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Introduction
This Guidance and Training Model was developed in the framework of
COMWork ERASMUS+ project, Exchanging practices for recognize and validate
competences of social and educational professionals.
COMWORK is an international participatory research project that analyses
needs and practices in the training of professionals working with NEETS (Not in
Education, Employment or Training).
Social and educational workers are key figures for inclusion and enhancing
employability of NEETs. This Guidance and Training Model for recognition and
validation of competences of social and educational professionals will help you
to put in practice/implement the Learning Units that are also developed within
the project.
This new phenomenon called NEETS is widely spread across Europe. Specific set
of transversal competences is required in the work with NEETs in order to tackle
the issue with the increasing percentage.
The Guidance is meant to give general direction to trainers in order to provide
them with contextualization of the training of social and educational
professionals.

Competences model for operators
The theoretical model on competences nourishes the one on reflective
professionalism and vice versa. In the sense that competence is seen as a
conceptual construction and method provides regulation in reflective
professionals in general, and more so, if the professional works in the field of
education and guidance.
As described in the "Draft Theoretical Framework", the paradigmatic
construction of competence can be defined as a mix of resources, specific to
each individual, made of:
a) Knowledge (formal or informal, systematically and local);
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b) Appropriate action according to this knowledge (how to apply the knowledge
in practice);
c) Personal characteristics and behaviours (be able and willing to act in the
appropriate way in divers situations and contexts; but also to be able to become
and re-invent oneself (Boutinet, 2004).
A mix that is the basis of each effectively professional service. The competence
is the "raw material" that is "processed" in the "workshop" of the social
professions.
As a method, the paradigm of competence introduces:
-

a new general point of view on the whole range of issues concerning the
training, guidance, management and development of human resources;
a new point of view and approach based on the significance of the
subject;
on the enhancement and reconstruction of the experience (of the ways,
forms and meanings that it takes);
the logic of empowerment and development of the individual capacity
to plan.

The subject in the centre
In the competence approach, the individual is the protagonist, weaving his/her
own tissue of life course on his/her loom.
On the epistemological level of the definition of the profession, it means
overcoming the model of technical rationality; while on the level of work, it
overcomies the Fordist-Taylorist mantra based on the trilogy of machine-jobexecution where the person does not appear except as a body and as a terminal
(Virno, 2001) and not as a thinking machine. Here, however, in view of the
competence, the person is an active and proactive subject who holds the reins
of their own projects, with the aim to expand the space of possibilities within
which to invest its wealth of resources.
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History and biography
A person who misses a history, a biography or the awareness of having one, is
in a scotomization process, a being with no past, no present and no future.
He/she lives in suspense, like in a kind of a-social and timeless sphere.
In the competence approach one's life story plays an essential role: one recovers
the threads from the past, no matter how strong or subtle, and binds them to
todays' and future weaving work. And all this is made possible by the fact that
the biography is the "black box" which records the traces of the experience.
And the biographical approach, typical of the approaches by competence, is
the key. It helps us reconstruct the structure of a person's competences through
the reconstruction of the ways of their acquisition, their development and their
management in the context of the value systems of reference of individuals
(Alberici & Serreri, 2009).
The project and the competence
Competences, as a mix of resources called into action by an individual, contain
by themselves an anticipative and predictive value of the individual's own
success in his/her work. A value that isn't contained by any of the single
resources on their own, neither as a result of a simple addition of the resources
(as a stock).
The quantity and the quality of fundamental systematic knowledge and specific
professional procedures that teachers master, on their own, are no guarantee
for the person being a good teacher. In other words, more than the project in
itself (that is always present at all levels in the competence approach), what
matters is to develop a "conduct adapted to project"(Boutinet,1999). That
means being able to make things clear in your discursive scenario; know how to
be in the situation; able to move in the complexity and turbulence; knowing
how to cope with the unexpected; be able to develop their professional and
personal self-according to a perspective view. Because concepts such as work,
education, social actor, innovation, change, identity, crisis and attribution of
meaning are numerous profiles of complicity and kinship with design concepts
and "conduct in the project."
In the last two decades, the concept of 'individual project' and of 'individual in
transition' has emerged in the theories on 'Lifelong learning' and 'Lifelong
Guidance'. These are two key concepts for thinking in individual solutions, like
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those that should be privileged for the NEETS, paths that define both their
meanderings (v. Today the turbulence of the crisis or, more generally, the
process of flexibility and / or insecurity) and their goals: in the double form of
'"domestication" of the present moment and anticipation of a future desired. In
a form that is both "autopoietic" (the individual is the author and actuator of
their project) and "praxis" (which concerns the praxis) and inspired to action
based on self-regulation of action by the individual.
The reflective rationality paradigm nurtured by the epistemological
construction on competences as a method, is what this project defines a
cornerstone of the social and educational operator's training. Foremost when
he/she is active in the field of the "pure" NEETS, imprisoned in what we called
already a bubble in a state of "social withdrawal" (out from education, training
and work-free motivation to resume the study or training and get back into the
labour market: without history and without a project).
The training of operators includes analysis of the relationship between
structure and agency, at the level of political power in constructing category
of youth (Cohen, 1999).
So that Biographical work should always be aware of the context and of identity
capital and helps to deconstruct categories (Cote, 2002).
The competence approach has to incorporate suggestion from the capability
approach, so that the pedagogical and social work helps the trainers to (re)
activate substantive freedoms as functional capabilities (Nussbaum, 2011)
Keeping in mind the balance between risks and protection factors related to
class and race belonging (Case S. and K. Haines, 2009).
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Objectives and contents of the guidance
and training model
In accordance with the research work and the co-planning done by the group of
COMWORK, the Guidance and training model has the aim to offer some concrete
suggestions and some operational directions concerning:
-

-

an experiential training for professionals, who through this method can
also acquire the tools to re-transfer the experience;
an active training which is able to communicate with concrete contexts
and therefore flexible;
a formative path, for each Area of Competences, which includes Learning
Units achievable in a number of hours that range from a minimum of 20
to a maximum of 35 overall, depending on the applications and the skills
of the operators;
a formative path in which, each Learning Unit is planned in a selfconsistent manner and therefore it is able to engage in different
moments, contexts, paths.

