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Introduction

To ensure that business support organizations such as chambers of agriculture and agricultural
vocational training centers are equipped to support agricultural businesses in adopting modern,
sustainable practices, particularly in the areas of ecological transformation and workforce
development, it is essential to provide comprehensive training for their staff. A special focus lies
on the understanding and adaptation of Dual training systems, which can be implemented in initial
vocational training courses (ProGREEN Results 1 and 2) and further training courses

(ProGREEN Results 5 and 06).

This training program is designed for teachers at vocational schools, chambers and other further
education institutions, enabling them to acquire the necessary competencies to guide SMEs and
their employees through innovative vocational education and training programs, consultations, and
the implementation of sustainable agricultural practices. Furthermore, it is targeted at leading
employees at these institutions, interested in implementing new agricultural vocational programs.
The program ensures that trainers and consultants are fully qualified to apply the developed
methods, tools, and curricula (e.g., dual vocational training systems and innovative agricultural
education concepts). A particular emphasis is placed on the integration of practical tools and
methods, such as those developed in the project’s results, and the curricula development for

ecological and sustainable farming practices.

Trainers and consultants will work directly with farms in the context of workplace-based learning
and consultations, promoting the implementation of sustainable agricultural innovations. To
deliver these critical services effectively, the trainers and consultants themselves must undergo
extensive, high-quality training. This program is based on the latest pedagogical approaches and is

tailored to meet the specific needs of the agricultural sector.

The aim of this course is to equip SME advisors and VET providers with the skills and
knowledge necessary to promote sustainable agricultural practices, innovative educational
method, work-based learning environments, and modern ecological farming methods,
ensuring the long-term competitiveness and sustainability of SMEs in the agricultural

sector.
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Course

This course has been designed to fulfil the needs described above. The training, which contains

both theoretical lectures, group works and training in the practice will be set to the EQF- level 5.

Target groups

The target group of this training programme includes teachers at vocational schools, employees of
chambers, other SME promoters and specialists from vocational training institutions. The
programme provides them with the necessary skills toimplement dual vocational training c oncepts,
provide targeted support for those with learning difficulties and implement initial and continuing

vocational training programmes.

Teaching and learning objectives

The success of sustainable agricultural methods mostly depends on the knowledge of people who
educate the next generation of agricultural experts and farmers. This Train-the- Trainer program
aims to provide the required competences for educators, trainers, and consultants in agricultural
vocational education thereby enabling their efficient implementation and delivery of dual

vocational training systems and modern agriculture education.

One of the main goals of instruction and learning is to enable participants to equip others in fields
including ecological transformation, sustainable farming methods, and dual vocational education.
By learning to include practical, workplace-based learning into their curricula, trainers will equip
future farmers and agricultural labourers to be ready for the demands of modern, sustainable

agriculture.

The curriculum also stresses the need of using creative teaching strategies and digital resources to
improve the educational process. By learning how to use these instruments to promote ecological
and financial objectivesin agriculture, trainers will help to build a culture of ongoing development

and creativity among farming populations.

Through this program, trainers will be able to provide agricultural businesses with high-quality
instruction and supportt, therefore enabling trainers to ensure that both businesses and students

can succeed in an economically viable and environmentally sustainable way. Through the sharing
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of best practices and trainer cooperation this program also helps to develop the agricultural

education system overall.

Schedule

This course is designed as a three-day intensive course, supplemented by extensive learning
materials for individual studies, consisting mainly of the ProGREEN project results. The training

can be conducted either in-person or online.

A comprehensive PowerPoint presentation guides the trainer and the participants through the
training, but various learning methods are implemented in the course and presentations are only a
part of it. Special focus lies on the discussion of the materials, group exercises to work with the
materials and role play. The trainer should study the schedule carefully and plan enough time for

the conduction of the mentioned interactive parts.

