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1. Introduction
1.1 Technology Enhanced Learning to Support a Welsh Centre for Workforce Development is a JISC-funded Project, lead by the University of Wales Institute, Cardiff (UWIC). The Project runs for two years from April 2009.

A key aspect of the Project is the exploration of how technology can enhance the delivery and quality of work-based learning. Key outputs include:

· Transferable models of technology-supported delivery across a variety of related but differing contexts and subject disciplines.

· An understanding of the strategic and policy issues attendant with such technology-enhanced models of delivery.

· The creation of domain knowledge, reusable models of processes and practice, and user requirements across the project’s partners.

· A greater understanding of how the learning content generated within the four streams of the project can be used as open learning content, across Wales and the rest of the UK.

· Technology Enhanced Learning Support in the form of guidance materials and good practice exemplars.
The Project consists of four streams: work-based delivery in the Cardiff School of Management, UWIC; Dental Technology in the Centre for Dental Technology, Cardiff School of Health Sciences, UWIC; Inter-professional Studies (Regulation of Care Services Award) in the Cardiff School of Health Sciences, UWIC; and Learning Coaches in the Department of Professional Development, Cardiff School of Education, UWIC. 
Fuller details are in the Project Plan, available on the Project website.

1.2 This Baseline Report is the first agreed output of the Project. The purpose of the Report is to survey and review existing knowledge, providing a baseline from which the Project can develop and extend existing practice.
As will become apparent, there is a growing body of research indicating the critical importance of workforce development to the growth of a competitive Welsh economy. A recent feasibility study by Middlesex University (Nov 2008), commissioned by UWIC as part of a HEFCW sponsored project on Workforce Development in Wales (currently led by UWIC on behalf of an HE consortium of 8 Welsh HEIs) has drawn important conclusions for the entire sector, including recommending the creation of an all-Wales Centre for Workforce Development in Higher Education and the creation of an Observatory to collate and disseminate work-based learning expertise and research appropriate to the needs of Welsh work.
More recently still, the HEFCW-funded report Strategic Development of High Level Learning for the Workforce in Wales by Peter Treadwell and Dr Barrie Kennard (May 2009) builds on the work of the Leitch and Webb Reviews (2006, 2007) by assessing the current state of play in terms of HE work-based supported learning across Wales.

The use of technology remains a key outcome of the Report:
Universities need to develop a much more flexible curriculum and training provision for high level learning. Study for people in employment means balancing study around work around family priorities and much greater flexibility is needed in terms of funding support, content, location, student support, industrial and academic mentorship, and delivery mechanisms.

This Baseline Report explores current pedagogic, strategic and operational thinking in terms of work-based learning across Wales, setting out where Technology Enhanced Learning to Support a Welsh Centre for Workforce Development can make a significant contribution to ongoing research.

2. External Landscape


2.1 Definitions
A starting point for this Report is an outline of key definitions central to the lifelong learning and workforce development agenda. As Bolden and Petrov note, ‘employer engagement means a lot of different things to different people’.
 More importantly, Treadwell and Kennard stress the negative impact such semantic confusion engenders when they state “the glaring absence of clear definitions of employer engagement and work based learning - especially as mutually determined by more than one stakeholder in order to move forward using a common language as the basis for shared vision and values”.

At the heart of the confusion lies a divide between vocational and academic perspectives. This is encapsulated in the two quotes below, both of which seek to define work-based learning.
Work-based learning – which is much more focused on learning in the workplace (than work-related learning), derived from work undertaken for or by an employer (i.e. in paid or unpaid work). It involves the gaining of competencies and knowledge in the workplace. It may include learning undertaken as part of workforce development.

Helen Connor, Council for Industry in Higher Education (2004)

WBL is a learning process which focuses university level critical thinking upon work (paid or unpaid) in order to facilitate the recognition, acquisition and application of individual and collective knowledge, skills and abilities, to achieve specific outcomes of significance to the learner, their work and the university.’