This Guidance is meant to support the trainers in their job. The below described
points are the basics when planning and implementing a training for social and
educational operators working with NEETS. They are only a framework, which
could be taken as a starting point and adapted to specific situation.
The overall objective of the training is to develop certain competences within
the three areas of strategic competences based on the needs of every particular
group/individual.
Additional to the Training and Guidance Model there is a Methodology for
Training which will include detailed methodological steps to be followed in
order to achieve the goals.
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Training objectives
The aim of the training is to achieve development of certain competences which
are recognized as essential for social and educational professionals.
Competence is a different individual mix of: different skills that enable to
combine knowledge, practical, operational, relation and emotional resources;
different level of motivation and commitment (I want to act); capabilities
related to context, organisational and social settings making possible for people
to assume personal responsibility for their tasks and lives and risks (Le Boterf,
2000).
The concept of competence is useful and necessary and it allows us to face the
new forms of competiveness and the increasing complexity of work situations,
requiring not just technical skills but also personal qualities, making the
difference by objective identical situations.
The work carried out together with socio-educational operators, through focus
groups and interviews realized in the four COMWORK partner countries, it has
given rise to three main areas which will be the subject of the training
activities:
 Collective competences of a team and a network:
- Understanding of organizational aims, culture,
- The ability to cooperate,
- The ability to learn from experience,
- Problem solving,
- Intercultural competence,
- Ability to work in a network.
 Competences, related to motivation (self-motivation and motivation of
the others) and empowerment:
- Lifelong learning and development,
- Communication,
- Self-confidence,
- Decision making,
- Pro-active approach.
 Competences, related to management of the change:
- Assertiveness,
- Analytical thinking,
- Flexibility and adaptability,
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-

Work under pressure,
Ability to take responsibility.

By the end of this training, the trainees will be able to use different methods
in their daily work with NEETs. They will be able to adopt different techniques
according to the specific situation and the individual NEET.
Expected outcomes of the training:
-

trainees will be able to understand the overall picture of the
organizational culture, common language and ability to cooperate;
trainees will know about group dynamics – rational and irrational;
trainees will be motivated to work with NEETS as well as they will know
how to motivate NEETs to cope with their problems;
trainees will develop intercultural skills and competences, team work;
trainees will know how to empower NEETs to influence and make
decisions that affect their own lives;
trainees will know how to help NEETs in self-development and selfempowerment;
trainees will know how to support NEETs to act in appropriate way in
accordance to internal and external factors.

Identification of the trainees
Who are our trainees and where to find them?
The trainees are professionals from educational and social sphere who are
directly working with NEETS:
-

Labour Market offices (psychologists, psycho-pedagogues, labour market
mediators, jurists);
Employment Agencies (project managers, HR professionals);
Professional Associations (labour psychologists, HR professionals,
psychologists, psycho-pedagogues);
Educators (trainers, VET teachers, coaches, educational and social
workers);
NGO sector (trainers, project managers, group leaders, youth mediators,
educational and social workers);
Universities (psycho-pedagogues, lecturers);
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-

Other.

Methodology
The aim of the Training is to develop strategic competences of socioeducational operators, which are essential for the performance in the area of
working with NEETS.
The three areas of strategic competences, which are subject of this Guidance
and Training Model, are result of the National researches and focus groups
conducted in each partner country.
The Training will be based on the principles of non-formal learning and
experiential learning.
Non-formal learning gives trainees the opportunity to influence their own
learning process and their learning outcomes since it foster self-directed
learning.
Essential features of non-formal learning are:
-

balanced co-existence and interaction between cognitive, affective and
practical dimensions of learning;
linking individual and social learning, partnership-oriented solidarity and
symmetrical teaching/learning relations;
participatory and learner-centred;
holistic and process-oriented;
close to real life concerns, experiential and oriented to learning by
doing, using intercultural exchanges and encounters as learning devices;
voluntary and (ideally) open-access;
it aims above all to convey and practice the values and skills of
democratic life.

We may outline several common elements in existing definitions of non-formal
learning such as purposive learning, diverse contexts, different and lighter
organisation of provision and delivery, alternative/complementary teaching
and learning styles, less developed recognition of outcomes and quality.
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Non-formal teaching/training and learning methods:





communication-based methods: interaction, dialogue, mediation;
activity-based methods: experience, practice, experimentation;
socially-focussed methods: partnership, teamwork, networking;
self-directed methods: creativity, discovery, responsibility.

Specifics of the trainees:
What key competences are required?
Ref. Competence model (Appendix 1.docx)
What key competences are available?
Before the session. You should be aware who is in the group. What kind
of competences do they have? What kind of competences do they want
to obtain?
 Where is the gap?





