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Mapping practical tools that facilitate the implementation of work-based learning 
In the Republic of Rwanda[footnoteRef:1] [1:  Through this paper, the African Union abbreviation – Rwanda – will be used.] 


‘Industrial attachment guidelines and workplace learning logbook’[footnoteRef:2] [2:  Disclaimer: This publication was produced with the financial support of the European Union and the German Federal Ministry for Economic Cooperation and Development. The views and opinions expressed herein are those of the authors or persons cited and do not necessarily reflect the official policy, view or position of AUDA-NEPAD, the European Union or the German Federal Ministry for Economic Cooperation and Development. The terms used herein and the presentation of material therein do not imply any endorsement by AUDA-NPAD, the European Union or the German Federal Ministry for Economic Cooperation and Development. Information in this book is offered in the understanding that it does not contain legal, financial or other forms of professional advice. Although the author has made great efforts to ensure the accuracy of the content, errors and omissions may occur.] 



	Tool
	[bookmark: _GoBack]Rwanda Polytechnic’s Industrial attachment guidelines and workplace learning logbook[footnoteRef:3] [3:  The term WPL logbook is used to indicate templates that can be used by employers, training providers and learners to record activities and progress] 


	Tool focus
	This tool introduces rationale and guidelines for the effective application of Workplace Learning (WPL) programmes and a template for the development of WPL assessment and reporting.  

	Target group
	The presented tool has been designed to support Rwanda Polytechnic’s network of integrated polytechnic regional colleges (IPRC), and their employer stakeholders in the design and delivery of workplace learning programmes and learners’ industrial attachments. It is anticipated that it will provide valuable insights for providers across the AU who are looking to introduce guidelines that standardised their WPL programmes. 



The Programme: Workplace learning and Apprenticeships in Rwanda

In Rwanda workplace learning (WPL) [footnoteRef:4] is governed by a legal framework that is providing definitions of the different types of WPL possibilities as shown below. [4:  Rwandan TVET sector stakeholders use the expression ‘workplace learning’ (WPL) to describe work-based learning models, this report will use the local WPL term.] 

Workplace learning in Rwanda (WPL)[footnoteRef:5] - Definition of terms [5:  Rwandan TVET sector stakeholders use the expression ‘workplace learning’ (WPL) to describe work-based learning models, this report will use the local WPL term.] 

Attachment (or Industrial Attachment): An attachment is a compulsory part of an education program, usually implemented in the TVET sector and in higher education. Participants are students, and the successful attachment is a pre-requisite for graduation and certification. Although the learning may be structured, the main purpose of an attachment is work exposure by putting into practice what has been learnt before.
Internship: An internship is an opportunity offered by an employer to potential employees, called interns, to work at a firm /an organization for a fixed or limited period of time in the area related to his/her field of study. The professional internship is not part of an educational learning program, but an own-standing work experience scheme, aimed at easing the entrance into work of Rwandan graduates from higher learning and Technical and Vocational Education and Training (TVET) institutions.
Dual apprenticeship or Cooperative apprenticeship: Cooperative training is a modern form of apprenticeship. An important learning location is a company, but the training is complemented by basic, generic and theoretical training modules, delivered in a training institution. Usually, cooperative training is governed by a formal training contract, is based on a learning plan or curriculum and aims at a formal qualification.
Industry Based Training (IBT) or TVET in companies: It is a form of modernized traditional apprenticeship where TVET is provided in and by companies. Usually, an enterprise has established a training wing. Training may be delivered by the enterprise owner or by extra employed staff. It is a kind of training centre within an enterprise, hence TVET in companies.
Rapid Response Training (RRT): It is a form of Industry Based Training organised on a cost-sharing basis in order to facilitate investors willing and ready to invest in specialized or priority skills. The agreement is concluded with emerging investment opportunities at the same time being flexible to redirect specialized training to the need of investors who are constrained to acquire skilled personnel in specific sectors. At least 70% of graduates should be retained by the company that benefited from the training facility.
Recognition of Prior Learning (RPL): Recognition of Prior Learning (RPL) is a process of acknowledging prior learning acquired in different contexts especially at work (like traditional apprenticeship) without considering how, when or where the learning occurred. The function of RPL is “to recognize and validate competencies of a certain individual obtained through formal, informal and non-formal training systems for the purpose of certification in conformity with national qualification framework”.
Source:	Guidelines on the Implementation of Workplace Learning Policy in Rwanda’ MIFOTRA, August 2021
Apprenticeships and forms of WPL are part of the overall TVET system, delivered through formal, non-formal, and informal models.[footnoteRef:6]  [6:  No distinction is made between informal and traditional apprenticeship. For a distinction between traditional and informal apprenticeship see 'Upgrading informal apprenticeship. A resource guide for Africa’, the International Labour Organization, 2012. p.10.] 