Professor Jonathan Garnett, Middlesex University (2005)

The former clearly has a strong vocational base; the latter is far more couched in academic terms. This divide opens up a more serious issue. Behind such semantic differences lies a philosophical gulf. As McDonald (2008) notes, a tension now exists between the use of commercial and academic language between agency and university stakeholders where universities tends towards selling qualifications and credit recognition which prove attractive to employees whilst agencies sell business solutions which are invariably linked to ‘just in time’ training needs and improved employee and organisational efficiency.

The Council for Industry in Higher Education (CIHE), in their input to the review on the market for work-based learning conducted by Professor Marilyn Wedgwood for the Department of Education and Science [DfES] in December 2006 commented ‘you (the DfES) appear to be assuming a traditional approach – as Leitch does too – to work-based learning in higher education – one mainly which talks about courses and qualifications. The future as we see it lies in more flexible, bite-sized learning that has the aim of enhancing business competitiveness.’

2.1.1 The Engaged Employee

Treadwell and Kennard (2009) stress the importance of the ‘engaged employee’. In offering a model for employee engagement, the Chartered Institute of Personnel and Development (CIPD) in their research report on ‘Working Life: Employee Attitudes and Engagement (2006) stressed that engagement was a multi-faceted construct and could be broken down into key dimensions of emotional, physical and cognitive engagement.
 The first two dimensions linked to having a passion for work and ‘going the extra mile’ by being prepared to work over and above one’s contract. The binding ingredient was, however, the cognitive dimension linked to knowledge gain, skills development and occupational understanding. This emphasis on the importance of personal development in the workplace is a valuable pointer to a key role higher level learning should play in employer engagement. Wedgwood (2007) emphasises this succinctly when writing that ‘Higher Education is more than skills training. It is also about education and knowledge. The [employer’s] ‘connect’ with the ‘academy’ provides an intellectual context and environment for thinking and learning in the workplace, and a rigour and objectivity from which new insights, understanding and creativity can arise.’

As Treadwell and Kennard (2009) state,  ‘none of the prime stakeholders in this whole employer engagement agenda should under-estimate the significance of how and why the employee is engaged. They are the key ingredient in this whole process”.