For implementation of the methodology trainers should follow the
recommendation for each module, which is developed in the Learning Units as
part of the Training curriculum.
The Training curriculum includes:







learning objectives of each LU,
content,
assessment instruments,
exercises,
subject matter analysis,
lesson planning and media selection.

Requirements for the trainers:
 Experience in adult training,
 Experience in personal development trainings.
Requirements for the training premises:
 Good Internet connection,
 ICT equipped,
 Appropriate training rooms.
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COM_WORK Learning Unit will be strictly related to this and can be represented
as continuous relation between the time training with the experience of the
operators and their practical activities:

Need analisys
Self evaluation of
strategic
competences
Training activities in
plenary

Distance learning
support

Training on the job

Each one of the Learning Units is designed according to its increased relevance
and consistency with the corresponding area of expertise, such as "auto-case"
and the area of "collective competence of a team." However, given the holistic
construct of competence that we have taken as a reference; given the "core"
competencies
that
characterize
social-professional
and
guidance
operators/professional involved / engaged in working with NEET; given the
cross reflective approach that covers all competences; given all that, it makes
no sense to talk about a match between the total and mechanical areas of
competences and LU suggested. If anything, it is more correct to speak of cross
LU that across all areas of competence or, LU that bind so prevalent and more
competences directed to an area of competence rather than another.
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The learning units: a first proposal
The project development process, through its various stages passed so far
(surveys, interviews, reports, transnational seminars), has allowed us to
accurately delimit the scope of the research. Besides, it also has made possible
the identification (for conventional agreement) of the areas of strategic
competences of socio-educational operators and vocational guidance
counsellors which need, first and foremost, to be dealt with. Intervene as a
priority through the development of appropriate Learning Unit think along the
lines of reflective training.
The areas of strategic competences identified are three:
1. The area of the collective competences of a team and a network;
2. The area of motivational and empowerment competences;
3. The area of planning and change management competences.
TRAINING IN collective competences of a team and a network
•EQUIPE: Interdependency, Cooperation, Equipe acknowledgement
•NETWORK: Network activation, Communicate over the network, Network
Management

TRAINING IN motivational and empowerment competences
•MOTIVATION: Working on motivation, Motivation of the operator,
Motivation of the Neet
•EMPOWERMENT: Active Listening, Suspension of judgment, Problemsolving strategies

TRAINING IN competences for management of change
•META COMPETENCE FOR CHANGE: Management of emotional area and
development of self-empowerment, Learning to learn, Needs analysis and
planning actions
•CREATIVITY AND INNOVATION: Recognition and use all the possibilities,
Find creative solutions, Train active listening and assertiveness
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Area of the collective competences of a team and a
network
Introduction
In socio-educational work and in guidance activities in general, the temptation
of the solitary hero must be prevented from the beginning, especially when
dealing with a barely identified and hardly approachable audience such as
“pure” NEET.
He is someone who is armed with empathy, who is willing to sacrifice himself
for the cause, in line with his value reference frameworks and mainly relying
on his own more or less pronounced pro social aptitude.
This kind of work takes place/should take place in facilities where a multiplicity
of operators and professionals operate. The optimisation of the work lies,
therefore, on a mastery of the collective competences of a team as well as, of
course, on the individual core competences.
What do we mean by collective competences of a team? Following Le Boterf's
footsteps we talk about collective competences of an organization or a service
organised as a network of competences. The concept of collective skill is then
not merely reduced to the expertise of an enlarged liability team or a team
made up of different elementary units. Nor collective competences can be
considered the sum of individual competences.
Collective competences emerge whenever criticality occurs, or rather a new
problem arises, a new project starts or a quality audit has to be carried out.
They represent the intelligence of the organisation and the collective memory
in action. They are forged through experience and collective commitment
facing the test bed of reality. Their operation greatly depends on the quality of
the interactions between people.
The collective competences of a team (équipe)
The main features of the collective competences of a team are:
-

Having a common operational picture; that is, having a common
representation of the problems to deal with (planning and solution). A
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-

-

common operational representation is achieved if each individual
assimilates the overall picture. The whole is contained within the part.
The framework of meanings is shared and integrated;
Having a common code and language; that is, having a “dialect” of the
organisation built through the experience made within the organisation
itself. This allows to “read between the lines of the organisation” and to
intercept both rational dynamics within the group and especially the
irrational ones that are lying in all organisations;
The ability to cooperate. Knowing how to work together presumes
collaboration among people with different cultures, resources, statues
and roles. It allows, for instance, to know how to manage and resolve
conflicts while, at the same time, it promotes – acting on a higher level
– the development of the ability to learn from experience. It is about
learning from and through action in a collective form and through the
organisation. Basically, it is about learning from considerations made
during and after the action carried out in terms of organisation or
service.

The collective competences of a network
They mainly rely on having the ability to work in a network, in local networks
of services and in social networks; this ability adds up to those that are at the
basis of the collective competences of a team about which we just talked.
The more effective models of social services organisation are characterised by
their systemic-local-integrated planning which makes them work as “networks
of competences”, where the competences of each compose and integrate
network expertise and vice versa. Furthermore, network competences convey
and enhance “precious” competences such as those that promote innovation
from the knowledge assets owned (formal and tacit) and the accumulated
experience. In this way, by the way, they break down boundaries between
competences and enable their mutual permeability without which there is no
value added on a professional level (see the role of the interface competences
mentioned for instance by Le Boterf [1994]).