Formal Apprenticeship
Formal apprenticeships are part of Rwanda’s WPL system and are governed through the 'National Policy on Workplace Learning to Prepare Rwandan Youth for Employment (Workplace Learning Policy) 2015.[footnoteRef:7] Together with internships, apprenticeships are legally governed by the 'Law regulating labour in Rwanda'.[footnoteRef:8] In August 2021, the Ministry of Public Service and Labour (MIFOTRA) published ‘Guidelines on the Implementation of Workplace Learning Policy in Rwanda’ (WPL Guidelines) to promote the coordinated implementation of standardised quality WPL.[footnoteRef:9] These guidelines have been introduced in an accompanying SIFA report and provide the context for the description of this tool.   [7:  “National Policy on Workplace Learning to Prepare Rwandan Youth for Employment”, MIFOTRA 2015.]  [8:  “Law regulating labour in Rwanda” N° 66/2018 of 30/08/2018. Official Gazette no. Special of 06/09/2018. Chapter II, Section 3, articles 35 to 37.]  [9:  Guidelines on the implementation of WPL policy in Rwanda (2021) https://www.mifotra.gov.rw/fileadmin/user_upload/Mifotra/Publication/_POLICIES/Ministerial_guideline_on_WPL_Final_version_28072021.pdf] 

On a national level, the National Employment Programme (NEP) offered different types of WPL, including apprenticeship schemes. The Skills Development Fund (SDF)[footnoteRef:10] includes a focus on employer led apprenticeships, internships and short skills upgrading programmes. It is reported that the Hang Umurimo (Create Own Jobs) and Kuremera programmes, implemented by the Ministry of Trade and Industry and MIFOTRA respectively through apprenticeship schemes, have led to 17,000 people finding employment.[footnoteRef:11] Many of these apprenticeship initiatives are being delivered in cooperation with Rwanda TVET Board (RTB) and/or Rwanda Polytechnic managed TVET institutions. Alongside government WPL initiatives, a significant number of Rwanda’s formal apprenticeship programmes have been or are being implemented by development partner supported projects. [10:  SDF is a part of the Priority Skills for Growth programme (PSG) and has been initiated through a partnership agreement between the Government of Rwanda and the World Bank. An SDF component has been part of other World Bank supported programmes since 2012.]  [11:  Joint Flagship Programme Document. Youth And Women Employment. Government of Rwanda & One United Nations – Rwanda 2014. P. 16. file:///C:/Users/pouls/AppData/Local/Temp/UNDP_RW_%20Youth%20and%20Women_prodoc%20Employment%20Programme-2.pdf ] 

This context demonstrates the multiple stakeholders involved in the delivery of Rwanda’s apprenticeship and WPL programmes including through initiatives being implemented through Development Partners and national programmes. The result of WPL being delivered through different partners is that some programmes are conducted separately from the established TVET system and can be more focused on achieving project objectives than on facilitating the mainstreaming of apprenticeships. These, sometimes, disparate approaches have led to calls for a more standardised and collective approach to the delivery of WPL in Rwanda.