Completion

Participants will be issued a qualified participant confirmation by the organizing institution upon

successful completion of the training. This participant confirmation shall contain:

- Name of the participant and the sending company
- Name, topic, scope and duration of the training

- Logo of the hosting organization, Co-funded by Erasmus+ logo, signature

An example of the certificates can be found in the enclosed documents.

Evaluation

The training is to be evaluated on the basis of the enclosed evaluation concept and with the help
of the evaluation forms. Details on the preparation, implementation and evaluation of the
evaluation procedure can be found in the enclosed documents. An evaluation of this training is
mandatory, as it is essential for a functioning quality control and continuous improvement of the

training and the materials.
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Content of the course

First day training

Time
Topic and Content Method Tool
scheduled
60 minutes Overview of the seminar contents;
formalities (short breaks, catering, certificate,
etc...) Get-to-know-you
exercise (constellation | Slides
Individual introduction: explanation of in the room)
experiences in the field of agriculture and
teaching
60 minutes Presentation of the German VET System Presentation Slides

15 minutes | Discussion about the differences of the VET

. . o Discussion Slides
Systems in the countries of the participants.
75 minutes The Essence and Benefits of the Dual Lecture /
.. Presentations
Training System
Presenting the need for skilled workers and
vocational training.
Elements and Tasks in the Dual System. Questions comments | Slides
Advantages and Disadvantages in the Dual
System. Discussion

Introduction of Implementation Advices for

Dual Training Systems

180 minutes Cooperation in dual vocational education Lecture /

. Presentations
and training

Slides
Coffee Break | Presenting and discussing the importance of

in between cooperation
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Presenting the cooperation requirements in
dual vocational training
Showcase some important cooperation
examples
Presenting a cooperation model "center of
vocational excellence" and discussing this
model in regard of vocational agricultural
education.
Engaging the participants in group work and
discussion

feedback and conclusion

Questions and

comments

Groupwork

Discussion
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Second day training

60

minutes

Presenting and discussing ProGREEN
Project Result 4 Training of trainers and
possible implementations in individual
countries.

Discussing continuing education in
regard to ProGreen Project Results 5 and
6
Presenting and discussion of strategies
and recommendations to enhance
vocational training.

Feedback and conclusion

Presenting and discussing mega trends

and their consequences

Time Topic and Content Comments Tool
30 Revision of the first day contents Ask for questions among the
minutes participants, reflection of )
Slides
content learned. Use slides from
the first day if necessary.
120 Social Dialogue in Vocational Training Presentation of a fictitious
minutes Presenting the actors of the social company that has a need for a
dialogue in vocational education and new employee (m/f)
training Based on the given company
Presenting and discussing thew dialogue |  structure and rough job/task
at national level, regional level and local description, the participants
level develop a job advertisement
Presenting and discussing ProGREEN
Project Result 3 Training of trainers and
possible implementations in individual
countries.
Slides

Lecture / Presentation:

Slides
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90

minutes

90

minutes

Inter-company social dialogue
Tomorrow's wortld of work and internal
social dialogue
Promotion of development in SMEs
Discussion and working groups:
tomorrow's wotld of work

Last but not least, and feedback

Continuation

Presenting and discussing mega trends

and their consequences
Inter-company social dialogue

Tomorrow's wotld of work and internal

social dialogue
Promotion of development in SMEs
Discussion and working groups:
tomorrow's wotld of work

Last but not least, and feedback

Counselling dual VET
Consultations through chambers, VET
providers and Universities
Educational guidance
10 strategies and a model for shaping the

future!

Discussions
Questions
Opinions

Ideas

Work in small groups:

Presentation of the results in the
plenary
Group discussion along guiding

questions

Lecture / Presentation:

Work in small groups:

Presentation of the results in the
plenary
Group discussion along guiding

questions

Lecture / Presentation:

Presentation of the results in the
plenary and agreement on the

five most important criteria
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ProGREEN

Third day training

60

minutes

60

minutes

Recommendations for the transfer

and implementation dual VET

Overview of the ProGREEN Results

Plenary Discussion about the
implementation possibilities of these

results

formulation of the toolbox

elements (structure, content)?

working groups on an identical
topic
What speaks for and what
speaks against the introduction

of dual vocational training?