Methodological introduction. The auto-case method
It suggests adopting the method of auto-case (Ibba, 2009, Chestnut, 2001;
Bruscaglioni, 1991). It is a mode of training of reflective type, based on the

18

enhancement of the experience. It takes place in group mode and mobilizes all
three of the main attributes of the collective competences in équipe (and in
some ways, also the collective network competences). It is divided into three
phases: setting phase; storytelling/narrative phase; analysis and interpretation
phase.
Setting phase
The setup phase, also called the methodological introduction, aims to explain
"the rules of the game" and to enter into the training agreement.
A brief introduction will clarify and make explicit the ethical rules which govern
the path:
1) do not intrude in the privacy of the individual and strict confidentiality
on experiential report of the participants;
2) do not foster unrealistic expectations.
Still in the process of setting, it is necessary to define the characteristics of the
auto-case and the management rules. It must be cases: real; still open;
problematic and significant in relation to the profession held by the person
involved into the LU and compared with the course itself. When exposing the
story of the auto-case, it cannot be interrupted. During the in-depth analysis
following the story (request for further information on the case, requests for
clarification, etc.) it is not allowed to make hypotheses or value judgments, let
alone anticipate conclusions.
Articulation
You can work as a group or, if this is too large, you can divide into subgroups.
Each participant can expose synthetically a real case that occurred to them or
where they were involved or where they were a direct witness. So the group or
subgroups select the case and discuss it collectively.
In choosing the auto-case to discuss, care must be taken with the help of the
trainer / facilitator, to reject arguments outside work, in favour of
professionally significant arguments that can cause a high level of emotional
involvement.
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Narration of the auto-case and discussion
Once identified the auto-case the "bearer" (the presenter of the selected autocase) conducts its narrative in an appropriate timing, but not too long (20-30
minutes) and exhaustively but not minutely detailed.
At the end of the narrative the “bearer” expresses the "demand / problem" that
intends to address to the group and invites participants to request more
information or to deliver in-depth questions. Once all the requests are
collected, participants, under the direction of the trainer / facilitator, are
called upon to articulate their own comments, to make observations and then
to formulate their own hypotheses of response to the question posed by the
“bearer”.
Analysis and interpretation
The exposure of the case follow:
a) a free brainstorming;
b) a moment of collective construction of some suggested solutions or
possible actions.
It is common that questions from members of the group lead to questioning; or
open other "tracks" of interpretation and in-depth analysis; or even, do emerge
more elements than those in the narrative of the "bearer". All these elements
should not be dropped, but appropriately verbalized so that they are present.
It is good to leave space for the most creative interpretations, to allow
everyone to confront the complexity of the problem, without bottlenecks or
conceptual constraints.
Therefore, it is essential to remember:
-

the method works on subjective perceptions;
the analysis of the auto-case is not an objective procedure research, but
a qualitative method of training;
its focus is mainly to the process management;
more than a tool for problem solving is a tool for problem setting (setting
and management problems);

20

-

it allows the group to develop their own hypotheses, without direct or
indirect conditions or restrictions;
stimulates and develops reflection, rather than the reactivity;
Aims to compose divergences, discouraging and avoiding any kind of
ideological confrontation, and encourages and supports the development
of the capacity of the dialectic.

Articulation and duration of the Learning Unit
Target audience: a group of at least 6 people and no more than 10
Number of sessions (= No. of treated auto-case) are assumed from 2 to 4 cases
(2 if the group consists of 6 people; 4 if the group consists of 10 people)
Duration of each session: 6 h
Overall duration of the LU: 18 h. (3 auto-case); 24 h. (4 auto-cases).
Scheme of COMWORK learning unit

Training session
• Target audience: a group of at
least 15 people untill 20
• Number of session for EQUIPE
(interdependence, cooperation,
team acknowledgement) = 3
about 16 h tot, for NETWORK
(Network activation,
Communicate over the network,
Network Management) = 3
about 12 h tot
• Overall duration: 28 h

Individual reflexive
activities for 2 hours every
training group activites
for:
• monitor the applicability of the
content in practical work
• use tool for self evaluation
• recognize their strategic skills in
action
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On line support for 2
hours every training group
activites for:

DISTANCE LEARNING

• Target audience: a group of at
least 6 people and no more than
10
• Number of sessions (= No. of
treated auto-case) are assumed
from 2 to 4 cases (2 if the group
consists of 6 people; 4 if the
group consists of 10 people)
• Duration of each session: 6 h
• Overall duration: 18 h. (3 autocase); 24 h. (4 auto-cases)

INDIVIDUAL TRAINING
ON THE JOB

TRAINING GROUP
ACTIVITIES

AutoCase Method

• depth content, download
• discuss with the training
community
• have Tutor support

Table of didactic tools
TOPIC: COOPERATION AND INTERDEPENDENCE
Group games
Goal of these games is to put the participants in a situation in which cooperation
and interdependence are necessary and essential to achieve goals and solve
problems. In these contexts during the debriefing it will be possible to reflect
on the dynamics triggered in the group, on their styles and their expectations
during the groupwork and the elements that facilitate or hinder effective
teamwork:
-

TOOL
TOOL
TOOL
TOOL
TOOL
TOOL

1.1
1.2
1.3
1.4
1.5
1.6

–
–

PRISONER DILEMMA
THE THIEF
FLOODING
THE CHAIR GAME
GEOMETRIC FIGURES GAME
BALL GAME

Role Playing
These games, in teamwork and network skill training, are aimed at situations
more or less distant from the participants’ professional environment, to do
experience of the strategic dimension and the ability to address the obstacles
that cooperation offers us.
-