Informal apprenticeship
Due to crossovers and the need for brevity, this report will combine non-formal and informal WPL. As a rule, non-formal and informal TVET provision in Rwanda applies more directly to work-based learning elements than formal TVET. Informal apprenticeships are the main mode of vocational skills acquisition in Rwanda, which is a reflection of limitations in the formal TVET system in terms of capacity, relevance to the labour market and inability to provide trainees with practical employable competencies. These challenges are particularly prevalent in recently established public TVET institutions. These limitations speak to the need for additional quality assurance structures and guidelines to promote the capacity of the TVET sector to meet trainees’ and industry demands. 
There is a lack of available up-to-date information on Rwanda’s informal apprenticeships, however, findings from 2006 and 2007 presented in the article ‘Skills Development in the Informal Sector: Rwanda’[footnoteRef:12] suggest that one-fifth of workers in both the informal and formal sectors gained vocational skills through informal apprenticeships offered within the construction, commerce, manufacturing, services, tailoring, driving, bricklaying (masonry) sectors. Informal apprenticeships are practised more in urban than rural areas and are more common for youth with lower education completion. Learning is often based on emerging and unstructured assignments including; observing, side-by-side learning that becomes incrementally more difficult as the apprentices master different tasks. The length of the informal apprenticeship period varied considerably from a few weeks to up to four years. Apprenticeships are defined through written or oral agreements, 23 per cent of apprentices paid a training fee while others were compensated by the enterprise. This corresponds to the finding that nearly 70 per cent of the employers were willing to pay part of the cost for training their employees.[footnoteRef:13] Despite the capacity of informal apprenticeships to offer training to a large number of trainees directed at immediate skills needs, it is a model that comes with significant limitations. There are concerns about quality as the apprentices may not be able to develop competencies beyond those held by the master craftsman, who themselves have gained their skills through informal apprenticeship. It also limits the opportunities for trainees to develop wider knowledge which is increasingly important as jobs become more technologically driven and fluid. These quality issues will have a negative impact on business productivity and innovation, and trainees’ long term sustainable transition to employment. Informal apprenticeships can also be defined by an absence of agreed training programmes and contractual arrangements between the master craftsperson and the apprentice.  [12:  ‘Skills Development in the Informal Sector: Rwanda’ Authors/Editors: Arvil V. Adams, Sara Johansson da Silva, Setareh Razmara. World Bank 2013, July 2013, https://elibrary.worldbank.org/doi/epdf/10.1596/9780821399682_CH08 The finding is based on information from surveys undertaken by the National Institute of Statistics of Rwanda. It should be noted that the situation has changed since 2006/7 but likely not significantly. Because of the lack of relevant recent information, we find that the general findings are still relevant.]  [13:  ‘Skills Development in the Informal Sector: Rwanda’ Authors/Editors: Arvil V. Adams, Sara Johansson da Silva, Setareh Razmara. World Bank 2013, July 2013, https://elibrary.worldbank.org/doi/epdf/10.1596/9780821399682_CH08 ] 

The Tool: Industrial attachment guidelines and workplace learning logbook
Rationale
The delivery of WPL through multiple partners and often in informal/non-formal contexts, described in the previous section, has highlighted the need for the introduction of standards and guidelines that help to regulate and coordinate WPL practices. The need for guidelines for enhanced WPL is at both policy and provider level and the described tool is an example of how an institution, RP, has interpreted government policy to develop its practice. 
The tool that this report highlights; ‘Industrial attachment guidelines and workplace learning logbook’ (‘logbook’), has been developed by Rwanda Polytechnic (RP) to support the practical application of the Ministry of Public Service and Labour (MIFOTRA), published with support from GIZ, ‘Guidelines on the Implementation of Workplace Learning Policy in Rwanda’ (WPL Guidelines).  The WPL guidelines, launched in August 2021, set out implementation standards for the Workplace Learning Policy in respect to Industrial Attachments, Internships and Dual Apprenticeships.[footnoteRef:14] They also provide general guidance of workplace practices (health and safety, inclusion etc.) and Industry Based Training (including Rapid Response Training) and Recognition of Prior Learning (RPL): ‘The Workplace Learning guidelines outline the procedures that learners, training providers, employers, regulators, and partners must follow to ensure successful workplace learning implementation.’ The WPL guidelines initiative is also described as part of this wider SIFA study as an apprenticeship initiative.  [14:  Guidelines on the implementation of WPL policy in Rwanda (2021) https://www.mifotra.gov.rw/fileadmin/user_upload/Mifotra/Publication/_POLICIES/Ministerial_guideline_on_WPL_Final_version_28072021.pdf] 

The guidelines were designed to support the realisation of Rwanda’s ‘National Policy on Workplace Learning to Prepare Rwandan Youth for Employment’ (2015)[footnoteRef:15], through promoting the realisation of the following objectives: [15:  National Policy on Workplace Learning to Prepare Rwandan Youth for Employment”, MIFOTRA 2015.] 

