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1. Introduction

We come across competences in multiple ways: naturally, we speak of competences
and competent actions. Competences are not restrained to a certain age or certain
professions. On this note, one could assume that competences possess an egalitarian
aspect. It is expected that children acquire competences already in pre-school or primary
school age. Recently, I came across the headline “Competent Infant” [3]. Likewise, it is
expected that tasks and challenges in the work place are “competently” accomplished.
While the existence of competences is regarded as certain, their description is very
arguable. Multiple attempts of descriptions underline this. Competences are neither
present per se nor are they an inalterable entity. Competences are not only distributed
inter-individually differently; competent acting, i.e. the performance of the competence,
can also vary at different times for the same task.

Competences must be acquired; however, it remains largely obscure when exactly
which competence has been acquired. Therefore, in our project, we pursue the method
to measure competences where they become apparent, namely during the performance
of a certain task, independently from how and where they have been acquired.
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Adult educators face high demands. They need to posse a high degree of expert
knowledge, be trained in didactics and methods, be able to answer questions of par-
ticipants, interested people or other instances satisfyingly and competently and much
more. The high demands of the occupation and the very heterogeneous access to
the vocational field of adult education only hint at the various difficulties the scientific
work has to deal with.

The idea for the development of an instrument for the identification of adult edu-
cators’ competences is closely connected to the need of practitioners to make their
competences in the vocational field of adult education apparent and thus transparent.
This is mainly caused by the fact that not all practitioners in the field possess a formal
academic education but still hold the necessary competences. Making these non-
formally acquired competences apparent was the main goal of the project.

The need to make non-formally acquired competences apparent underlines a gen-
eral trend towards making “additional qualifications, competences, knowledge, skills
and proficiencies” apparent that “have not (exclusively) been acquired in the scope
of a formal (initial) training” [7, 295].

Burkhart Sellin names the following factors for this:

* the quickened renewal of knowledge,

* the connected technological and specialist renewal of requirement profiles,

* changes in the work organization and

* work distribution including work place hierarchies.

“As aresult, new and additional ways of competence identification, validation and
accreditation become necessary, which are already developing, if initially seemingly
uncontrolled” [Ibid]. For some years now, particular attention has been paid to this
visualization and recognition of informally acquired competences in the field of adult
education as well as vocational training and further education [8, 6, 5, 4]. These com-
petences can add great potential to the process of obtaining occupational competence
[5]. A study of the German Federal Ministry of Education and Research has counted
more than 50 competence passes on the German market although the standard of these
varies strongly in terms of content as well as method [1]. Furthermore, previous efforts
have not been explicitly directed towards the identification of adult educators’ compe-
tences. In order to close this research gap the Competence Pass was developed, tested
as well as adapted to one of the major German professional further education facilities.

2. Acquisition of competences in the context of international efforts to
standardize the recognition of informally acquired skills

For some time now, attempts have been made on an international level to acknowl-
edge and validate learning outcomes that have been acquired beyond formal educational
institutions [2]. The urgency of this problem especially grew after the so-called “com-
petence turn”, i.e. the conversion from an input-towards an output orientation within
the field of education. It is not about the place and time of acquiring a competence
but rather about the ability to solve a certain problem. This conversion implicated
the necessity to develop instruments which can ensure this competence assessment
and which are internationally recognized.
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At the same time shall the informally acquired skills be equated to the formally
acquired ones? In December 2004, the Secretaries of Education of 32 European
countries have therefore agreed (Maastricht-Kommuniqué) to develop a common
European Qualification Framework (see http://ec.europa.eu/eqf/home_en.htm).
The EQF sees itself as a Meta Qualification Framework which connects the quali-
fication systems of various countries and thus enables more transparency within
the educational landscape. The individual countries are responsible for the realiza-
tion. The EQF functions as a means of orientation and may be adapted according
to different demands.