TOOL 1.7 - GAME OF THE TOWN COUNCIL
TOOL 1.8 - WORK MEETING

Activations through symbols and metaphors
Using tools acting on symbolic dimension and through metaphors it is possible
to arouse moments of reflexivity on emotional experiences. perceptions and
styles used by participants during their teamwork:
-

TOOL 1.9 - TELL BY MEANS OF OBJECTS
TOOL 1.10 - IF MY TEAM WAS
TOOL 1.11 – FILM TRAILERS
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TOPIC: SELF REFLECTIONS ABOUT COMPETENCES
-

TOOL 1.13 - FORM ANALYSIS
TOOL 1.14 – COMPETENCE LEARNING DIARY

TOPIC: TEAM ASSERTIVE COMMUNICATION
Group games
-

TOOL 1.15 – THE “NO” GAME

Exercises
-

TOOL 1.16 – CRITICISM AND COMPLIMENT EXERCISE

Activations through symbols and metaphors
-

TOOL 1.17 – FILM TRAILERS

Self-reflexive sheets
-

TOOL 1.18 – CARD ON THE COMMUNICATIVE STYLES OF WORK
TOOL 1.19 – TEAMWORK 24

All training tools are being revised. Some are in translation. They will be revised
also thanks to the common work during the web 2.0 peer review (crucial phase
of the project to construct a share training model for socio-educational
professionals).
The complete kit of training tools will be prepared for the drafting of the final
document of the project: COMWORK Learning Unit for Recognize and validate
competences of social and educational professionals.
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Area of motivational and empowerment competences
Introduction
The area of motivational and empowerment competences plays a pivotal role
in the different areas of competences of the socio-educational professional
and/or the guidance counsellor who are involved in social activation of NEETs.
Precisely because the lack of motivation and empowerment represent the two
main barriers to be removed in “pure” NEETs.
In fact, these two barriers separate them both from education and training, and
from work and job seeking. To the NEETs these barriers are perceived as
absolutely insurmountable walls which can take different and extreme forms.
As in the case of the self-fulfilling prophecy that often hangs over them:
-

-

on the one hand they do not perceive themselves as able to be trained
and employable (they are rejected from school and therefore they refuse
training; they are expelled or rejected from work and therefore they
refuse to look for a job),
and on the other hand society (politics, institutions, etc.) perceives them
as hard core subjects who can hardly be helped by effective policies.
Yet, the correct use of appropriate motivational and empowerment
strategies can be the keystone of effective interventions and policies for
the NEETs.

Motivation
The term motivation is relatively recent.
As a matter of fact, it appears both in the philosophical and the psychological
vocabulary only in the first decades of the last century (Quadrio Aristarchi,
1996). Despite its previous lack, it has become very common especially in
psychological sciences. Psychology has devoted increasing attention to the term
social and individual motivation so that some scholars (Cofer, 1972) went so far
as to say that, in psychology and in other behavioural sciences, the 20th Century
can be defined as a motivational period.
It's not our task here to account for the different theories and approaches that
have been adopted in the area of motivation. It will be enough here to recall
the two main approaches that refer to two different “fields of competences”
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equally crucial for our operators as they outline two different profiles and two
different professional models.
The first approach, which we could call “experimental” and “unhistorical”,
aims at defining the immediate causes of behaviour, and at specifying and
determining the connections between the different variables involved, thus
building behaviour models.
The second approach, which could be defined “clinical”, aims instead at
rebuilding in a more global way the sense of individual experience. Both, the
present and the past one, at identifying the ways an individual pursues his social
adaptation and his personal fulfilment, and at grasping the reasons that prompt
an individual to act or not to act, and possibly the sense attributed to it.
This second perspective opens to horizons of competences, which are relevant
to socio-professional educators who work according to a holistic approach that
drives a person to transcend his given balance in order to open up to new
experiences, to design projects and to anticipate reality mentally, according to
the thesis of Nuttin (1959).
Empowerment
If the term motivation is relatively recent, the term empowerment is even more
recent. And it also spread widely in a short span of years. That occurred both
in studies of scientific approach and in public debate on facts and social
processes involved in various areas starting from the sphere of labour. Although
often the discourse on empowerment has been trivialised and over the past
three decades this construct has been overworked, it would be a mistake to
neglect it. This fact, if anything, can be seen as indicative of a major change
in human resources culture, and an essential element in competences culture.
Synthetically, we can define empowerment as the process through which
“disadvantaged” people strengthen their capability to choose, enhance selfdetermination and self-regulation developing a sense of self-esteem and selfefficacy and reducing the feelings of helplessness and distrust (Piccardo, 1995).
This definition takes us already to the core of the discourse on NEETs. However,
it could lead to a kind of semantic misunderstanding and therefore to a
misinterpreted approach to the beneficiaries of empowerment because they
would risk being considered as individuals somewhat lacking of empowerment.
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Actually, the term empowerment has a far wider meaning such as “enhancing,
enabling someone to” or “increasing opportunities” in terms of competences
and capabilities as mentioned by Amartya Sen.
It is a complex construct that is configured as a multiplicity of elements
organised between them, and it defines both a result (a psychological
construct, that is a characteristic of the subject in his interaction with the
environment) and the operational process that generates it.
This complexity is introduced from the etymology the word that suggests a
division into three separate sections: em-power-ment. The prefix em is used to
mean "put in a position" or "go to", referring, then, to a purposeful movement
toward something. The noun power is usually literally translated as "power",
"be able to", and “power to". Finally, the suffix ment defines, at the same time,
both a process that enables individuals to enhance the ability to actively control
their life and the result of this process. Generally it relates to the set of
knowledge, competences and relational ability that allow an individual or a
group to set goals and develop strategies to achieve them by identifying and
utilizing the many existing resources, internal and external (Nicoli, Pellegrino,
2011).
Furthermore, empowerment is closely related to the concept of change but not
in the meaning of replacing the old with the new. It rather regards change as
an additional process that while proposing new alternatives it doesn't force to
abandon the already known but it encourages to combine new opportunities
with those that are already known. Empowerment is, therefore, a method for
planning and acting in a realistic and effective way, a technique to take back
control of one's own life, and to gain that feeling of “leadership” given by the
fact that the person can choose between his different opportunities. Even more
represent an applicative guidance approach that guides methodologically and
procedurally on the” making operating” (Bruscaglioni, 1994), a new
epistemological approach, a new capability to think the change as increased
ability of choices and therefore of freedom and not finding the best solution
(Bruscaglioni, 2007).
In this sense, empowerment serves the function of a connective tissue of a wide
range of resources constituting the personal and social competences according
to Goleman's model (1995). Personal resources such as, for instance, emotional
awareness, appropriate self-assessment, initiative, optimism, etc. Social
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resources such as empathy and social competences as, for instance, the ability
to initiate and lead change, the ability to promote and nourish useful links, and
team work (see previous section on emotional competences).