· To develop a modern, recognized and sustainable apprenticeship system in partnership with companies in the formal and informal sectors
· To improve systems and management of attachment and internship programmes
· To develop an institutional framework for the coordinated promotion, facilitation and implementation of workplace learning with strong private sector influence
· To create sustainable incentive structures for companies
· To create knowledge and public awareness about workplace learning
In summary, the MIFOTRA guidelines are an attempt to harmonise existing policies and standardise approaches across multiple stakeholders and delivery partners, towards a more coordinated and quality assured WPL model: ‘Despite the existing policies and laws, there is no specific guidelines established before to guide the implementation of workplace learning in Rwanda.’

Industrial attachment guidelines and workplace learning logbook
The presented tool, ‘industrial attachment guidelines and workplace logbook’, has been developed by Rwanda Polytechnic (RP) to support the practical implementation of WPL guidelines and activities conducted through its constituent colleges. RP vision is ‘to provide quality education that complies with applicable standards through vocational education that enables beneficiary to acquire skills required to create jobs and compete in the labour market’[footnoteRef:16] RP provides a harmonised governance and delivery structure for a national network of eight integrated polytechnic regional colleges (IPRC), which are afforded a degree of autonomy in their practices and processes within a defined RP framework and oversight. This means that there are some institutional variations between the colleges, however, these are conducted through standardised RP approaches. To this end, rather than present all 8 IPRC WPL guidelines, this paper will focus on the IPRC Ngoma ‘Industrial Attachment Guidelines’ (Appendix 1) document which is representative of the overall RP and IPRC approach. The IPRC Ngoma industrial attachment programme focus on management related placements is reflected in the presented guidelines but the presented features are applicable to wider WPL disciplines.   [16:  https://www.rp.ac.rw/] 

The presented tool can be divided into two parts; firstly, an overview of WPL, in terms of: rationale, objectives, student expectations, and stakeholder (learner, employer, training provider) responsibilities. The use of the guidelines to describe key WPL concepts and rationale can be seen as an contribution to wider national policy objectives, including; ‘to create knowledge and public awareness about workplace learning’, ‘to develop a modern, recognized and sustainable apprenticeship system in partnership with companies in the formal and informal sectors’ and ‘to improve systems and management of attachment and internship programmes.’ The guideline and workplace learning logbook document also references wider WPL issues, referenced in the MIFOTRA guidelines, associated with areas such as occupational health and safety, including through referencing; ‘Take reasonable care of own health and safety and the health and safety of other people who may be affected by the student’s actions.’ It is interesting to note how RP is aligning the development of a practical training tool to reinforce and articulate wider national policy objectives. 
	Extract example 1 from the tool:

4.1.2 The student is expected to: 
(i) Conform with the organization’s regulations and discipline; 
(ii) Fulfil the supervisors/mentor’s instruction concerning the training process and carrying out of the Industrial Attachment project; 
(iii) Submit a report after finishing the training in a given department or unit; 
(iv) Take part in Industrial Attachment only with educational purpose in mind according to the ultimate instructions of the supervisor/mentor; 
(v) Put his/her best efforts to acquire extensive knowledge and skills in order to achieve he required standard of training; 
(vi) Keep good relations with all the staff of the organization; 
(vii) Promote the good name of IPRC NGOMA.


