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Abstract  

To have specific knowledge and competence directly related to a company´s key business area are 
important for the well-being and future of an enterprise. Informal knowledge that has been acquired 
through practical experience or task solving is often a hidden treasure and a resource that is not used 
with full capacity in many companies. To recognise, facilitate and make better use of this unexplored 
competence that the staff has and combine it with other relevant knowledge can be very beneficial for 
internal work based learning activities, especially in the industrial engineering sector. The Life Long 
Learning/ Leonardo da Vinci project, WBL-IE (Work Based Learning-Industrial Engineering) target this 
area and presents an innovative approach on how to implement work based learning in an efficient 
way for industrial engineering. 

The WBL-IE project team and its members have gathered experiences and knowledge from previous 
projects. In the Experience Transfer Model (ETM) project a platform for exchange of experiences 
among people active in industry was developed. The ETM concept was well accepted by the 
participants and the cross disciplinary activities were seen as beneficial for both problem solving and 
strategy proposals. PHASE (Processer til håndtering af skræddersyede efteruddannelsesforløb) is 
another project that has contributed with experiences. Focus in PHASE has been on how education 
providers can meet the need for knowledge and updates in industry, in which forms the education 
should be delivered and how education can be tailor made to meet the needs from companies, 
especially SME´s. The evaluation showed that the Worked Based Learning (WBL) concept was 
considered to have a high potential and that all of the interviewed companies ranked tailor made CE-
activities high. 

The ongoing learning processes in engineering organizations are very powerful and can be further 
enhanced by actions which are time and cost effective. In order to make use of this possibility it is 
important to create awareness about the existence of these learning processes. Some of the 
processes are self-supporting but others can be effectively enhanced. Example of the first is contact 
with colleagues, look for previous experiences. Other process as for instance learning by mistake, 
searching for information and contacts with outside experts can be effectively supported. The WBL-IE 
concept takes a holistic view on the learning for both individuals and the organization.  Mapping of the 
learning situation show the potential improvement areas and give possibilities to plan for actions. The 
WBL-IE concept includes both support of on-going processes and introduction of new tailor made 
activities.  

The intention of the WBL-IE concept is to improve the possibilities for slimmed and work loaded 
organization to increase their skill and knowledge. Experiences from the introduction of the concept 
and how it is received are presented. This part of the implementation is very crucial to the 
development of the support program. Examples of the facilitator function is given and also how to 
secure the continuation of the program.  



The future work includes development of the support function and its financing possibilities. More 
feedback from experiences will be used for both the introduction process and development of tailor 
made activities. 

Keywords: Work Based Learning, Industrial Engineering, Continuous Education, Small and Medium 
Sized Enterprises.  

1 INTRODUCTION  

To have the “right” competence for a specific work task has become very important in a world of high 
competition, continuous developments and fast changes. Without the necessary skills to handle a task 
the future for an enterprise can easy become uncertain.  Since time is limited the process of acquiring 
relevant competence has to be efficient. There are many ways to build up knowledge in a new field. A 
common practice is to let the employees take courses in house or outside the company. The 
knowledge providers for these activities are typically learning institutes, educational companies or 
universities. 

A project WBL-IE (Work Based Learning in Industrial Engineering) within EU´s Lifelong Learning 
Programme/ Leonardo da Vinci/ Transfer of Innovation has been designed to foster closer cooperation 
between the worlds of VET providers (Vocational Education and Training) and industry. The focus will 
be on developing an education model that will bring the learning process directly into the workplace. 
The inspiration is the concept of Work-based learning (Boud, 2001) [1] and a facilitating approach 
used in teaching (Kolmos et al., 2004) [2]. The model will be called Work Based Learning in Industrial 
Engineering (WBL-IE) and its main objective will be to create a sustainable framework for learning in a 
working environment.  

The 2-year WBL-IE project granted by the European Commission was started in March 2014 and the 
consortium consists of six partners from Ireland, Netherlands, Germany, Denmark, Sweden and 
Finland. Institute of Industrial Engineers (IIE) on Ireland coordinates the project and the other partners 
are either universities or educational providers. The idea is to develop and test a model for skills and 
competence development for employees within a company environment. 