2.2 Policy and Practice, 2003-9
Over the last five years the UK government has shown an increasing concern with employer engagement and workforce development. This has come to a head with the recent formation of the Department for Business, Innovation and Skills (BIS) in June 2009 “whose key role will be to build Britain’s capabilities to compete in the global economy.”  The Department has been created through the merger of the Department for Business, Enterprise and Regulatory Reform (BERR) and the Department for Innovation, Universities and Skills (DIUS). It has been argued that the formation of BIS indicates an increasing subservience of the HE sector to industry rather than as “essentially custodians of scholarship, intellectual rigour and world-class teaching”.
 The debate between vocational-centred and academic-centred training programmes has certainly not gone away.
The formation of BIS is only the latest outcome of the Government’s focus on the ‘skills agenda’. The UK government’s initial major skills strategy emerged in July 2003 via the DfES, entitled ‘21st Century Skills: Realising our Potential’.
 That particular strategy offered no substantial planning opportunities with respect to high level skills development but did engender a comparative analysis of UK productivity as benchmarked against European, North American and Asian nation states. Not long after this first strategic document on skills the ‘Lambert Review of Business-University Collaboration’ highlighted the economic need for much substantial and focused partnership activity between universities and the UK business sector in order to increase innovation and entrepreneurship.
 The report also vigorously demanded that the UK HE sector needed to engage more closely with employers in order to alleviate the emerging skills deficit and the limited CPD programme provision to meet the needs of industry.
The Secretary of State’s grant letter to HEFCE in February 2006 also provided the first overt directive to HEFCE on developing employer engagement.
 It asked the Council to lead ‘radical changes in the provision of HE’ via a strategy of growth which was aimed to incentivise provision fully or partly funded and led by employers. Despite this clear steer, the UK Government’s skills strategies did not fully articulate the role that HEIs might fulfil and only partially made connectivity with HEIs being a key driver in the English regional and national skills infrastructure.
By the end of 2006, two major policy developments occurred linked to high level skills. The Further Education and Training Bill offered FE Colleges in England enabling powers to award Foundation Degrees (FDs). The final report of the Leitch Review quickly followed, highlighting the need to raise employees’ aspirations to study in HE and also emphasising the need to increase higher level work- based learning. Additionally, Leitch stressed the priority for the HE sector to target set for substantial increases part time mature adult returners already in employment as well as full time school leavers. It also placed an increasing emphasis on the need to improve the whole university –business interface with respect to higher level learning.
Sandwiched between these reports, HEFCE launched its ‘Engaging Employers’ strategy in November 2006.
 Some of the outcomes of that strategy included an extension of the ‘Train to Gain’ (T2G) programme to NQF Level 4 and the creation of three Higher Levels Skills Pathfinder Projects (HLSPP). The intention behind these projects was the building of networks to ‘improve the journey to higher-level learning for employers and employees’ and evaluating how HE NQF level 4 programmes could ‘branded’ to entice sustainable partnerships between universities, employers and employees/learners. This was the beginning of a thrust towards ‘demand-led’ learning and ‘demand-led’ WBL programme design. A latent objective of such initiatives was for an increased volume shift of NQF level 3 learners from FE to progress naturally into HE NQF level 4 and beyond. The vehicle for this progression was to be the funding and support for innovative regional ‘Lifelong Learning Networks’ (LLNs).

The Secretary of State’s grant letter to HEFCE in 2007 emphasised the significance of designing further innovation, this time linked to increasing access to HE for mature adult returners. The letter stressed the need for a series of learning products that could be made easily ‘available, relevant, flexible and responsive and meet the high level skill needs of employers and their staff.’ This indicated that the government felt there was a real market opportunity for FE colleges and self-selecting HEIs to engage with Sector Skills Councils, business agencies and individual employers and design products that generated an employer engagement demand. The following year, the 2008 Grant Letter to HEFCE pushed forward the co-funding agenda and supported this financially with a desire to fund high level employer engagement learning to the tune of £50 million by 2010–11 on the expectation that it would help produce 20,000 new enrolments by the end of 2011.57 One of the ‘special ingredients’ of this provision was the push towards offering learning opportunities that were tailored to suit adults work-life balance and preferred learning styles.
In early 2008, DIUS heralded its ‘A ‘New University’ Challenge,’ which encouraged towns or rural areas without an HE presence to partner with English universities to establish an HE centre or university campus.58 Driving a similar regional theme, ‘Innovation Nation’ offered SMEs the opportunity to draw down funding to buy into expertise from local HEIs in order to build the organisational capacity and entrepreneurial skills.
 
Lastly, in April 2008 DIUS published a consultation document ‘Higher Education at Work – High Skills: High Value’ which aimed to support the continued increase of appropriately skilled graduates in order to extend the UK’s innovation and enterprise capacity.

2.3 The current skills situation – Wales and the UK

In a Wales/UK context, when one investigates our ‘regional’ productivity and overall percentage employment rate (based on our GVA per hour worked compared across the UK) Wales can be viewed as the second worst performing region, following close behind the North East region.
 Also, analysis of other Office of National Statistics (ONS) data on qualifications in regional workforces shows that, in comparison with other countries in the UK, Wales has the second smallest degree and sub-degree ‘population.’ However, the major concern of the UK government with respect to the skills agenda is that our demographics are changing and that the UK has an growing, ageing workforce with established higher level skills and a diminishing population of school-leavers and recent graduates to replace them. DfEE and DfES Labour force surveys indicate that, in 2007, the UK had 33% of its working population holding level 4 or above qualifications and 28% holding no qualification or a level 1 qualification. This compares with the Leitch target for 2020 of over 40% of our workforce needing to hold level 4 or above qualifications in order to keep the UK globally competitive.
 To add greater statistical description to this skills agenda, OECD (2008) data shows that the UK is currently in 15th position for its volume of ‘older workers’ (currently aged between 45-54 years) and 22nd for ‘younger workers’ (currently aged between 25-34 years).