The aim is that each qualification in each state of the European Union can be
related to the EQFE The frame consists of eight reference levels which are defined
by a number of descriptors. Each descriptor describes Learning Outcomes which are
required to achieve the respective qualifications for a certain niveau. Learning Out-
comes are not directly allocated to the EQF but instead first to the niveau of a National
Qualification Framework which is adequate to the EQF niveau. The main objectives
of this project are:

I. Promoting transnational mobility;

I1. Supporting lifelong learning.

The realization of the NQF is very different within the individual countries. Some
countries such as Finland have developed a comprehensive system for the recognition
of informally acquired skills. In other countries such as Germany and Austria, serious
discussions are held on the equality of formally and informally acquired skills (see:
http://ec.europa.eu/eqf/compare en.htm).

The example that is presented in the following is an instrument for the visualiza-
tion and recognition of such informally acquired learning results.

3. What is the objective of the competence pass for adult educators
and which aims are pursued?

In a generalized sense there are four main objectives:

— development of adequate instruments/ methods to comprise competences of the
people employed in adult education;

— documentation and systematization of competences of adult educators to render
a comparison of required and existing competences possible and to enable institutes
of adult education to reliably comprise their employees’ competences;

— compilation of a manual regarding the utilization of the competence pass;

— the competence balancing is supposed to enable adult educators to increase
their professional mobility through the recognition of their not formally acquired
competences and thus to strengthen their employability internationally or at least
within the EU.

4. Who benefits from a competence pass?

The benefits on the micro- as well as on the mesa level are obvious; however, does
one focus on the broad impact, effects can also be found on the social macro level
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resulting from a rise of labour mobility and a strengthening of employability even if
results are weaker than on the levels below.

1. People employed in adult education: The competence pass gives adult educa-
tors the opportunity to identify their professional competences. It becomes obvious
in which diverse work situations adult educators are employed and how diverse
the requirements for this occupation are. The preoccupation with one’s own work
furthers self-reflecting processes and thus strengthens the professional self-esteem.
Personal development needs can also be identified with the detected levels of specific
adult educational competences. This enables the adult educator to choose and attend
adequate further or continuing trainings and thus to increase the level of the respec-
tive competence.

2. Institutes of adult education: With the help of the competence pass, institutes
of adult education can control and further personnel decisions such as hiring or
the selective assignment of professionals. Also, internal trainings can be directed more
purposefully. The pass can furthermore be used as manual for personnel talks.

3. Certifiers and public authorities: Here, the compass can function as the basis
for their evaluation, e.g. for personnel certification. The pass can also enhance existing
quality management systems.

4. People interested in continuing education: People interested in continuing
education profit from the increased quality of training effected by the use of the com-
petence pass.

5. Method and development

First step:

We defined an understanding of the term “competence” which is decidedly tar-
geted at the requirements of adult educational acting. For this, common competence
understandings have been critically evaluated and reviewed for their usefulness for
the competence pass. Our definition of Competence: Competence becomes evident
in dispositions of acting. Competence becomes apparent in the actions of a person
in typical work situations. A competence can be existent in different degrees. Compe-
tences can be obtained in different ways.

In the course of our work, five adult educational competences have emerged:

— Professional and societal competence refers to the professional control of content
and topics of a training program including substantiated scientific background knowl-
edge as well as to a broad general knowledge on the part of the adult educator, especially
to an understanding of current societal, political and educationally relevant topics.

— Pedagogical-didactical competence/media competence refers to the didactics and
methods of teaching. It comprises the ability to professionally plan, hold and evaluate
lessons/ seminars and to ensure training success and supervision. Media competence
describes the ability to work professionally with available technical means. This is
supposed to ensure an ideal preparation and presentation of learning topics.

— Personal/social/reflexive competence describes abilities like empathy, persever-
ance, concentration, motivation, social-communicative and other personal dispositions
that are of great importance in the scope of adult education. Reflexive competence
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refers to the self-reflexion of the adult educator as well as to the ability to recognize and
evaluate general contexts and other function contexts in organization and institutions.

— Organization and management competence comprises commercial and strategic
thinking and acting in regard to businesses and organizations. This includes compre-
hensive abilities in financial planning, business and personnel development, project
planning, execution and evaluation, controlling, training planning, cooperation forms
and other possibilities of strategic cooperation.