The presented RP/IPRC guidelines are clearly aligned, as a practical interpretation, with the MIFOTRA implementation of WPL policy, for example, the similarities in guidelines for 
	MIFOTRA: GUIDELINES ON THE IMPLEMENTATION OF WORKPLACE LEARNING POLICY IN RWANDA

	IPRC NGOMA: INDUSTRIAL ATTACHMENT GUIDELINES


	Responsibilities for employers/companies/cooperatives:
· Appointing in-company instructor to coordinate and support students at workplace; 
· Insuring appointed in-company instructors are trained to be able to facilitate students;
· In-company instructors participate in the preparation of the students; 
· Ensuring health, safety and security of the students at the workplace; 
· Working closely with schools/universities administration and trainers/lecturers;
· Ensuring both student and in-company instructor logbook are regularly filled in; 
· Ensuring students are given tasks related to their trades/fields of study;
· Reporting industrial attachment challenges and issues (students’ misbehaviour, absences, sickness, etc.) to schools/universities to find joint solutions.


	Responsibilities for the placement institution:
· Complete the student placement form as soon as the student has settled down, certainly before the first visit by the academic supervisor
· Assign a member of the organisation to work with and act as supervisor and mentor to the student
· Advise the student on matters and information on the institution’s regulations and code of conduct
· Complete the student’s orientation form within a week of the student taking up the placement and to guide, assist and assess the student throughout the placement period. 
· Acknowledge sight of a copy of the student’s quarterly reports by signing the final page of each project submitted to the College as provided
· Notify the College through the Director academics services of any significant changes or developments in the placement programme other than those covered here that can affect the industrial attachment learning programme
· Grant permission and facilitate the student to carry out research in the organisation



The second part of the tool, ‘attachment report format’, is focused on the logging of learner activities and progression achieved during their industry attachment programmes. This includes through providing a template for the recording of; institutional and departmental information, progress against evaluation criteria and assessment forms (employer and learner). The use of a standard format for the reporting of WPL demonstrates how RP and its IPRCs are looking to realise the national strategic objective ‘to develop an institutional framework for the coordinated promotion, facilitation and implementation of workplace learning with strong private sector influence.’
	Extract example 2 from the tool:

STUDENT ASSESSMENT FORM BY THE IPRC NGOMA INTERNSHIP COORDINATOR 
Discussion with the student

1. What do you consider to be the major strengths of the field attachment? 
2. How have you specifically benefited from participating in this field attachment? 
3. How do you think the district/organization/community you were attached to benefit from your field attachment activities? 
4. How do you think the community/organization benefited from the field attachment? 
5. How relevant is the field attachment to your degree program? 
6. What constraints have you experienced during the field attachment period and how do you think those constraints could be overcome? 
7. What changes, if any, would you wish to see in the organization and management of the field attachment program to make it more effective? 
8. What kind of knowledge do you think would have enabled you to perform better during the field attachment? 
9. What skills do you think would have enabled you to perform better during the field Attachment? 
10. How adequate was your field supervision? 
11. How do you think the field attachment program could be appropriately evaluated?