If one links this data to long –term changes in macro-economic indicators for the UK between 2007 and 2017 we find that Wales as a UK region is anticipated to have the second slowest rate of growth (using GVA % change and employment growth % change as base indicators). Also, if one considers the expected demand and the required demand for high level skills in the UK in this same decade then nearly 13,500 new graduate jobs are required to drive UK industry, with nearly 7,000 new posts needed in senior ‘technical’ posts, established professions, middle/senior management and senior administrator positions.
 This statistical data certainly illuminates the skills landscape and Humphries (2009) quite rightly points out that the UK (and Wales as a result) is likely to move from 11th to 14th position in the OECD higher level skills league table. He also highlights that the new UK Commission for Employment and Skills (UKCES) has, as a result, articulated three clear priorities for the period between 2009-14, namely – ‘raising employer ambition, engagement and investment; building a more flexible and responsive skills system; and maximising individual employability and skills.’
 These priorities will need Welsh HEIs to be part of an integrated approach to developing enterprise, leadership and management capacity as well as improving the relevance and responsiveness of supply generated high level learning opportunities. This will also require better collaborative and partnership working between employers, employer agencies and Further and Higher Education sectors in Wales. All of these factors point towards a challenge for Higher Education in Wales to build regional infrastructures that support a culture of continuous development for the graduate workforce in Wales. However, before discussing the Welsh ‘regional’ context in some detail it is worth linking the UKCES priorities with the broad UK political context and the main policy thrusts that have emerged from consultation documents and published reports in the last few years.
2.4 The Wales high level learning and skills landscape
By comparison, the policy and initiative landscape linked to employer engagement and workforce development is nowhere near as complex and crowded as in England. This is, in the main, dictated by the fact that HEFCW is funded much more stringently than HEFCE and also that the many government funded initiatives like the ‘new University Challenge’ and business-facing brands like ‘Train to Gain’ exist for England only. WAGs ‘Learning Country: Vision into Action, published in 2003, aims for both inward growth and development and also external knowledge transfer that builds national competitiveness and showcases Welsh educational distinctiveness. Its vision was to ‘modernise the collaborative efforts of higher education in Wales’ and it offered specific objectives of promoting ‘reconfiguration within the HE sector to improve quality and strengthen research’ and improving ‘knowledge exploitation and maximising the contribution of HE to the development of the knowledge economy ’ and improving skills and adding value to the Welsh economy.
 With respect to workforce development targets it declared an outcome for the percentage of adults of working age with a qualification equivalent to level 4 to be 30% by 2010, with a 2007 milestone of 27%. It also sought to ‘enable learning at all levels to be acquired in bite-sized episodes and accredited towards whole qualifications by continuing to implement the Credit Qualification Framework for Wales (CQFW)’ and expressed a desire to explore the introduction of Foundation degrees ‘through HE/FE partnerships, linked to our agenda for skills and vocational learning.’  In public briefing sessions, Jane Davidson AM, the Minister for Education, Lifelong Learning and Skills saw the ‘Vision into Action’ document as a clear statement for Welsh HEIs to promote greater collaboration and encourage further mergers and creating a ‘critical mass’ in order to operate both locally and globally. Her ‘big issues’ were raising attainment and performance in schools and the FE sector and also increasing participation, including increasing entry into FE and HE and increasing CQFW level 3 and 4+ work based learning – using SSCs and HEIs as the vehicle to build a configuration of services to business.
 Like its preceding document, ‘The Learning Country,’ the ‘Vision into Action’ strategy became a constant point of reference for many stakeholders. However, without question, the single biggest priority in Wales as in the UK was the need to respond clearly to the long term challenge of developing skills in order to maximise economic prosperity, prosperity and, therefore, impact positively on social justice. The document was very light in terms of its ‘touch’ and ‘detail’ with respect to higher level skills development in Wales.
One of the principal vehicles for facilitating the development of workforce development in Wales appears to be the Sector Skills Councils (SSCs). To date, SSCs have since their inception, gone through two time-consuming cycles of re-licensing and have tended to prioritise a basic skills uplift in the their respective sectors rather than a drive towards higher level learning and SSC/university partnerships. In England, perhaps because of the existence of government funded Lifelong Learning Networks [LLNs] between HEIs, FECs and business -support organisations like SSCs there has been a drive to develop high level learning innovation – invariably in the form of new foundation degrees and accredited CPD. In Wales these SSCs are often small operations in terms of manpower and often have regional responsibilities which extend beyond Wales to bordering English regions.
The ‘Ministerial Foreword’ to the WAG ‘Skills That Work for Wales: Skills and Employment Strategy and Action Plan’ (2008) proves an illuminating policy and guidance document. It states at the outset that ‘skills and employment are the foundation of a successful life, and they are essential for a more prosperous and more equal Wales.’ However, in this foreword it is recognised that Wales starts in this skills development agenda through to 2020 from a much lower skills base that other UK nation states and many other OECD comparator nations.
 Additionally, very early in the foreword to the strategy and action plan, Further Education institutions and not HEIs are identified as the key drivers of skills agenda in Wales. Improving the performance of this FE network of providers is at the heart of the WAG skills strategy. The foreword also points towards the outcomes of the independent Webb Review of Further Education (2007)
 which was, in the main, critical of the capability and capacity of the present FE structure in Wales being able to respond effectively to the skills agenda. It also notes the need to start ‘raising our game on skills…and improving the quality and relevance of education and training’ and for learning providers to ‘collaborate and change.’ What is noticeable by its very absence in the strategy and action plan is the defining role Higher Education in Wales might play – whilst at the same time recognising that the FE sector in Wales should be the preferred ‘key driver for skills.’
3. The Major Stakeholders
3.1 Introduction