— Counseling competence/mentoring competence refers to the areas of career and
education counseling and the assistance for clients, furthermore to the counseling
of persons in adult education and to guidance for actual and potential clients as well
as organizations such as public authorities, societies, chambers and ministries.

Second step:

— Following a research phase in institutes of adult education, a typology of rel-
evant adult educational competences was created, based on typical work situations
of adult educators.

— Systematization of work situations: Due to preliminary works in the scope
of a habilitation empirical results regarding typical work situations of adult educators
could be used. To engross and specify these results we executed our own research, which
included the examination of ten adult educators in different terms of employment and
with different key activities.

The following eleven work situations have been determined:

I. Preparation of Lessons

I1. Holding Lessons

ITI. Follow-up of Lessons

IV.Educational Counseling

V. Testing and Developing of Teaching Materials

V1. Concept Development

VII. Project Management

VIII. Personnel Development

IX. Networking

X. Educational Controlling

XI. Public Relations

Third step:

To identify the level of each competence, competence indicators have been compiled.
To determine the level of a competence, indicators have been developed that refer to
the completion of adult educational tasks in different work situations. These serve
the determination of the competence level with the use of certain standards. We act
on the assumption that a competence does not follow the all-or-none principle but can
be developed in varying degrees. This fact establishes the opportunity to strengthen
and thus to increase a marginally developed competence through targeted measures.

Fourth step:

The feasibility and acceptance of the pass are currently tested and evaluated in se-
lected Saxon institutes of adult education: an adult education center (Volkshochschule)
an institution of confessional adult education an institution of rural adult education
as well as an institution of vocational further education.



J. Bohm. Life Long Learning and the Recognition of Informally Acquired Skills 105

6. Example

The work situation of “Educational Counseling” is supposed to illustrate the ap-
proach:

Work Situation: “Educational Counseling” including its ascribed competences and
indicators.

Description: Pedagogical counseling of persons and institutions regarding their
desire of and need for further education; the stress is on information and counseling,
special addressing of target groups and institutions.

This work situation requires two competences: Counseling and mentoring compe-
tence as well as personallsocial/reflexive competence. The presented indicators are not
complete due to reasons of clarity.

Generally, the adult educator only evaluates these indicators that apply to him/
her. Other indicators are omitted and do not influence the final evaluation. A free line
enables the adult educator to add an individually important indicator.

We use an evaluation in four categories:

I. fully applies

I1. partly applies

ITI. somewhat applies

I'V.does not apply

The following image shows examples for indicators for the counseling and mentor-
ing competence as well as for the personal/social/reflective competence:
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7. Summary

Identification and acceptance of competences are an opportunity to increase profes-
sionalism in the field of adult education. Additionally, adult educational competences
become more transparent for different users. Aim of the project “Competence Pass for
Adult Educators” was the development of instruments that serve objective competence
identification and documentation in adult education and the creation of competence
profiles. Furthermore, it serves the compilation of adult educators’ competences to en-
able a comparison of required and present competences and thus to allow educational
institutes to identify safely their employees’ competences. The identification of adult
educational competences is the prerequisite for their recognition and certification.
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. bém

OBYYEHUE B TEYUEHUE BCE JKU3HU 1 IPU3HAHUE
HE®OPMAJIbHO ITOJIYYEHHDBIX HABBIKOB

B crarbe onmuchIBaeTCST MEXaHU3M U3MEPEHUs TPOGhECCHOHATBHBIX KOMIIETEHITHH, TPHO6-
PETEHHBIX CIIETHATICTAMH, 3aHATHIMHU B chepe 06pasoBaHuist [JIsT B3POCIbIX. PazpaboTaHHas
ABTOPOM METO/IMKA CIIOCOOCTBYET HaeHTH(hUKAIINN He(OPMaIbHO TPUOOPETEHHBIX HABBIKOB
M CO3aHMIO TPOMIIEN TTe[arOTMIECKIX KOMIIETEHTINH, HEOOXOANMBIX /IS TPOQeCCHOHATb-
HOW aTTecTaIuy 1 JaJTbHeHIero mpu3HaHus CIeluaIucTa Ha eBPOleiickoM YPOBHE.

