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Tuning educational structures in Europe and beyond: Why and How?

TUNING INITIATIVE A PROJECT BY AND FOR UNIVERSITIES

WHY TUNING ? (1)

Promoting transparency and comparability in Higher Education
Focus on employability and citizenship

Focus on professional and academic profiles

Europe wide introduction of Learning Outcomes and
Competences approach

Responds to growing demands of a lifelong learning society which
requires more flexibility and differentiation
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TUNING INITIATIVE A PROJECT BY AND FOR UNIVERSITIES

WHY TUNING? (2)

Distinction between generic and subject specific competences
Change of paradigm: from staff centred to learner centred teaching,
learning and assessment (input to output based)

Introduction of a common language

Raising awareness of the importance of quality in process and
delivery

Tuning has identified key issues, has developed a
consistent approach on the basis of synthesizing theories
and methodologies for purpose
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Tuning distinguishes:

Quality of process in designing the degree
programme

Quality of outcomes of the learning
experience (level of competence achieved)

MEASURING PERFORMANCE

THE TUNING DYNAMIC QUALITY DEVELOPMENT CIRCLE

Definition of Identification
academic and of resources

professional profiles Programme design: definition of
learning outcomes /

competences
Construction

; - T of curricula:
Evaluation content and
gnd structure +
(on e basis of balanced
feed back and ECTS (?redlt
feed forward) allocation

Selection of teaching and
learning approaches

Selection of types of
assessment
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What is a competence according to Tuning?

Tuning definition of competences
A Competences represent a dynamic combination of
knowledge, understanding, skills and abilities.

A Fostering competences is the object of an educational
programmes.

A Competences are formed in various course units and
assessed at different stages.

[competences are obtained by the student]
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What is a learning outcome according to Tuning?

Level of competence is expressed in terms of Learning
outcomes (required or expected achievement):

A Statements of what a learner is expected to know, understand
and be able to demonstrate after completion of learning.

A They can refer to a single course unit or module or else to a
period of studies, for example, a first, a second or third cycle
programme.

A Learning outcomes specify the requirements for award of
credit.

[learning outcomes are formulated by academic staff]
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Learning outcomes and competences in study programmes

Degree profile (Doctorate)

Third cycle learning outcomes defined in terms
of generic and subject specific competences

Degree profile 2" cycle (MA) L |

Second cycle learning outcomes defined in terms of
generic and subject specific competences

Degree profile 15t cycle (BA) { |

generic and subject specific competences

First cycle learning outcomes defined in terms of ‘
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3. MEASURING PERFORMANCE TM ning

Key elements academic-professional profile

gathers the essence of what is-fi s h o u I-tthe b
degree holder.

detects the occupations and tasks which can be
carried out by the graduate.

focuses on the environment in which the gaduate is
able to function successfully.

defines the main expected learning outcomes in
terms of competences i generic and specific.

In degree programmes different types of levels are distinguished:

ADegree programme levels (Bologna cycles)

Aintermediate levels (basic, intermediate, advanced, specialized)

For the cycle levels (general) descriptors have been developed:
AQF for EHEA (Dublin Descriptors)
AEQF for LLL

The concept of competences is based on levels of development and
achievement, which can be expressed in a learning outcome or a
descriptor.

MEASURING PERFORMANCE TM ning

Degree Level

Level of knowledge and understanding with the capacity to apply themin a
professional manner.

Level of the competences to be demonstrated through the elaboration and
defense of arguments and problem solving capacity.

Level in the capacity to gather and interpret relevant information in order to
be able to develop judgements with accuracy.

Level of capacity to communicate information, ideas, problems and
solutions to different target groups.

Level of development in the capacity to be able to continue learning in their
profession and throughout life in an autonomous manner.
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Concept of macro competences

Macrocompetences offer a synthetic vision of the key
competences for the degree profile

identify the relation and the contribution of the different areas, and
modules to the profile

facilitate and make explicit the formulation of specific competences by
focusing on the essential

facilitate easy communication and tuning of the key elements of a
degree programme

Serve as input for the teams working on the elaboration of the
programme
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Key generic competences according to Tuning surveys

I ATNAVERIGA EUROPE 2008
Competence STU Eve
bility for abstract thinking, analysis and synthesis.
ity to appy knowledge in practcal siaions

ofthe

Jabiltyto dentity, pose and resolve problems

fcapacity o earn and stay up-to-date vith leaming
apacity to generate new ideas (creatiy)

ity to be crical and sefcrical

Jaity to underiake research at an appropriate level
iy to work in a team
Interpersonal and interaction skils

ity to make reasoned decisions
Jaity t act on the basis of etical reasoring
iy to commuricate in a second language

Jaity to matiate people and move toward common goals

Iabilty to work in an nterational context

ity to evaluate and maintain the qualy of work produced

ity t act with socal responsibiy an civicavareness,

Iavity t0 design and manage projecs

lappreciation of and respect for iversy and mulicuturaliy
environment

* LB | COMPARATION between IMPORTANCE and ACHIEVEMENT (mea
* P 1 variable Competence
* * 01 Abley for atsiract finking, anslyss and syrihesss
* ok 021 Ablky o appy knon ledge inpraciicalsiuatons
303 Abiy to plan and ranage trme
W e subje
05| Ablty to communicate bah oraly and though he wrten
Graduates V06| Abily to communiate 1 a second nguage.
07 il e use of formaton and conmuricatons schnocges
08 Abley o underake ressarch atan approprat evel