The whole ‘arena’ of employer engagement and the development of high level learning is highly complex and often sees a variety of stakeholders competing against each other rather than collaborating. It invariably combines to leave the end-user, the business owner or a head of human resources in a company not really knowing which provider to access or how simply to begin the engagement process. Paradoxically, the preferred outcomes of all key stakeholders are invariably the same, that is the development and extension of particular knowledge, skills and understanding in our employees and graduating students that, when applied in an organizational environment or linked to discrete projects help produce a culture and quality of product and service that competes anywhere in the world. 
In Wales, outside of the universities themselves, key stakeholders include the Sector Skills Councils (SSCs), the Alliance of Sector Skills Councils and the Wales Employment and Skills Board (WESB – a regional arm of the UK Commission for Employment and Skills (UKCES). The Welsh Assembly Government clearly has an obvious vested interest in employer engagement and government via departments like the Department for Children, Education, Lifelong Learning and Skills (DCELLS) and International Business Wales (IBW) – formerly linked to the Welsh Development Agency [WDA]. 
3.2 UK and Wales Government Departments
UK - Department for Business, Innovation and Skills (BIS)
The Department for Business, Innovation and Skills (BIS) is the ministerial department of the United Kingdom Government created on 6th June 2009 by the merger of the Department for Innovation, Universities and Skills (DIUS) and the Department for Business, Enterprise and Regulatory Reform (BERR). BIS has responsibility for enterprise, business relations, regional development, fair markets and energy policy, along with responsibility for science and innovation, further and higher education and skills.
Wales - Department for Children, Education, Lifelong Learning and Skills (DCELLS)