Time Topic Comments Tool
30 Revision of the first day contents Ask for questions among the
minutes participants, reflection of Slides 78
content learned. Use slides from | - 132
the first day if necessary.
60 Recommendations for the transfer What advice/recommendations
minutes and implementation dual VET do you give for the final
Slide 133

Slides
134 —
145

Slides

* 4 x

60 Summary of the Training
minutes Questions, Discussion
30 Evaluation of the training Group discussion
minutes Farewell
RN Co-funded by
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Materials

Developed in the course of the ProGREEN Project:

e Enclosed Presentations:
o Train-the-Trainer Introduction
o Presentation of the VET System in Germany
o The essence and benefits of the dual system
o Cooperation in dual vocational training
o Social Dialogue in Vocational Training
o Social Dialogue
o Counselling Dual VET
o Recommendations for the Transfer and Implementation of Dual VET

o ProGREEN Project Result Implementation
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1. The Aim of the Evaluation

The overall objective of the study is to evaluate the effectiveness of the training
»1raining of Trainers in Companies” provided under the "Promoting and Upgrading
Green Skillsin Agriculture (ProGreen)" project. The conclusions of the evaluation re-
search will contribute to improve the quality, and especially the effectiveness of train-
ing, show the limitations of the training model and indicate the direction for further ac-
tivities.

A training management cycle can be divided into three major steps: planning, imple-
mentation and evaluation. The evaluation is the final step of the training management
cycle. Evaluation of training is one of the main components of a training program. The
results of the training evaluation are reflected in the next phase of training planning to
improve future training programs. It does notonly provide the trainer with useful infor-

mation in order to furtherimprove the training course, but also creates an impression
of completeness.

What is an Evaluation?

Several definitions of evaluation have been offered, and the following are some of
those most commonly used: An evaluation isthe systematic and objective assessment
of an ongoing or completed project, program or policy, its design, implementation and
results. The aim is to determine the relevance and fulfillment of objectives, develop-
ment efficiency, effectiveness, impact and sustainability. (Source: Glossary of Key
Terms in Evaluation and Results Based Management).

A program evaluation is the systematic collection of information aboutthe activities,
characteristics, and outcomes of programs to make judgments about the program, im-
prove program effectiveness, and/or inform decisions about future programming.
(Source: Patton, M.Q. (1997). Utilization-focused Evaluation: The New Century Text
(3rd ed.). Thousand Oaks, CA: Sage.)

There are many differenttypes of evaluations depending on the object beingevaluated
and the purpose of the evaluation.

Perhaps the most important basic distinction in evaluation types is that between form-
ative and summative evaluation. Formative evaluations strengthen orimprove the ob-
ject being evaluated - they help form it by examining the delivery of the program or
technology,the quality of its implementation,and the assessment of the organizational
context, personnel,procedures, inputs,and so on. Summative evaluations,in contrast,
examinethe effects or outcomes of some object - they summarize it by describing what
happens subsequentto delivery of the program or technology; assessing whether the
object can be said to have caused the outcome; determining the overall impact of the
causal factor beyond only the immediate target outcomes; and estimating the relative
costs associated with the object.
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Formative evaluation includes several evaluation types:

needs assessment determines who needs the program, how great the need s,
and what might work to meet the need

evaluability assessment determines whether an evaluation is feasible and how
stakeholders can help shape its usefulness

structured conceptualization helps stakeholders define the program or technol-
ogy, the target population, and the possible outcomes

implementation evaluation monitors the fidelity of the program or technology
delivery

process evaluation investigates the process of delivering the program or tech-
nology, including alternative delivery procedures