Methodological introduction
Training empowering integrates affective aspects, inherited from the principles
of social-affective education, and attention to social contexts (community
psychology), which aims to promote the quality of life by improving the
interactions between individuals and social systems, conceived as relations
between elements of increasing complexity: individuals, small groups,
organizations, local and global communities. Aspire, therefore, to increase the
degree of empowerment of individuals, so that they have greater confidence in
their future and a greater awareness of the role that they can play
independently or in conjunction with others in grabbing the opportunities of
the contexts in which they are inserted and influencing events (Francescato,
Tomai, Ghirelli 2002).
Empowerment is configured, therefore, as a multilevel construct, where each
level is closely interconnected with each other because is the cause and at the
same time result: individual, organizational and community empower.
The individual empowerment / psychological gathers from a combination of
three main components:
-

-

the interpersonal component, that is the perceived control and beliefs
about the ability to influence decisions that affect their lives;
the interactional component, that is the critical awareness, the ability
to understand and analyse their social and political environment also by
understanding the causal agents, the resources available, their
interaction, as well as factors that influence decisions;
The behavioural component, namely the participation that is the
practical aspect of empowerment (Santinello et al, 2009), that is the
attempt to exercise control with the involvement of different
individuals.

The organizational empowerment regards, however, the processes and
organizational structures that increasing the participation of members improve
its effectiveness in achieving the goals. Even here we identify two forms:
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-

the organization's ability to provide the opportunity for its members to
increase control over their lives (organization "empowering");
the ability of an organization that develops successfully and influencing
political decisions (organization "empowered").