The main objective of the Department for Children, Education, Lifelong Learning and Skills (DCELLS) in the Welsh Assembly Government is multi-faceted and includes the improvement of children’s services, education and training provision to secure better outcomes for learners, business, and employers - as set out in the WAG strategic document, ‘The Learning Country’. It also aims to empower children, young people and adults through education and training to enjoy a better quality of life. Its current priorities include the promotion of high expectations and performance for all learners in Wales and the effective regulation, inspection and support to help assure learning quality. Additionally, with respect to employer engagement and high level learning other related priorities include securing high-quality higher education whilst maximising its economic, social and cultural impact on learners and the wider community and delivering financial support to students and other learners in partnership with key stakeholders. The primary policy ‘vehicle’ for employer engagement emanating from DCELLS is their Skills that Work for Wales: A Skills and Employment Strategy and Action Plan (2008).
The UK Commission for Employment and Skills and the Wales Employment and Skills Board
The UK Commission for Employment and Skills (UK CES) was launched on 1st April 2008. The Commission incorporates many of the roles of the former Sector Skills Development Agency (SSDA) and the National Employment Panel (NEP) which both closed on 31st March 2008. The Commission plays a central role in raising the UK’s skills base, improving productivity and competitiveness, increasing employment and making a contribution to a fairer society. The UK Commission is primarily advisory in nature, but also has an executive function in performance managing and funding the Sector Skills Councils (SSCs), as well as a lead role in their reform and re-licensing.
The Wales Employment and Skills Board (WESB)

WESB was created in May 2008 to advise the Welsh Assembly Government on employment and skills policies, with a particular remit to articulate the employer perspective and monitor the specific implementation of the skills and employment strategy and action plan Skills That Work for Wales. It replaces two advisory panels: the Wales Employment Advisory Panel and the Joint Skills Advisory Panel. The Wales and Employment and Skills Board has effectively begun to strengthen the employer voice on skills in Wales and give expert advice to Welsh Ministers and help Wales to develop a high-skills economy with opportunities for everyone.
3.3 Skills Councils
Alliance of Sector Skills Councils

The Alliance is a new support organisation, established on the 1 April 2008, comprising all 25 licensed UK Sector Skills Councils (SSCs) - those employer driven organisations that together articulate the voice of the employers of 85% of the UK's workforce on skills issues.

The core purposes of the ASSC are to act as the collective voice of the Sector Skills Councils; promote understanding of the role of SSCs within the skills system across England, Scotland, Wales and Northern Ireland; co-ordinate policy positions and strategic work on skills with stakeholders across the four home nations, and, help build the performance capability of the SSCs, to ensure they continue to work effectively on the employer driven skills agenda.
3.4 Higher Education Providers

Higher Education Institutions (HEIs)

At this present moment, the Wales HE sector consists of 13 Higher Education Institutions, one of which is the long-established ‘federal‘ University of Wales. The leading universities in terms of student population volume and research and enterprise activity include Aberystwyth, Bangor, Cardiff, Glamorgan and Swansea whilst others are ‘new’ universities that have emerged from amalgamations between former local education authority sponsored colleges like Glyndwr, Newport, Swansea Metropolitan and UWIC. Certain HEIs like Lampeter and Trinity University College have strong ecclesiastical connections whilst Open University Wales is a regional centre of the Open University.