Summative evaluation can also be subdivided:

outcome evaluations investigate whether the program or technology caused de-
monstrable effects on specifically defined target outcomes

Impactevaluation is broader and assesses the overall or net effects -- intended
or unintended -- of the program or technology as a whole

cost-effectiveness and cost-benefit analysis address questions of efficiency by
standardizing outcomes in terms of their dollar costs and values secondary
analysis reexamines existing data to address new questions or use methods
not previously employed

meta-analysis integrates the outcome estimates from multiple studies to arrive
at an overall or summary judgementon an evaluation question (Souce: Patton,
M.Q. (1997). Utilization-focused Evaluation: The New Century Text (3rd ed.).
Thousand Oaks, CA: Sage.)
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2. Five Steps of Training Evaluation

The processes of training evaluation can be divided into five steps: identify purposes
of evaluation; select evaluation methods; design evaluation tools, collectdata; and an-
alyze and report results.

Step 1: Identify Purposes of Evaluation

Before developing evaluation systems, the purposes of evaluation must be deter-
mined. These will affect the types of data and the data collection methods. The most
common reason for evaluating training programs may be to determine the effective-
ness of training programs in order to improve future programs. Evaluation can help us
learn from experience of past training programs. For example, we may wantto know
which parts of the training were successful and which not, or whether the approach to
the training should be changed. We can use these lessons learned to improve plans
for future training programs:

The following 8 purposes of evaluating training programs are:

1. To determine whether the objectives of the training were achieved.

To see howthe knowledge and skillslearnedin thetraining are putinto practice.
To assess the results and impacts of the training programs.

To assess the effectiveness of the training programs.

To assess whether the training programs were properly implemented.

To identify the strengths and weaknesses of the training programs.

To assess whetherthe training programs were suitable in terms of the training
contents, timing, participants and other aspects.

8. To find problems of the training programs and solutions for improvement.

No kWD
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One of the most commonly used methods for evaluating training programs is the four
levels of evaluation by D. L. Kirkpatrick. Accordingto his concept, capacity develop-
mentis realized by the four sequential steps:

Step 2: Select Evaluation Method

1. Reaction - evaluation onthislevel measures how participants react to the train-
ing program. It is importantto get a positive reaction. Although a positive reac-
tion may notensurelearning, if participants do not react favorably, they probably
will not be motivated to learn.

2. Learning - evaluation on this level measures the extent to which participants
change attitudes, improve knowledge, and/or increase skills as a result of at-
tending the training program. One or more of these changes musttake place if
a change in behavior is to happen.

3. Behavior - evaluation on this level measures the extent to which change in
participants’ behavior has occurred because of attending the training program.
In order for change to take place, four conditions are necessary:
e The person must have a desire to change.
e The person must know whatto do and how to do it.
e The person mustwork in the right climate.
e The person must be rewarded for changing.

4. Results - evaluation on this level measures the final results that occurred be-
cause the participants attended the training program. Examples of the final re-
sults include increased production, improved quality and decreased costs. It is
importantto recognizethat theseresults are the reason for having some training
programs. (Source: Kirkpatrick (2006) Evaluating Training Programs)

Step 3: Design Evaluation Tools

Various evaluation tools can be selected depending on the purposes and methods of
evaluation:

Questionnaires

Surveys

Tests

Interviews

Focus group discussions
Observations
Performance records

For the Train the Trainer in SMEs training evaluation the written questionnaire and the
interview are used.
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The questionnaire is probably the most common form of evaluatingtraining programs
to evaluate the reactions of training participants. Questionnaires can be developed
through five steps:

Step 3.1: Determine what you want to find out

The following are some common types of information we may want to ask partici-
pants.

Contents: Was the content appropriate?

Materials: Were the materials useful?