The target group for the WBL-IE project is SMEs (Small and Medium-sized Enterprises) active in the 
engineering sector. This group is selected since they have difficulties to manage and use the 
possibilities available for VET. There are many reasons for this and the WBL-IE project is developing 
new ways to take advantage of available opportunities in order to enhance the continuous learning 
process. 

The WBL-IE project team and its members have gathered experiences and knowledge from previous 
projects. In the Experience Transfer Model (ETM) project a platform for exchange of experiences 
among people active in industry was developed. The ETM concept was well accepted by the 
participants and the cross disciplinary activities were seen as beneficial for both problem solving and 
strategy proposals. PHASE (Processer til håndtering af skræddersyede efteruddannelsesforløb) is 
another project that has contributed with experiences. Focus in PHASE has been on how education 
providers can meet the need for knowledge and updates in industry, in which forms the education 
should be delivered and how education can be tailor made to meet the needs from companies, 
especially SME´s. The evaluation showed that the Worked Based Learning (WBL) concept was 
considered to have a high potential and that all of the interviewed companies ranked tailor made CE-
activities high. 

2 THE ETM CONCEPT 

Generation of new ideas and their implementation into a process or product represent a key factor for 
a company’s competiveness in the global market. The ETM (Experience Transfer Model) concept is 
focusing on developing a methodology that will speed up the process from knowledge generation to 
technological innovation. This approach is anticipated both to enhance and to strengthen the 
innovation power. The ETM concept is demonstrated in a project, granted by the European 
Commission, EU Program Leonardo da Vinci, was initiated in 2010 and ended 2012. The target group 
is European engineering professionals working in industry. The ETM project aims at developing a 
methodology that combine the use of experience from introduction of technology in industrial 
enterprises and the systematic approach to problem analysis and problem solving. The partners of 



ETM project consortium are Institutes, Communities and Universities in Sweden, Slovenia, Estonia 
and on Ireland.  

2.1 Innovation Power  

“Innovation power” is a phrase that is important for ETM. Within the project innovation power is 
defined as the strength achieved to go further with an idea or a proposal. It embraces all kinds of 
support that a decision maker needs to be able to undertake next step. The power is delivered through 
experience transfer and knowledge support from other engineering professionals in a selected group 
with mutual trust and strict confidentiality as their catchwords. 

2.2 ETM Knowledge and Competence Sharing  

Brainstorming [3] and Problem Based Learning (PBL) [4], [5] are good examples of concepts that can 
be used for problem solving. The ETM concept is another systematic way of approaching a task, case 
or problem. In comparison to the given examples ETM focus primarily on the individual’s knowledge 
and competence and how this can be shared. Unique for the ETM concept is the systematic 
methodology used, how the analysis process is done and in which phase the experience transfer of 
knowledge takes place. The ETM concept is developed for groups of engineering professionals and is 
performed through workshops that are usually lunch to lunch meetings. The concept is applicable on 
both technological and organizational problems. 

2.3 ETM Concept for Presenting and Analysing a Problem/Idea  

ETM offers a platform for presenting and discussing all types of technological problems/ideas in full 
confidentiality. The concept is a systematic way of presenting and analysing a problem/idea in a group 
of qualified persons with different backgrounds and experiences. The environment is carefully 
organized for trustful communication at high academic level. The ETM concept offers the participants 
a platform for the workshops and a network of highly qualified people. The present Leonardo da Vinci 
project has as target to refine the innovation power system generated by ETM and develop it for 
European scale. The result will be a fully developed concept with all necessary manuals and an 
administration to handle the network of members (participants from industry) and workshop leaders.  

 
The core of the ETM concept is the workshops with participants from industrial companies with 
different competence fields. In each workshop an industrial case is presented and analysed. The ETM 
concept generates an understanding of the case analysed to the participants and offers the 
possibilities to adapt the new knowledge in their own organization. As the workshops can have 
participants from different countries with other language and cultural situation, these issues will be an 
important factor in developing problem solving strategies. 

 
In Fig. 1 the fundaments of the ETM concept is shown represented by six arrow formed boxes. As 
illustrated in the figure the workshops are linked to the recruitment and formation of groups. On the 
participants common platform the workshops create the natural interface between the group members. 
Through the recruitment and group formation qualified persons meet. The concept provides the 
participants with a set of workshops that facilitates discussions and sharing of experiences. ETM 
offers management and support during the workshops. This is basically achieved by following the 
outlined ETM structure and agenda with its specified steps. The ETM concept initiates the formation of 
a cross disciplinary network between industrial professionals of different disciplines. This facilitates the 
participants continues update concerning new technologies, ideas and knowledge. 

