS project targets. 

Conclusions for URV Continuing Professional Development 

Maybe one of the most interesting issues may be the fact that there is a relationship between the 
University strategies and the training of staff. That is, the strategies do not account for the whole 
training plan, but when something is core for the University’s mission, it is included in the training 
plan. This happened, for example, when the internationalization was set as a priority for the 
University, and the offer of English language courses for the non-teaching staff increased. That 
means that linking LLL strategies to University or Government policies would benefit the staff 
support in these issues. 

The Non-teaching Staff Training Plan states that it is linked, amongst other issues, with the 
programme contract and the achievement of objectives. So, if widening participation and inclusion 
by lifelong learning are included in this programme contract and the objectives, it can be expected 
that CPD for non-teaching staff will include support for them. 

The Governing Bodies have also their word in the Teaching Staff training plan, and their strategies 
and priorities clearly permeate to the training activities. For example, as the plan for 
institutionalising Service Learning at the university was put in practice this year 2012-2013, this 
subject was included for the first time as a course included in the Teaching Staff Training plan. So, 
again, if the use of Lifelong Learning strategies to ensure inclusion and widening participation was 
included as a priority for the University board, the staff training would come along with it. 
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1. Recommendations for further policy, research and action 

• The link between institutional mission and CPD must be reinforced, as in some institutions 
this is currently a missed opportunity. In others, such as Zuyd and URV, this link is present 
and has proved to be an effective way to ensure there is sufficient support available for staff 
working in the specific areas which are include in the mission. The current climate of 
austerity and increasing tuition fees would suggest that it would be timely to support staff to 
engage with potential learners in addition to being better able to retain existing non-
traditional learners. 

• Professionals targeted for CPD related to Lifelong Learning strategies and supporting access 
and performance of non-traditional learners can be very different. However, there are 
similar responsibilities that play a role in these aspects in separate departments, and in very 
different positions. Therefore, CPD related to this purpose should overcome the traditional 
distinctions between HEI staff and present opportunities for shared learning. 

• CPD which is provided and linked to institutional mission needs to be properly evaluated in 
order to demonstrate impact and secure funding from central HEIs resources for future 
work.  

• There is a lack of specific training for HE staff to support non-traditional learners, however, 
useful elements found within other existing programmes could be adapted into new training 
opportunities.  

• Since social inclusion is an important mission for many HEIs, organisers of CPD opportunities 
might like to consider the tools and strategies explored within the GLAS project, as it is our 
belief that used appropriately these established processes and strategies can be used as 
powerful tools for widening participation and access. 
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