The empowerment of communities, finally, relates to collective action aimed
at improving the quality of life and the construction of "relevant community"
(Iscoe, 1974) in which citizens have "the competence, motivation and resources
to affect the improvement of life".
Empowerment is closely related to a process of knowledge and awareness, it
is, in fact, enhanced when an individual acquires the tools to understand and
evaluate himself (motivations, attitudes, values, strengths and problem areas),
small groups and the organizations in which it is inserted, their community and
the "mass-mediatic culture". Fundamental components of the empowering
training are, therefore, to promote understanding of themselves, their society
(socio-political empowerment) and the creative research of a congruence
between what you aspire to do and the opportunities provided by the
environment (inter-systemic accommodation).
The model: two training modules
Specifically, following the training model suggested by Francescato
(Francescato, 2004), the classroom activities are divided generally into two
modules, three days each.
The two modules are separated by a period of about two weeks to allow
reflection and re-elaboration of the content and abilities transmitted and above
all the appropriation of these by the symbolic and concrete experimenting of
new ways to achieve the objectives of change identified in the first three days,
producing the triggering of the start-up action.
The sequence of activities is driven by the multilevel nature of the construct.
From here the subdivision into modules.
The first module considers, in fact, a work focused on the individual and the
group. This is done through the use of creativity techniques such as
brainstorming, projective tools (creation of a drama on the work context or
role) and work organized into subgroups.
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The idea that guides the whole process is the possibility to observe yourself and
the world in a new way, taking on the critical issues as opportunities for change;
for this action on individual and relational variables, such as the personal
devaluation of staff and lack of relational gratification, means guide individuals
to reinterpret the past, processing the negative feelings associated with the
experience, for example, professional (impotence, anger, depression, selfblame), to understand the present and re-imagine the future by building a new
capability to think positive and mobilizing the desiring energy.
This enhances the experience as a tool for personal and social growth and not
only professional to arrive at an assessment of their own motivation,
competences and aspirations and increased self-esteem. The topics around the
work in the classroom are, therefore, the importance and the meaning
attributed to study, education, culture and work, the previous professional
experience, the imagination in relation with the approach to the business world
assuming the perspective of growth and development.
The reinterpretation of the past and the construction of a new capability to
think of the future is mediated by reflection on the links between motivation,
commitment and self-efficacy; on how these factors reinforce each other and
are crucial for success and how they are subject to the influence of our life
contexts and, in the age of mass media, the influence of television, advertising,
and the web.
Empowering Training according to this model in the first module aims to:
a) promote a sense of belonging and increase the cohesion of groups
facilitating the birth of rewarding relationships, including through an
increase in cross psychosocial abilities with high potential for
transferability to different contexts: social, education and employment;
b) operates a reinforcement of feelings of trust, cooperation and solidarity;
c) develops capabilities of mutual aid and support, and "peer education";
d) better understand themselves and own surroundings, making the
subjects able to choose appropriate paths related to the opportunities
and personal and environmental constraints;
e) promotes cope strategies and problem solving;
f) stimulating proactivity and participation of trainees as active
participants by providing them with tools to solve problems and make
informed decisions.
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In this phase the subjects move the focus of attention from '"I" to "We" and begin
to observe their own groups in terms of strengths and areas for improvement
and, through the technique of problem solving, try to find possible solutions,
analysing the steps to be taken to deal with the areas of improvement and to
enhance the strengths. The transition from '"I" to "We" also brings with it an
assumption of responsibility of the individual to the group and the objectives
of the group and the transition to action, for this, it is preferable that each one
take on a commitment to change to be fulfilled in the interval period between
the first and the second module.
The second part, after a moment of self-assessment of the achievement of the
objectives identified at the end of the first three days, provides a further
opening to the outside: the organizational reality of belonging and the local
community.
Since the contexts that surround us pose obstacles and limitations in our work
but also offer resources and opportunities, it will need to be able to perceive
these aspects (critical awareness) in order to implement the most possible
appropriate behaviour. Community psychology offers two reading tools (the
Multidimensional Organizational Analysis and Community Analysis) that helps to
gain articulate and multi-prospective approach of reality under consideration.
To apply these analysis methods means to have the possibility to identify the
opportunities and highlight specific changes to be promoted in the organization
and in the community to act on areas for improvement, finding, the possible
plots among desires, propensities, individual ability and opportunities or
environmental constraints (Francescato, Tomai, Ghirelli, 2002). The reading of
the contexts, in subjective and objective dimensions, has a very important
function, as it allows the awareness of the variety of possible interactions
between the different intervening variables increasing the ability of individuals
to affect events.
Once acquired elements to better assess and understand themselves, the group,
the organization and the host community, and at the conclusion of the work,
the subject is invited to revive exploration, through the use of projective
techniques, their perceptions of professional experience. This will reflect on
possible changes following the acquisition of a new level of awareness during
the training course.
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Articulation and duration of the Learning Unit
-

1° module: 18 h. in three consecutive days (6h per day)
2° module: 12 h. on two days. (6h per day)

Individual work between the first and the second module: 6h
Total of training: 36h.
Scheme of COMWORK learning unit

Training session:
• Target audience: a group of at
least 15 people untill 20.
• Number of session for:
• MOTIVATION (motivation of
the operator, motivation of
young people NEET) = 2 about
16 h tot
• EMPOWERMENT (listening and
suspension of judgment,
problem solving strategies = 2
about 16h tot
• Overall duration of LU: 32 h.

Individual reflexive
activities for 2 hours every
training group activites
for:
• monitor the applicability of the
content in practical work
• used tool for self evaluation
• recognize their strategic skills in
action
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On line support for 2
hours every training group
activites for:

DISTANCE LEARNING

• Target audience: a group of at
least 15 people untill 20
• Number of sessions:
• first module aims to develops
capabilities of mutual aid and
support, proactivity and
participation, = 3, about 18 h
tot;
second module aims to
identified organizational reality
of belonging and the local
community = 2, about 12 h tot;
• Overall duration of the LU: 30 h

INDIVIDUAL TRAINING
ON THE JOB

TRAINING GROUP
ACTIVITIES

Empowering:

• depth content, download
• discuss with the training
community
• have Tutor support

Table of didactic tools
TOPIC: THE EDUCATIONAL RELATIONSHIP, THE MAP DECENTRALIZATION
AND THE LISTENING METHODS
Group Games
The goal of these games is to put the participants in a protected situation where
they can experience some skills and some emotions related to the educational
relationship and the processes of active listening. During the debriefing it will
be possible to reflect on the dynamics on its own relational styles and feelings
and emotions that games have set in motion and what the games tell about our
experiences and our strategies in relation with the young people.
Role playing:
-

TOOL 2.1 – THE TRICK QUESTIONNAIRE
TOOL 2.2 – THE BLIND DRIVING WITH PHOTOGRAPH
TOOL 2.3 – THE NEWSPAPER ARTICLE AND THE STORIES CONSTRUCTION
TOOL 2.4 – A STEP AHEAD (GAME ON TECHNICAL POWER OF THE
EDUCATIONAL RELATIONSHIP)

Activations trough symbols, metaphors and narrative methods
The aim in this case is to bring out reflexivity on the emotional experiences of
the participants and styles perceptions, applied during the educational
relationship and the helping relationship in general, through the use of
metaphors or symbolic dimension.
-