KatoueBble cJ0Ba: n3MepeHe KOMIETEHITHI, CIIEIHATNCTBI, 3aHSIThIe B 00pa3oBaHUN
JLTTST B3POCJIBIX, KBATM(DUKAIIS, TIPOheCcCHOHATbHOE 00y UeH e, TOTOTHUTETbHOE 00pa3oBa-
HUE, eBPOIIEiCKas MOOHIBHOCTD, 00Pa30BATE/IbHbIC YUPEKACHUSL.

Cunraercs, 4TO KOMIETEHI[UN MPHOOPETAIOTCS yKe HauMHasl C JeTCKOTO BO3-
pacTa, JIeTCKOTO cajia WJIM HAavaJbHOU 1KoJbl. HecMoTps HAa TO 4TO caMO TIOHSTHE
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KOMITETEHI[UY HUKTO HE OCIapUBAeT, MHOTHE ONKUCAHUSI €€ CYI[HOCTH JIOBOJIbHO
POTUBOPEYMBbHI. KOMIIeTeHIIMK He CYIIeCTBYIOT CaMy 110 ce0e 1 He SBJISIOTCS 4eM-TO
HendMeHHbIM. KoMIIeTeHIIMN He TOJIbKO Y KasK/I0TO CBOU, HO U MPOSIBJISIIOTCST BCSIKUI
pas To-uHOMY, JaskKe TIPU BBITTOJHEHUN OHON 1 TOH Jke paboTHI.

Nnentndukanus u npusHaHie KOMIIETEHTHOCTH — 3TO BO3MOKHOCTH TIOBBICUTD
pohecCHOHAI3M CIIEIUANNCTOB, 3aHATHIX B chepe 00ydeHust B3POCAbIX. LJist moHm-
MaHWUst TOT0, 00JIA/IAET JIH CHEIUATUCT HEOOXOANMBIMU KOMIIETEHITUSIMU, HEOOXOIUMO,
yTOOBI CaMU KOMIIETEHIIMHU CcTaju OoJiee siCHBIMU 1 1pospadbiMu. [leb nmpoekra
«CBUIETETBCTBO O KBAJIU(DUKAIIMK CIIEIUATNCTOB, 3aHSATHIX 00y4eHHEM B3POCJIBIX»>
cocTosiIa B pa3padoTKe METOAUKH, KOTOPasi MOTJIa Obl CII0OCOOCTBOBATDH BHISIBJICHIIO
00bEKTUBHBIX KOMIIETEHI[HIT 1 BBIPAOOTKE PETTIAMEHTUPYIOIIUX JOKYMEHTOB, & TAKKe
co3Manuto Mpod el JaHHbIX KoMTeTeHTNH. [[oM1UMO 3TOTO B 331241 TPOEKTA BXOAUT
000011IeHIIe KOMIIETEHITH 17151 CONIOCTABJIEHUS TPEOYEMBIX C YK€ MMEFOIIIUMUCS, 4TOOBI
TaKUM 0OPa30M JIaTh BO3MOKHOCTD Y4eOHBIM 3aBeIeHUSIM TapaHTUPOBAHHO ONIPEIEIATh
CBOUX COTPYZIHMKOB Ha COOTBETCTBUE KOMIIETeHIIUsAM. M ieHTudukamss KoMmereHT-
HOCTH CIIEI[UATUCTOB B 00JacTH 00yUYEeHUs B3POCIIBIX SBJISAETCS MPEANOCHIIKOMN /ISt
MPU3HAHUS UX CTATyCa U cepTUguKaImm.

B nipoekTe ucrosbayercs criocod nuaMepeHust IpuoOPeTeHHbIX KOMIIETEHIIHIA TaM,
IJle OHU CTAHOBSITCSI OUE€BU/[HBIMU, A UMEHHO BO BPEMsI BBITIOJHEHUST OTIPE/IeIEHHO 3a-
npaun. [Ipu 5TOM B yueT He IPUHUMAETCs, KaK ¥ I7ie ObLIH MOJTyYeHbl CAMU KOMITETEHITHH.