The guidelines and workplace learning log book provide a shared understanding, between employers, learners and training providers, on the design, delivery and assessment of RP’s WPL placements. The tool also provides a template for the recording of outcomes, that will allow for a harmonised approach that supports the mapping of WPL to wider learning and qualification frameworks.  The tool can be seen as making a direct contribution to the objectives set out in Rwanda’s National WPL Policy and, in many ways, constitute the practical application of MIFOTRA’s WPL guidelines, whilst providing a tool for the development of effective industrial attachments.
Pros and Cons 
Pros
· Demonstrates the practical application of national policy at an institutional and individual student level. This will ensure a degree of alignment between national WPL policy and practice.  
· Provides a framework that can be used by training providers and employers in the delivery of quality WPL industry attachments, especially in terms of training delivered in companies. 
· Standardisation of WPL across RP’s different IPRCs and stakeholders, promoting a coordinated and harmonised approach. The standardisation of WPL will be enhanced through RP’s current development of a harmonised single industrial attachment template to be used across its IPRC network. 
· Highlighting of roles in the delivery of WPL will provide stakeholders with enhanced confidence of their required responsibilities and input.
· Create a framework that facilitate the implementation of quality WPL, through:
· Defining the objectives and rationale for quality WPL 
· Combining theoretical rationale for WPL with practical delivery
· Clarifying responsibilities for industrial attachments in both work and educational contexts
· Emphasis that placements should reflect ‘real-life’ work experience will reinforce the value and quality of industrial attachments; ‘The student will be subject to the organization’s regulations and is expected to function like a full-time employee’
· Clear template for attachment reports will ensure that a consistent approach will be applied to reporting on learners’ progress and competency
· Embedding stakeholder perspectives into the reporting process will ensure that lessons learnt from the delivery of WPL will be fed into programme development. Although this consultative approach is a positive feature of the tool, thought will have to be applied in ensuring that stakeholders have sufficient training and confidence to articulate their feelings on WPL delivery and outcomes. 
· The guidelines have been developed in consultation with employers which will promote their support for their application. 
Cons
· The MIFOTRA guidelines establish basic incentives and conditions for WPL, for example, by stating that ‘An Intern or apprentice/student will be facilitated with a monthly stipend equivalent to fifty thousand Rwandan Francs (50,000 RWF/US£50) which will be provided by WPL funding intervention,’ and reference working conditions, termination terms and health and safety, and trainee wellbeing. However, the guidelines presented in the RP tool don’t set out clear recommendations for terms and conditions for industrial attachments. The focus is mainly on learning-based conditions and processes, which is to be expected from a training provider document rather than a government department, but demonstrates a potential limitation in the application of the MIFOTRA guidelines. This demonstrates the need for WPL guidelines that cover both the delivery and conditions of training.
· The guidelines could also include more details on the industry attachment application process, for example, CV templates, interview processes and role of IPRCs and employers in identifying WPL opportunities. 
· The guidelines take a very prescriptive approach, clearly stating expectations on format for reporting. Whilst this will help to develop a harmonised model for WPL reporting, there could be a risk that some partners will find it cumbersome and time consuming. The introduction of further flexibility to represent individual learner and institution context could add some value. 
· Some of the reporting sections, for example, ‘Evaluation of Industry Attachment’, have very open sections. There could be some additional value if these are further nuanced through, for example, the use of scales or examples, to help clarify the scope of reporting.
· The ‘Description of work done’ in the internship student daily report section is also very open and it could be possible to identify a list of set tasks for roles which could be ticked off to support ease of reporting of completed work.
· The guidelines set out roles and responsibilities for the delivery for WPL, however, there is a risk that some stakeholders will need further development for them to fulfil their allocated roles. For example, will TVET and employer instructors have the capacity to develop, deliver, monitor and assess apprenticeship programmes, as allocated in the guidelines or will stakeholders need further training and support to ensure they understand applicable reporting criteria. 
· It would be valuable to have further information on how the implementation and impact of the guidelines will be monitored and measured. This could include implications if they aren’t followed, and how will they be reinforced by RP/IPRCs. 

Testimonials
As part of this study, GOPA consultants met with Rwanda Polytechnic through its Careers Development and Guidance Specialist, Bonaventure Hakizimana, on 28.03.22 to discuss the rationale and impact of the guidelines. Mr Hakizimana emphasised the importance of harmonised WPL processes that could be applied across RP’s centres and training activities in ensuring the quality of provision and the capacity to map different programmes and learners. He also spoke about the need for RP to align with national policy initiatives being introduced to standardised WPL and this explains the parallels between MIFOTRA policy and RP practice. The use of shared approaches was also an important way to capacity build expertise across the RP college network through the development of a joint understanding of what good WPL looked like. The RP approach has supported input from both learners and employers, which ensures a broad understanding of progress and challenges. RP emphasised the importance of understanding employers’ feelings when assessing WPL outcomes and the value of developing them through a consultative approach with employers. The template for the reporting format was also highlighted as an important feature which is now being further developed into a single model to be used across all WPL programmes being conducted in RPs’ IPRC network. 

On a practical level the guidelines and logbook format are a valuable platform for RP workplace monitoring visits through providing a framework for meetings and discussions. There is a need for ongoing stakeholder capacity building to ensure that they are comfortable in utilising the guidelines and applying them in the delivery, assessment and reporting of WPL. Although the tool is valuable, its full effective application is dependent of practitioners’ capacity to utilise its features. 
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