Teaching method: Was the teaching method appropriate?
Trainer/Facilitator: Was the trainer/facilitator effective?
Motivation to learn: Were you motivated to learn the contents?
Program relevance: Was the program relevant to your needs?

Level of understanding: Did you understand the contents? Time: Was the time and
length of program appropriate?

Length: Was the program length appropriate?

Facilities: Were the training facilities appropriate?

Overall evaluation: Whatis your overall rating of the program?
Planned improvements: How will you apply what you have learned?

Questions are developed later, but it might be useful to develop this information in
outline form so that related questions can be grouped together.
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Questions that might be asked in a questionnaire can be classified into two major
categories: open-ended and close-ended.

Step 3.2: Select the types of questions

Open-ended questions have an unlimited answer. The question is followed by a
blank space for response. Open-ended questions give participants the opportunity to
express their own thoughts. They produce varieties of answers and more difficult to
analyze. The following are some examples of open-ended questions: Which part of
the contents of the training program interests you more than others? How do you
think we can improve the contents of the training program?

Close-ended questions ask respondents to select one or multiple responses from
the list.

Below are several types of close-ended questions.

Two-option response: Respondents are asked to choose one out of two options,
such as yes-no, true-false, disagree-agree.

Rating scale: Respondents are asked to choose the most appropriate answer to re-
flect their opinion from the complete range of possible answers. The range can be
presented in numbers (e.g., 1 to 5), or in words (e.g., strongly agree to strongly disa-
gree).

Checklist: It is a list of items. Respondents are asked to check those that apply to
the situation

Multiple choice questions: Respondents are requested to choose appropriate an-
swers from multiple choices.

Open-ended short-answer questions: Respondents are requested to explain their
answers in short sentences.
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The third step in questionnaire design is to develop the questions based on the types
of questions planned and the types of information needed.

Step 3.3: Design the questionnaire

Step 3.4: Pretest the questionnaire

The fourth step in questionnaire design isto test the questions.Itisideal ifthe prepared
guestions can be tested on a sample group of participants. If this is not feasible, they
can be tested on a group of people at approximately the same job level as the patrtici-
pants.

Step 3.5: Finalize the questionnaire

Based on the result of pretestin Step 4, the questionnaire forms will be finalized.

The most common data-collection method for the impact survey might be the follow-
up questionnaire.
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Interviews can be used especially when qualitative information is needed about the
impact of the training program.

Interviews have the following advantages and disadvantages that should be consid-
ered when selecting them as the data collection method.

Advantages of interviews:

» Good for uncovering feelings and hidden causes.
* Non-verbal signals can indicate key issues.
» Spontaneity — follow the unexpected issues.

Disadvantages of interviews:
» Time-consuming.
* An unrepresentative sample can skew the results.

» Can be difficult to quantify.
* Very dependent on the skills of the interviewer.

Interviews have three types from which a suitable one was selected for each survey.

1. Structured interview: the questions was setin advance.

2. Semi-structured interview: the general content was predetermined but addi-
tional exploration was allowed. This form of interview is particularly useful in
situations where there are key issues to be investigated, but there is less cer-
tainty about the range of respondents’ reactions to them.

3. Unstructured interview: free-flowing conversation rather than a specific set of
guestions.

10
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Step 4: Collect Data
To improve the effectiveness of questionnaire data collection were recommended following:

Keep responses anonymous -If there is no specific reason why you would like
to identify each participant’s questionnaire, it is recommended to keep re-
sponses anonymous. It allows the participants to feel open and comfortable to
give comments that can help improve future programs

Distribute questionnaire forms in advance - For lengthy evaluations for training
programs that span several days, or if you want the participants to evaluate
each individual session, itis helpfultodistribute questionnaire forms early in the
program. This willallow the participantsto familiarize themselveswith the ques-
tions, and to answer specific questions as they are covered in the program.
Please note, however, that the participants should wait until the end of the pro-
gram to reach a final conclusion on general issues. For this reason, question-
naire forms for general questions could be distributed atthe end of the program.
Explain the purpose of the questionnaire and how the information will be used

Explain the purpose of the questionnaire and how the information will be used.
This will help improve the response rate and encourage them to make com-
ments that can be useful to improve future programs.