 



 

Fig. 1 The ETM concept 

 

3 THE PHASE INVESTIGATION 

Within the frame of the Nordplus Programme a partnership project PHASE (Processer til håndtering af 
skræddersyede efteruddannelsesforløb) consisting of three Scandinavian universities; Aalborg 
University, Denmark; Reykjavik University, Iceland and KTH Royal Institute of Technology, Sweden 
has been conducted between 2012 and 2014. The Nordplus Programme offers financial support to a 
variety of educational cooperation between partners in the area of lifelong learning from the eight 
participating countries in the Baltic and Nordic regions. The focus for the PHASE project was to 
investigate how continuous education methods were used in industry and to find out how the 
education providers can meet the need for knowledge and updates and in which forms should the 
education be delivered? 

3.1 Continuing Engineering Education  

During the last decades numerous attempts have been made to develop new methods for Continuing 
Engineering Education (CEE) in order to meet today’s fast changing world. When glancing through 
CEE promotion words such as ‘tailor-made courses’, ‘networking’, ‘costume-made courses’, 
‘knowledge transfer’ and ‘distance learning’ frequently come up in relation to CEE and especially the 
word ‘tailor-made’ seems to be the centre of attention and the solution to all problems in relation to 
meeting the needs for new knowledge within companies. However, the field of CEE is broad and 
boundaries are not well defined, CEE is often used in different contexts with different meaning and 
there is a wide variation in the mix of elements it includes and the ways they are thought e.g. many 
CEE programs make heavy use of distance learning. The broad field range from traditional crash 
courses with duration of 1, 2 or 3… days and the content is predefined by the supplier, through 
courses that are costume-made with learning objectives and content defined by the client company, to 
problem based continuing education or research collaborations between e.g. university and company. 

3.2 Investigation of CE Activities 

Interviews were performed with Scandinavian managers and engineers where they were asked 
questions regarding their previous experiences and knowledge on diverse continuous education 
methods. The empirical data collected comprise of 26 qualitative interviews, 13 conducted with 
representatives from the management level of the company and 13 conducted with employees, in 
general two persons were interviewed in each of the 13 participating companies. The purpose of using 
interviews as the research approach in this study is very much in agreement with Kvale’s description 
‘the propose of a qualitative research interview is the retrieval of qualitative descriptions of the 
interview person’s lifeworld with an eye to interpretation of their meanings’ (Kvale 2004, p. 19) [6]. The 
purpose of this study is to gather the interview person’s unique experiences with and descriptions of 
CEE activities and methods now and in the future, and to interpret their meaning in regard to future 
requests and expectations ahead of CEE providers. 

The companies involved in the study were selected on one criterion - that the company should have 
some relation to the engineering line of business and within that group the companies were randomly 



selected.(Flyvbjerg, 2006) [7]. Even though the selection was random it still was within geographical 
locations e.g. in Northern Jutland, Denmark and in Iceland and in the Stockholm area of Sweden. The 
interviews were individually completed and they took place in the company. The companies that 
participated in the interviews were small and medium-sized enterprises (SME) with less than 250 
employees and large companies with more than 250 employees (EU def. 2003).[8] Their past and 
present experiences with CE activities were numerous but very diverse ranging from narrow subject 
specific crash courses through diploma and master courses to communities and network. 

The 26 interviews were all conducted based on a common loosely structured interview guide 
developed within the PHASE project, which was structured to cover three overall themes through 
specific questions. The first theme aimed at gathering factual background variables on the company 
along with past and present CE activities accomplish within the company. The second theme focused 
on the strategic choices behind the company’s CE activities. And the last the third theme draw the 
attention to future CE activities and the respondent’s wishes and expectations regarding how CE 
courses in the future should be organized and taught. 

In short the themes are: 

• Factual background variables and past/present CE activities 

• Strategic choices in connection to CE activities 

• Future CE activities and wishes 

The questionnaire has been used as a support during the interviews and a check-list for the 
interviewer.  The actual interviews has however been performed as an open discussion between the 
respondent and the employer/employee. The respondent has therefore had no access to the 
questionnaire template.  The duration of each interview was between 30-45 minutes. 