Importance |Achievem
3550 2,965
3676 2,5%
3481 2493
3412 2817
3498 2,800
3210

08| Capaciy o leam and stay up-to-date w i leaning 3488 2,9%
10 Ablty te sesrchfr,process and snayse nferston from s varey | 3,462 3,007
11|y to be ertialand ser-crazal 3,367 2,623
V12|Abiy fo adagt foand act i new siuatons 327 2449
V13 Capaciy to generate new ieas (creaiuy) 3,361 2425
V14|Abiey to Henidy, pose andresolve prosiems 3801 2,788
V15 Abiy to ke rezsoned decsions 348 2,63
V18 |abiy to work i 2 seam 3411 2751
V17| merpersensiand interacton siis 3341 2575
'V18|Abiy o mobae peopie and move on ard cormon gosis 3210 2,152
V15| Abiéy to communicate with nor-experts of one’s i 3077 2,180
V20 Appreciaton of ard respe for dversity and mulicuuralty 2888 2571
21| Abley o work i an inematonal context 3070 2238
22|y to work autonomeusy 3508 3,108
V23 Abiy fo des g and manag projects 3214 2,298
24 cormnent to safety 2792 2,185
25| Spr of enterpre, abity o ke niatve 3124 2,206
V25 Ay foat onthe basis o efica ressoning 3050 243
27 |Abiey to evaate and maintan tre quafy of work produced 3384 2717
28 Determnation and perseverance n the tasks guen and responsiite, 3,467 2,795
28 Cormnentto the conservaton of the enuronment 2854 2,216
a0 Abiy fo ac wit sooial responsiiy ard o aw areness 2810 245
V31 |Ably o show aw areness of equalpportuniies and gender ssues | 2,774 2,35

MEASURING ACHIEVEMENT OF COMPETENCES

METHODOLOGY:

Definition of the competence.

Indication of the levels of achievement for that
competence.

For each level of achievement, determination of
indicators.

For each indicator, in a matrix, statement of the level
attained from 1 to 5 (progression route).

An example of an interpersonal competence : Teamwork
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Levels of Achievement : TEAMWORK

FIRST LEVEL OF ACHIEVEMENT: Actively participates
and collaborates in team tasks, and encourages trust,
friendliness and focus on the common goal through the
attitudes he/she conveys.

SECOND LEVEL OF ACHIEVEMENT: Contributes to the
consolidation and development of the team, encouraging
communication, fair distribution of tasks, a pleasant
atmosphere, and cohesion.

THIRD LEVEL OF ACHIEVEMENT: Is capable of running
work groups, guaranteeing the integration of all group
members, and their focus on an excellent level of work

achieved.
* ¥ o TEAMWORK: THIRD LEVEL OF ACHIEVEMENT (1/2)
* * DESCRIPTIONS
*
* *
o INDICATORS 1 2 3 4 5
LEVELS OF
ACHIEVEMENT
Actively co- Doesthings | Makeslast | Makes Stimulates the | Distributes feasible
operates inthe | withoutany | minute plans, | concrete participation | tasks to members,
planning of prior andleaves | suggestions | of other group | along with clear
groupwork, | planning loose ends. | for the members, aims, in time-
the distribution Unrealistic distribution of | coordinating | pressured
of tasks, and deadlines. tasks, and their situations when
deadlines. sets contributions. | there are many
THIRD LEVEL reasonable elements o be
e deadiines. dealt with
Is capable of
running work Efficiently Is not Attemptsto | Efficiently Efficiently Achieves balanced
groups, manages capableof | managethe | manages manages participation and
guaranteeing | meetings. coordinating | meeting butis | meetings, and | meetings, commitment from
the integration ameeting for | notin control | achieves achieving all team members.
ofall group which hefshe | of the objectives. balanced
is timetable, participation
members, and responsible. | commitments from all those
their focus on made, nor the present.
an excellent results.
level of work
achieved. Suggests Isincapableof | Suggests Suggests Encouragesthe | Energizes the team
ambitiousand | formingelear | 6 fu z z y o AAtheRogls | team defining | o that they take on
Lciotineg | obiectiestor | o 4 % %Y O il e Group, | achievable goals .
g Zmraenm AT
goals for the the group them clearly. vision for the their own.
group.

TEAMWORK: THIRD LEVEL OF ACHIEVEMENT (2/2)

LEVELS DESCRIPTIONS
oF
INDICATORS
ACHIEVEMENT 1 2 3 4 5

Facilitates the | Encourages | Gets lost Faces upto Faces upto Makes others
positive conflicts by anddoes | conflicts, conflicts, see differences
management | exaggerating | notknow | dealingwith all | balancing are enriching,

THIRD LEVEL: | o gifferences, | differences. how to contributions | contributions, | and enables

Is capable of disagreement reconcile | and differences | and coming out | the

running work s, and differences | that there are in | successfully. | achievement of
conflicts that expressed | the team agreements

groups, arise within by others pleasing to

guaranteeing the team. without everybody.

the integration completely

of all grou| removing

g P d himiherself

members, ant from the

their focus on situation.

an excellent

level of work Encourages | Doesnotgeta | Findsit Gets the Getsa Achieves a

achieved all team personal difficultto commitment of | personal and state in which
membersto | commitment | getabasic | every collective team members
commit from the commit- participant, commitment show
themselves to | members of the | ment from meaning that from the team commitment
the manage- | team, members for | the team works | regardingall | and accept the
ment and damaging the as such key aspects of | suggestions of
running of the | group functioning the project. others as their
group. dynamicsand | of the group own

mofivation
T Developed byAurelio Villa and Manuel Poblete(Universidad de Deusto, 2007) ’
T T T T T T
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Tuning methodology is of global significance: more than 55 countries involved
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