Allow enough time for completing the questionnaire - If we ask the participants
to fill in the questionnaire forms at the end of the program, they may be in a
hurry to leave and may provide incomplete information. It is recommended to
set aside enough time to fill in the questionnaire forms as a scheduled session
before the end of the program.

11
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Step 5: Analyze and Report Results

Before summarizing and analyzing the questionnaire, the data need to be entered into
a computer. Many statistical software programs are available for such data. There are
many ways to analyze data, but the analysis should be as simple as possible and
limited to whatis necessaryto draw the required conclusionsfromthe data. After know-
ing what kind of information will be relevant and useful to the primary users, the last
step in evaluation process is to develop an evaluation report.

Use figures to present statistical and complex data fairly quickly and easily. Pie charts
and bar charts are among commonly used figures. Bar charts work better when many
categories are compared, and relative magnitude is to be shown.

Evaluation report outline

After knowing whatkind of information will be relevantand useful to the primary users,
you can develop an evaluation report outline.

Summary

e Purpose of evaluation
e Evaluation audiences
e Major findings and recommendations

Program Description

e Program background
e Program goals/objectives
e Program participants Program activities

Evaluation Design and Methods

e Purpose of the evaluation
e Evaluation designs
e Data collection methods

Findings and Results

e Description of how the findings is organized (e.g., by evaluation questions,
themesl/issues)
e Results of analyses of quantitative and/or qualitative data collected

Recommendations

e Recommendations for action based on these conclusions

Appendices

e Questionnaires pre/post tests
e Program expenditure summary

(Source: Manual on Training Evaluation. Project on Improvement of Local Administra-
tion in Cambodia)

12
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3. Data Sources

The conclusions of the evaluation research will contribute to improve the quality, and
especially the effectiveness of training, show the limitations of the training model and
indicate the direction for further activities.

In the training courses will take part each at least with 10-15 participants.

The further education program is aimed at teachers and staff of chambers, other SME
promoters, vocational schools,and other vocational education institutions. They will be
trained in the application of dual vocational training, support for those who struggle
with learning, and the implementation of furthertraining through the training concept.

The scope of this evaluation includes the following aspects (among others):

e Assessment of the framework conditions conducive to learning (organization,
equipment),

e Teaching and learning concept

e Curriculum

e Didactics and methodology

e Learning atmosphere

e Fulfilmentof the practical project work to make adjustments as needed and to
optimize the training

Surveysand interviews must be carried out once - at the end of phasethree. According
to the methodology two questionnaires will be prepared:

° One written surveys of participants
Participants will be asked to fill out questionnaires after the first KAIN phase of the
training and after the third phase of the training in which they will be able to assess the
quality of the training in its various aspects.

e One written surveys of all teachers using an identical guestionnaire

All trainers will be asked to fill out questionnaires after the first KAIN phase of the train-
ing and after the third phase of the training in which they will be able to assess the
quality of the training in its various aspects.

13



Annex | Questionnaire for Participants

Course:

Location:

Date:

I Co-funded by

*
*
*
*
*

Train-the-trainer
Questionnaire for

AN the European Union

Your desired participation in this survey serves to assess all aspects of the qualification

measure in order to evaluate what is good and what needs to be improved.

Of course, all information will be treated confidentially in compliance with data protection

laws and will only be evaluated anonymously.

= Please tick the applicable box.