3.3 Results from Investigation of CE Activities  

The companies past and present experiences with CE activities were numerous but very diverse 
ranging from narrow subject specific crash courses through diploma and master courses to 
communities and network. 

Supplier courses of different kinds are common examples of CE activities that take place on the shop 
floor. Another incitement for an education activity is new trends like sustainable production, lean 
production and safety regulations. This pile of CE offers might be difficult to navigate through for some 
of the companies since the overall picture is that a minority of the interviewed companies have an 
explicit clear CE-policy. In the bigger companies the administration of offers can often be handled in a 
more systematic way since the HR Department usually coordinate these matters. Recommendations 
through personal contacts or networks are other ways of getting CE offers.  

The larger enterprises plan and budget their CE activities in advance. Common for the SME’s is that 
they do not have a specified budget for CE. In both cases there is however flexibility, so if a sudden 
need for a CE activity arises this matter can usually be solved. 

The second theme focused on the strategic choices behind company’s CE activities e.g. who takes 
initiatives to participate in a course. The answers are not unambiguous when it comes to initiative to 
CE activities. There is no clear answer to whom takes the initiative even though the employees from 
SME’s tend to have more influence on the decision. Whereas the large companies have HR-
department and some even have a web-based knowledge platform where the employee can select 
among recommended CE activities. Nevertheless several of the companies refer to staff development 
interview as a mean to consider and decide on CE activities. 

The decision to grant an employee the opportunity to participate in a specific CE activity is primarily 
based on the content of the course and the benefits in terms of knowledge for the employee - ‘we 
send off men individually - according to what they themselves think they need’. The price for a CE 
activity is not a crucial factor but it is of some importance in the selection process between identical 
courses. 

Most of the companies prefer that the CE activity takes place in the premises of their own company 
and they only send employees to external courses if it is necessary and no other option is available. 
Others find external courses acceptable as long as they take place in the local area and again only a 
few prefer external courses.  



When asking about the importance of the choices of CE activities in relation to the company strategy, 
the answers are divided as to the size of the company. However, more than 50% of the respondents 
think that it is very important that the choice of a CE activity is in alignment with the vision and strategy 
of the company. On the other hand still some responds think that it is not so important, because they 
have no particular strategy for the company regarding CE, therefore as long as the course is useful to 
the employee and the work he is doing, then the company is satisfied. Even though the answers 
moving in different directions a clear relation towards the size of the companies appears whereas the 
large companies all have strategies the SME’s more seldom act strategic in relation to CE activities. 

The knowledge in the courses should be useful in practice and there is a request for flexibility both in 
delivery (time, duration and interval) and content. The benefits of networks have also been 
emphasized. Extended network and closer cooperation with education providers such as Institutes 
and Universities are two issues that have been highlighted as important for the future. 

The PHASE study has been focusing on investigating knowledge transfer and delivery forms between 
education providers and enterprises. The investigation has been performed in Denmark, Iceland and 
Sweden and especially SME´s has been the target group. The three countries have that in common 
that they have a strong manufacturing industry although the main national industrial focus areas are 
different. 

4 THE WBL-IE CONCEPT 

The WBL-IE concept takes a holistic view on the learning for both individuals and the organization.  
Mapping of the learning situation show the potential improvement areas and give possibilities to plan 
for actions. The WBL-IE concept includes both support of on-going processes and introduction of new 
tailor made activities.  

The intention of the WBL-IE concept is to improve the possibilities for slimmed and work loaded 
organization to increase their skill and knowledge. Experiences from the introduction of the concept 
and how it is received will be presented in the following. This part of the implementation is very crucial 
to the development of the support program. Examples of the facilitator function will be described in this 
section and also how to secure the continuation of the program.  

The WBL-IE project presents a model that focuses on SME´s and work based learning, where tailor 
made learning activities play an important role. This model tries to pin- point the key educational areas 
of interest for the actual company. The start point is to find out the specific needs that the enterprise 
has and what complimentary skills and competences are necessary to strengthen, broaden and make 
better use of the knowledge that already exist within the company. 

The WBL-IE project target small and medium-sized enterprises (SME) with less than 250 employees. 
Characteristic for these companies are that they have slimmed organizations and often no real focus 
on Continuous Engineering Education (CEE). Education activities are therefore closely linked to short 
term requirements and actions. The SME´s are acting on a high competitive market and often need to 
make very prompt decisions based on strategic choices. 