Further Education Colleges (FECs)

Further Education Colleges in Wales offer full- and part-time learning for people over compulsory school age, excluding higher education. In Wales this provision equates to 23 FE colleges and a range of public, private and voluntary sector training providers including the Workers' Educational Association (WEA). Colleges vary in size and mission, and include general FE, tertiary and specialist institutions, including one Roman Catholic Sixth Form College. The FE sector is a key player in helping to deliver the Welsh Assembly Government's aims to widen participation, tackle social exclusion and stimulate economic regeneration. Currently, FE Colleges in Wales offer 80% of all post-16 qualifications and provide learning experiences for almost 300,000 people in Wales. Additionally, 7% of the total HE student population in Wales is studying in Welsh FECs.
3.5 Related Agencies and Councils

Higher Education Wales

Higher Education Wales (HEW) represents the interests of Higher Education Institutions (HEIs) in Wales and is a National Council of Universities UK. HEW membership encompasses all the heads of the universities and higher education institutions in Wales and provides an expert resource on all aspects of higher education in Wales to the many interested stakeholders, including Assembly Members and Welsh MPs, the Welsh and UK media, students, staff, business leaders and industrial entrepreneurs. Effectively, the role of HEW is to promote and support higher education in Wales, representing the interests of its members to the National Assembly, to Parliament, political parties, European institutions and bodies, and negotiating on behalf of Welsh higher education. It has specific officers with responsibility for the analysis of skills policy and employer engagement.
Fforwm

Fforwm is the national organisation representing the 23 further education (FE) colleges and two FE institutions in Wales. It was created in 1993 as an educational charity and a company limited by guarantee and provides services to its members including networking, conferences, research, consultancy and the dissemination of best practice. It works closely with various partners in post-16 education and training and its officers hold important positions on various national committees, working parties and other groups influencing and shaping policy in post-16 education, training and life-long learning. Effectively fforwm is the ‘voice’ of the FE sector in Wales needs and aspirations to a wide variety of stakeholders.

Council for Industry and Higher Education (CIHE)
The CIHE was established in 1986 and is made up of a powerful mix of CEOs from leading UK universities, FE colleges, QA agencies, digital innovation and computing companies, telecommunications companies pharmaceutical companies, management consultants, banks, charitable trusts, the Leadership Foundation for HE British Council and HEFCE. It is arguably one of the lead agencies for developing an agreed agenda on the learning issues that affect the UK’s global competitiveness, social cohesion and individual development. One of CIHE’s re-current main themes and project activity is employer engagement for high level learning and their research focuses on how business demands can best be articulated and how this can influence the overall HE curriculum and new learning provision.
Higher Education Academy (HEA)
The HEA is the main professional agency that UK academics link into when seeking to carry out discipline specific programme development or share their applied research. Under the expert guidance of Professor Freda Tallantyre the HEA has created a vibrant Subject Centre and ‘supranet’ for work based learning and workforce development. This subject centre has enabled experts in the field to come together with university and business leaders to share ‘best practice’ projects’ and debate central issues which help promote and deter the development of work based learning in our universities and businesses.
4. Organisational challenges & opportunities for HEIs in Wales
Treadwell and Kennard (2009) have some important conclusions in regards to challenges and opportunities for HEIs in Wales.

employers only seem to invest in employer engagement with HE when it is of clear value and offers a return on investment which is easy to define and measure. Basically, HEI employer engagement in Wales must impact positively on productivity and personal and organisational performance. It must also be offered in a business-like manner where the perceived benefits are tabled up-front in HE-business negotiations.
A DIUS (2008) study concluded that students who entered part time HE study as mature adult returners improved their career prospects, employability and earning potential. From the same study, over a third of respondents felt HE study helped them grow as a person intellectually and emotionally. This was a key motivational factor, 34% of respondents gave personal development as their main reason for considering going to university, and 26% of those not considering HE recognised this as a benefit of HE. Together this represents almost one-third of responding adults who saw this particular benefit to HE. Personal development was particularly a key motivator for older adults and those from managerial/professional backgrounds.
In conclusion, Treadwell and Kennard (2009) stress the importance of innovative delivery in terms of addressing the work-based learning agenda:

We recommend that universities tackle the creation of blended learning materials and training for academic and industrial mentors as a priority in order to be ready for the hopeful surge in employer engagement high level learning demand in Wales.