Personal Data

Gender

O Female (Mrs)

O Male (Mr)

O Other (Mx)

Age

O < 35 years

O 35-49 years

O =50 years

Economic sec-
tor / Branch

Workplace /
Job

14
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|Scale: 1 = absolutely disagree / 2 = rather disagree / 3 = neither disagree or agree / 4 = tend to agree /5 = fuIIy|

A
The organisation of the seminar (invitation, information, ...) - - - -
was good
The facilitation (location, room, technical equipment etc.)
. . O O O O
was suitable for training
The course material is comprehensible O O O O
The training material reflects the state of knowledge well O O O O
The "red thread" was obvious; the sequence of lessons made
O O O O
sense
| felt the theory-practice ratio to be good O O O O
The topics and issues were relevant and responded to the - - - -
goals of training
The lecturers explained topics of the lessons, additional ques-
tions, experiences, and topical issues arisen during the course | O O O O
well
The methodology and didactics of the lecturers were appro- - - - -
priate
There was enough time planned for each topic, each presen-
. . . O O O O
tation and each discussion.
| got valuable knowledge from lessons and examples pre-
O O O O
sented by lecturers
| got valuable insights from the presentations of other partici-
. O O O O
pants and the reflection on the results
| believe that | can utilize the knowledge gained from lessons - - - -
in my future career
It was a pleasant group atmosphere O O O O
There was enough time for social contacts to other partici-
O O O O
pants
The support by the lecturer in the work phase was good O O O O
The result reports were sufficiently valued by the lecturer
. . O O O O
and the other participants

15
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Comments (free text)

What was good? What has pleased you?

What was not good? What made you upset?

Was the proportion of theory and practice suitable or should something be increased /
decreased?

Was anything missing that you might need in your future profession / occupation / job?

Would you recommend the course to someone you know? If not, why not?

Other comments

for your participation and cooperation.

16
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Train-the-trainer
Questionnaire for

Annex Il Questionnaire for Lecturers

(000 171 Y =1 TR
LOCAEION: ... et e e e eteee e e eaeaene s

[0 o | 1=

Subjects / Topics that you have taught:

Your participation in this survey will help us to evaluate all aspects of the qualification pro-
gramme in order to assess what is good and what needs to be improved.

All information will of course be treated confidentially in accordance with data protection
regulations and only analysed in anonymised form

= Please tick the applicable box and write a comment if possible.

17
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(1) The organisation of the seminar (invitation, information, ...) was ...

1 = Insufficient O | comments:
2= Sufficient O
3= Moderate m|
4= Good O
5= Excellent O

(2) The facilitation (location, room, technical equipment etc.) was ...

1 = Insufficient O | Comments:
2= Sufficient m|
3= Moderate O
4= Good |
5= Excellent O

(3) How well did the curricular contents fit the needs and learning objectives of the partic-
ipants?

Comments:

1 = Insufficient
2= Sufficient
3= Moderate
4= Good

5= Excellent

O|o|o|o|o

(4) How do you assess the qualification preconditions of the participants?

Comments:

1 = Insufficient
2= Sufficient
3= Moderate
4= Good

5= Excellent

O

O|o|o|o

(5) How do you rate the motivation and willingness to learn of the participants?

Comments:

1 = Insufficient
2= Sufficient
3= Moderate
4= Good

5= Excellent

olojo|o|o)| 3
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:***** Co-funded by
LN the European Union

(6) How do you assess the cooperation of the participants?

1 = Insufficient O | Comments:
2= Sufficient |
3= Moderate m|
4= Good O
5= Excellent O

(7) How do the contents of the training match to the requirements of the qualification?

1 = Insufficient O | comments:
2= Sufficient O
3= Moderate O
4= Good 0O
5= Excellent |

(8) How well did the schedules match the training content and the time for the practical
reports?

Comments:

1 = Insufficient
2= Sufficient
3= Moderate
4= Good

5= Excellent

O|o|o|o|o

(9) How do you assess the communication about the reports and the internal cooperation
by the other course participants?

1 = Insufficient [ | Comments:
2= Sufficient O
3= Moderate m|
4= Good O
5= Excellent O

for your participation and cooperation.
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