4.1 The WBL-IE Approach 

In this section the WBL-IE approach is described. The stakeholders involved in preparing a WBL-IE 
programme are all indispensable for the development; however they contribute to the process in 
different ways and at different time in the programme. 

Fig. 2 is an illustration of the process of a WBL-IE programme, where the process is divided into a 
strategic level (the blue process flow) and an operational level (the green process flow). This 
distinction of organizational levels is to make sure that the programme has a strategic aim and 
commitment from the management level of the company and the operational process, is conduction 
the programme within a the company context. 

The WBl-IE process flow is not to be perceived as a linear process; in fact it is an iterative process 
with the flexibility to be modified according to preferences and requirements of the organisation. The 
steps in the process are: 

 

 



The strategic level 

 WBL-IE partnership (training provider) presents the WBL-IE concept to the SME and the 
SME presents their initial identified needs for skills and competences, or area where 
training is required 

 The employees identified by the SME management as learner in the programme are 
interviewed and a ‘Learning Outcomes Descriptions’ prepared for each individual - based 
on which an individual job description with ‘learning outcomes’ is produced 

 The most appropriate pedagogical approach is selected, based on the particular 
requirements of the SME and employee (learner) 

 A WBL-IE training programme is created and agreed with the SME management and 
each individual learner – to ensure commitment a three part contract can be prepared by 
the training provider 

 

 

Fig. 2 Overall picture of the WBL-IE approach 
 

The operational level 

• The WBL-IE concept and process is again introduced to the learners and other 
stakeholders. 

• If needed an internal facilitator is identified and trained according to the specific needs 
of the programme 

• The training programme is initiated and evaluated. 



4.2 The Role of the Facilitator 

Originally the WBL-IE project is a TOI project where the ‘transfer’ is e.g. supposed to be the Facilitated 
Work Based Learning model (FWBL). However, through discussions the WBL-IE project slightly 
moved away form this concept and more in the direction of Work-based learning (WBL) focusing on 
learning objectives and assessments / accredit into EQF. This move however, has been aligned with 
the continuously development of the FWBL, which has indicated some difficulties in the FWBL 
approach – especially the role of the facilitator. Since the original focus with facilitation was based on 
the experiences of academic staff from a problem based learning environment where real problems 
are guiding the learning process instead of identified learning objectives. Nevertheless the WBL-IE still 
introduces a facilitator person e.g. - a company internal person or external person from the supply 
organization.  
In the WBL-IE application the concept facilitation was introduced due to the relation to FWBL - and 
FWBL’s relation to problem-solving as a learning process. But since the WBL-IE does not identify real 
problems but learning objectives we have to identify the role as facilitation in this new context. This 
draft is to provide knowledge of the different types of facilitators.  

‘Facilitation literally means ”easing”. Its art is in drawing out the wisdom already embedded and lying 
dormant in the psyche of the learner. Facilitators are people with the skills to create conditions within 
which other human beings can, so far as is possible, select and direct their own learning and 
development. A facilitator is a ”process guide” who works with a group to assist it to achieve self-
defining purpose” facilitators philosophy informs their approach and its manifested as a concern with 
the psychological growth of the person.’(Gregory, 2002) [9]. 

A facilitator can be seen as a consultant. She/he is passive at the beginning and is only active when 
the group /learners ask for facilitation. The danger is that the group members get stuck and for a 
period of time do not have the general view which is necessary. The consultant will provide facilitation 
to the group / learners and give them support. 

4.3 The Implementation Process 

The collected reactions for industrial stakeholders so far, have been from very positive to reserve. 
These reactions though, are random according to who was responding and the person’s position in 
the organisation. However, the focal matter of the introduction of the WBL-IE model - to base the 
learning on activities in the company - was generally appreciated. It also seems as if the SME’s have 
been attracted to the possibility of having the training located at the company site and furthermore, 
that the WBL-IE concept has an element of being a tailor-made program designed to meet individual 
needs both in regards to the SME requirements and also the learners. 

 
Many efforts have been made to find ways for assist SME´s in their work for competence 
development. Different delivery forms for courses and materials have been tested with the conclusion 
there is no simple solution. In our analysis we see the following picture: 

• Knowledge and skills for the company´s main processes is secured by contacts with 
the suppliers of equipment and materials. This is done by regular visits with meetings 
and courses. These arrangements are often free or to a low cost. They are also of 
high quality and deliver the latest commercially available technology. 