¥ rex, KTo paboTaeT co B3pOCJIOii ay IMTOPUENL, 3a1a4rt HeTpocThie. VIM Halo MMeTh
60Jb1I0I 00beM 3HAHUH, TPODECCHOHANBHO BJIAAETh eJarornyecKUMU 1 METOIIYe-
CKUMM [TPUEMaMHK, YMETh OTBEYaTh Ha BOIIPOCHI CJIyIIAaTe e, yIOBIETBOPSIS KX MOTPe6-
HOCTb B TIO3HAHWU, U €Ille MHOTO BCero. Beicokue TpeGoBaHust, IPeIbsABIsSeMble K TAKIM
CIEIUANCTAM, U HEOJIHOPOJHOCTD UX MPOhECCUOHATHHOM TOATOTOBKYU 3aTPYIHSIOT
paboTy 110 UBMEPEHUIO KOMIIETEHI[UI U MX HAYYHOI KJacCuUKaImm.

WNnes cosmanust UHCTPyMeHTApUs g UAeHTUPUKAIINT KOMIIETeHIu 1podec-
croHasa, PaboTaIOIIEro CO B3POCIBIMU, TECHO CBSI3aHa C MOTPEOHOCTHIO MeAaroroB-
MIPAKTUKOB UMETh YETKOE TPE/ICTABJEHNE O CBOUX KOMIIETEHI[USIX. B OCHOBHOM 2TO
CBSI3aHO C TE€M, YTO He BCe Mearoru-pakTHK 001agaoT GopMaibHbIM aKaJeMUYeCKIM
obOpas3oBaHKeM, HO TeM He MeHee TI0Ka3bIBat0T He0OXOMMbIe KOMIIETEHIII. [1aBHOM
3a7lavuell JaHHOTO MPOEKTa KaK pa3 U SIBJSETCS BBIABJIEHNE TaHHBIX HeOPMaTbHO
PUOOPETEHHBIX YMEHHIA.

Heo6xoauMocTh BbisiBIeHUS He(OPMATbHO TPUOOPETEHHBIX KOMIIETEHIIHIA HAX0-
JIATCST B pycJie OOIINUX TeHIEHITUI YCUIIEHHSI POJIN «IOTIOJIHUTEbHBIX KBaTU(UKAIIUTI,
KOMTIETEHIINH, 3HAHWH, YMEHUN U HaBBIKOBY», MOJYYEHHBIX «IIOMIMO (POPMATHHOTO
(0CHOBHOTO) 0OPa30BAHMS».

B Teuenue y:xe HEKOTOPOTO BpeMeHN Ha MEKAYHAPOIHOM YPOBHE TIPEINPUHU-
MaJIUCh IIaTH, HallpaBJIeHHbIe Ha ITPU3HAHNE 3aKOHHOU CUJIbI KBaTu@UKaIuii, moJy-
YEeHHBIX He B paMKax O(UIMAIbHBIX 00pa3oBaTeNbHBIX YUPEKAEHUNA. AKTYaIbHOCTD
po6JsIeMbl 0COOEHHO YCUJIUIIACh MOCIE TaK Ha3biBAEMOI «CMEHBbI KOMIETEHIIUI»,
KOTIjla BHUMaHWe cTajii oOpaiaTh He CTOJbKO Ha YMEHHs, [T0Ka3biBaeMble B HauaJje
00y4eHust, CKOJIbKO Ha KOMIIETEHIINH, TPHOOPETEHHbBIE 10 €ro OKoHYaHuu. He BaxkHO,
rJie ¥ KOra IpuoOpeTeHbl KOMIIETEHIINHU, (DUKCUPYETCS JIUIIb CIIOCOOHOCTH 00yUYeH-
HBIX MCII0JIb30BATh OIpe/leJIEHHbIE HABBIKU TIPU PEIIEHUH TPOheCCUOHAIBHBIX 33/1a.
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Takue KOHIENTyaJbHble U3MEHEHMS BBI3BAJIU HEOOXOAMMOCTh CO3/IaHUST METOIUKN
MESKLYHAPOAHOTO YPOBHSI, HO3BOJISIONIEN OIEHUTD IIOJIyYeHHbIe B IIpoIecce 00yYeHust
KOMIIETEHIUH.