5. Technology Enhanced Learning – A Sectoral Review

 A key aspect of the Technology Enhanced Learning to Support a Welsh Centre for Workforce Development Project is the investigation of the degree to which Web 2.0 can enhance the student learning experience; can facilitate and extend virtual learning models as applied to work-based and lifelong learning; can better support the mentor within the pedagogical process; and leverage cost efficiencies for both the education deliverer and student.
Both the Cooke Report (October 2008), On-line Innovation in Higher Education,
 and the recent MacArthur Foundation report on Digital Media and Learning, Living and Learning with New Media (November, 2008) highlight the power of Web 2.0 innovations to support peer-to-peer (collaborative) educational models.

This is further reinforced by the report of the Committee of Inquiry into the Changing Leaner Experience, Higher Education in a Web 2.0 World (March 2009).
 The Report notes the following key findings:

· The continued existence of a digital divide, and the continued weakness of information literacy
· That the use of Web 2.0 technologies was nevertheless high and pervasive across all age groups from 11 to 15 upwards

· That the use of Web 2.0 leads to development of a sense of communities of interest and networks
· That there is an area within Web 2.0 group space that could be developed to support learning and teaching
· That the processes of engaging with Web 2.0 technologies develop a skill set that matches both to views on 21st century learning skills and to those on 21st century employability skills – communication, collaboration, creativity, leadership and technology proficiency.

Key recommendations are broken down into four main areas: learner skills; staff skills; infrastructure; and inter-sectoral relationships.
 It is clear that this Project could add significantly to an understanding of inter-sectoral relationships, especially between HEIs and employers, an area outside the remit of the Higher Education in a Web 2.0 World Report.
Peter Bradwell’s (June 2009) The Edgeless University: Why Higher Education must embrace Technology raises a more concerned note, suggesting that HEI’s must embrace technological innovation in order to remain competitive, and to meet the expectations of an increasingly complex and varied student population.
In terms of adult learning, Bradwell makes the following observation in regards to Web 2.0 technologies:

These are blurring the boundaries between informal learning and formal lifelong learning, as they provide opportunities to connect learners and teachers more effectively.

The Edgeless University notes, however, that technology in itself is not enough, that for maximum benefit to be achieved the policies and procedures, the very operational foundation of HEI’s, need to be revised:
In building the e-infrastructure for higher education we should not just build around the needs of institutions as they exist already. To pursue the possibilities of the ‘Edgeless University’, technology will have to be taken more seriously as a strategic asset. Technology is a driver for change. But we should harness it as a solution, a tool, for the way we want universities to support learning and research in the future.

6. Conclusions
This Baseline Report for the JISC-funded Project Technology Enhanced Learning to Support a Welsh Centre for Workforce Development has drawn together important contemporary and historical characteristics that impinge on work-based learning and technology-supported pedagogy.
In terms of work-based learning, it is clear that much remains to be done, particularly in regards to the engagement of HEIs with the real requirements of both employers and employees. As Treadwell and Kennard (2009) state, ‘none of the prime stakeholders in this whole employer engagement agenda should under-estimate the significance of how and why the employee is engaged. They are the key ingredient in this whole process”.
 The engaged employee remains one of the key aspects surfaced by this review.
Further, the power of technology to address the needs and requirements of a diverse learner population has been confirmed.
e-Learning incorporating Web 2.0 offers the sense of being a contributing member of a learning community, which is one of the hallmarks of higher education. For learners unable to participate in an actual community for some, or even all, of the time – notably part-time, distance and, increasingly, work-based – Web 2.0 may be a reasonable proxy.

However, the recently published DEMOS report, The Edgeless University, is useful in underlining the importance of change management within HEIs, and the role that technology can, and perhaps even must, play in transforming the operational character of our universities if they are to remain competitive and relevant to life in the 21st century.

These conclusions, and others within this Report, form an important base on which the project can develop.
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