• General information and update comes from local industrial community organizations 
and employers organizations. These groups have meetings on different subject going 
from technology to business information. The exchange of information between 
company´s is an essential part. 

• Individual interests are taken care of by the annual dialogue between manager and 
employed person. This often results in some action like a course or visit to conference 
etc. 

• When the company considers entering new areas, technological or markets, external 
viewpoints are valuable and desirable. 

From the WBL-IE project viewpoint this offers mainly an opportunity in the last situation. In our 
discussion with companies this evolves as an excellent application area for the WBL-IE concept. 



To have external views on internal problems is generally very valuable and appreciated. Earlier 
contacts with the company where a group of people came to the company site and had a strategic 
choice presented for them. A structured discussion managed by external leader gave very valuable 
viewpoints and had important role in the actions taken by the company management. This is a very 
illustrative example of a work based tailor made activity mentioned in the WBL-IE concept. 

 
The WBL-IE project (Work Based Learning-Industrial Engineering) focus on small and medium sized 
enterprises and their possibility to enhance, develop and acquire skills and competences in a 
customized way. There is a clear difference in the approach between a small company and a big 
enterprise when comparing how they handle knowledge improvement and competence developments. 
For the small company networks in different constellations, contexts and disciplines are the main 
source for knowledge transfer. The retailers play an important role providing competence closely 
linked to the processes and activities that are the main business at the small company. The decision 
making process is short and the dialog is straight forward between staff and management. This is 
beneficial when the goal is to pin point desired and necessary improvements concerning competence 
in order to run the business more efficient. However to run and facilitate an “educational package” for 
the staff is not possible since time and resources are not enough. Having access to an external 
facilitator can in this case speed up the knowledge transfer process and be good for the competence 
development. 
A big enterprise on the other hand has much more resources and a bigger organisation that can do 
investigations to find out exactly what skills and competences are needed for the well-being of the 
company. For them it is much easier to organise a competence improvement activity on site in the 
company. The process of facilitating educational activities can in this case be run by the company 
itself. 
In each company no matter small or big there is also unused resources and unexplored competences 
that each staff member possesses. To recognise, facilitate and make better use of this unexplored 
competence that the staff has and combine it with other relevant knowledge can be very beneficial for 
internal work based learning activities, especially in the industrial engineering sector. 

 

4.4 Conclusions and Future Work 

The WBL-IE project has as main task to create a model for work based learning (WBL) for SME: s in 
engineering subjects. The WBL-IE model describes the continuous learning process in engineering 
companies and methods to improve it. It will also form an organization with the scope to implement 
both the concept and products and services. 

The WBL-IE project addresses competence development in industrial organizations based on running 
activities. The concept is to make the management and employees aware of the learning modes 
existing in the organization and how this can be enhanced and extended to new areas. When we are 
approaching companies for discussing competence development you almost every time find a positive 
attitude from the management. However in the daily life competence development activities often get a 
low priority. The WBL-IE initiative has as a goal to make industrial organizations aware of the 
important possibilities to integrate the learning with the daily work and improve it by more activities. 

The WBL-IE project team has found that most of the learning is initiated from the work running in the 
company. It can be of many kinds but a common factor is the search for information. There are many 
ways of finding the information needed and they are of different kinds. It could be to consult a 
colleague, search internet, read books and reports, make experiments, contact schools etc. It could 
also be to visit a seminar, hire a consultant to initiate a course and other ways. 

The WBL-IE business can be defined as marketing operation for learning products based on the 
worked based learning concept. The WBL-IE offer services as analysing, support and supply of 
learning products to SMEs. The market potential for such services and products is large but the 
accessible part is strongly depending of the ability to make the message accepted by the market. 

The WBL project will run an extensive test programme in all partner countries in order to gather more 
information about the implementation process. This information will be used to refine services and 
products. The goal is to establish a support function in all partner countries. 

In order to manage the supporting activities a facilitator function is established. This can be a person 
trained by WBL-IE from the actual enterprise or a facilitator from WBL-IE. The supporting activities can 



be both to assist ongoing learning processes and supplying tailor made WBL activities as for instance 
courses. 
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