B To xe BpeMs BO3HUKAET BOTIPOC: MOKHO JI IPUPABHATH HEO(PUIIHATHHO TTOJTY-
YeHHbIe HABBIKM K TeM, YTO PUOOpeTeHbl B paMKax (hopMasbHOTO 00pa3oBaHMsi?
B nexabpe 2004 r. muHUCTPBI 06pasoBaHust 32 €BPOMEHCKUX CTPAH TIPUHSIIN PEIeHNE
(MaactpuxTtckoe coryamienue) paspaboratb EBporeiickyo paMKy KBanndukaruit
(EQF). [lannas cucreMa Mo3uIMOHUPYeTCcs Kak 00001IeHHas cXeMa, yYUThIBAIoIIast
0COOGEHHOCTH KBaJN(PUKAIMOHHBIX CHCTEM Pas3JIMYHBIX CTPaH, YTO CIIOCOOCTBYET
GOJIbIIEN SICHOCTH NIPH €€ MCIOJb30BAHUN B PAMKaX HEOJHOPOAHOTO €BPOIEHCKOTO
yuebHoro Janamadra. Kakaas eBporneiickast cTpaHa HECET OTBETCTBEHHOCTbD 3a TO,
KaK MTPOUCXOIUT U3MePeHNe MpodeccnoHaIbHON KOMITETEHTHOCTH €€ CITeITNaNCTOB,
a EQF sBisieTcst b KOOPAMHUPYIOIIEN CUCTEMOI, KOTOpasi MOKeT ObITh a/lalTh-
poBaHa B COOTBETCTBUH € TOTPEOHOCTSIMHU TOTO MJTM WHOTO TOCYIapCTBA.

[Tesis EQF B TOM, 4TOOBI TIOKA3aTh, 4TO JII0Oast KBAIUMDUKAIIMS, TOJYIeHHAs B JIFO-
60it crpane—usene EC, mosxer 6b1Th ipuBsizana K EQF.

Peasmzanust EQF B HalmoHaIbHBIX MaciiTabax MPOXOANT M0-Pa3HOMY B Pa3HbIX
crpanax. OraesnbHbie cTpaHbl, Hanpumep DUHASHIKUA, PaspaboTaIr KOMILIEKCHYIO
cUCTeMY ISl TPU3HAHUST Heo(UIMaIbHO TIPUOOPETEHHBIX HABBIKOB. B Apyrux crpa-
Hax, TaKUX Kak [epMaHusg m ABCTPUS, BEAYTCS cepbe3Hble TUCKYCCUU O TTPU3HAHUHT
paBeHCTBa OhUIMATBHO U HEOPUITMATBHO TPHOOPETEHHBIX HABBIKOB.

B s1060M cirydae ypaBHUBaHUEe HEO(DUIUATBHO MOJYYeHHBIX TPO(ECCHOHATbHBIX
HaBBIKOB ¢ (hOPMATIBHO MTPUOOPETEHHBIMI 03HAYAET, UTO CIIEI[UATUCTDI, 3aHSIThIE B Che-
pe JOTOJIHUTEbHOTO 0Opa3oBaHust sk B3POCJIbBIX, MOTIYT [IPETeH/I0BaTh Ha podec-
CUOHAJIbHY0 MOOMJIBHOCTD U TEM CAMbIM YBEJIMYUTD IIAHCHI CBOETO TPY/I0YCTPOIiCTBA
B IPYTUX CTpaHaX MUpa WU 10 KpaliHeil Mepe B Tipenesiax EBpotetickoro coiosa.

Ilepesod O. JI. Kouesoi
Pyronuce nocmynuna 6 pedaxuyuio 15 cenmsops 2015 e.