TOOL 2.5 – THE WATERMELON GAME
TOOL 2.6 – LISTENING TO COUNT...
TOOL 2.7 – THE STORY FROM DIFFERENT POINTS OF VIEW
TOOL 2.8 – THE MONSTER GAME (ON POWER)
TOOL 2.9 – FILM SEQUENCE ON THE EDUCATIONAL RELATIONSHIP AND /
OR MANAGEMENT OF THE INTERVIEW

Self-reflexive sheet
-

TOOL 2.10 – SELF-REFLEXIVE SHEET ON MOTIVATION
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TOPIC: THE EMOTIONAL LITERACY
Role playing:
-

TOOL 2.11 – EMOTION: STAY NEXT
TOOL 2.12 – THE COMPLAINT EXERCISE
TOOL 2.13 – SELF-REFLEXIVE SHEET ABOUT WHAT INVOLVES ME DURING
MY WORK

TOPIC: ADOLESCENCE AND YOUNG PEOPLE
-

TOOL 2.14 – THE METAPHOR OF OUR ADOLESCENCE
TOOL 2.15 – THE REPRESENTATION OF THE GENERATIONS THROUGH
MUSIC AND THE GRAPHIC
TOOL 2.16 – THE SCULPTURE ON ADOLESCENCE
TOOL 2.17 – RESOURCE WALK
TOOL 2.18 – TALENT EXCHANGE MARKET
TOOL 2.19 – CHECK YOUR GOOD MEMORIES
TOOL 2.20 – MY STORY
TOOL 2.21 – START TO BE ACTIVE!

All training tools are being revised. Some are in translation. They will be revised
also thanks to the common work during the web 2.0 peer review (crucial phase
of the project to construct a share training model for socio-educational
professionals).
The complete kit of training tools will be prepared for the drafting of the final
document of the project: COMWORK Learning Unit for Recognize and validate
competences of social and educational professionals.
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Area competence for management of the change
Introduction
The last few years not only have left a legacy of costs, inequalities and
contradictions; they also have left the ability (still to develop and strengthen)
to rethink their own priorities at European level, to evaluate with a critical
approach the ambitions contained in Europe 2020, and to re-launch a new
governance cycle based on partnership and reforms. That is, a new cycle that
clearly points out the directions that need to be taken.
We reckon that for our project we need two key elements:
-

targeted initiatives, priorities selection, achieving the commitments
made;
the need to support the change, which is creating the conditions so that
the implementation of reforms becomes the basic issue of the political
debate within each member states.

To be credible and viable these two directions should have some priorities
among which:
-

to ensure that knowledge and innovation at all levels, represent the
heart of European growth;
develop policies that allow European businesses to create more and
better jobs that result in the need to attract more people into work,
modernize social protection systems, increasing the adaptability of
workers and enterprises, increase investment in human capital through
better education and qualifications.

These are very ambitious goals that revolve around the word change. As a
result, there are two questions no one can elude: what tools can we use to
support the change, and what are the competences required to professionals
who work in the area of change management, that is not only to highly
specialised professionals of the knowledge society but also to trainers, teachers
and socio-educational operators?
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It is quite evident that the training level, into the perspective of lifelong
learning rather than only in the formal education, plays a decisive role. And
since training and learning come to life through the professionals who work
there, what is the wealth of resources expected of these figures (in terms of
knowledge, abilities, competencies, meta-competencies). Obviously, taking for
granted the wealth of methodological and teaching resources?
Several European documents and other research from various institutional
sources and of various scientific backgrounds, converge in identifying the
following capabilities:
-

-

-

use strategies of systems analysis in the design of programs;
use the needs assessment, statistical data, the documents produced by
the organization, research, etc. to adapt the programs to the needs and
specific clienteles;
making effective the use of the mechanisms of design, such as councils,
committees, working groups, etc. .;
design or implement a program within the constraints of a limited budget
and according to specific quality standards; be convincingly interpreters
at policy makers of the modern trends in adult education;
prepare requests for financial support and identify potential funding
sources.

It is quite clear that we are talking about abilities that mainly nourish soft and
behavioural competences. In addition to the technical and professional
competences, of course. More precisely they feed the meta-competences such
as learning to learn and learning to know; learning to do; learning to live
together (discovering the other, tending toward common goals); learning to be,
according to the fourfold of the four "pillars of education in the 21st Century"
(Delors, 1996).
We can define meta-competence a class of logic order higher than competences
which highlights the quality linked to the consideration made with regard to
competences, and which has the following features (Pepe-Isfol, 2077):
-

it concerns general, broad and open cognitive competences;
it has non-specific characteristics, as it transcends the job, the position
and the role within the specific work context, although it is expressed
precisely in the latter;
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-

it involves mainly reflective mental processes;
it can be considered a competitive value in the training of human
resources;
it guarantees flexibility of the professional profile of the employee;
it enables self-updating, enrichment, and continuous improvement;
it contains profiles of high portability in different contexts (work and
life);
It allows facing highly complex, uncertain and variable situations.

These features of meta-competence expand in five large meta-competences
that are strategic for change management (Pepe, Isfol):
1) management of emotional resources and development of selfempowerment meant as a process that tends to widen the range of
choice, and makes transformations feasible and achievable at individual
level;
2) sense-making and development of generative thinking: learning to learn
meant as the ability to consciously change behaviour and cognitive
models in order to interact in a more appropriate way with internal and
external environments;
3) development of networking competences: being able to interact and
work within a network enhancing the opportunities provided by
communication systems on the network;
4) development of evaluative thinking and assessment of complexity meant
as a cognitive process aimed at building and using evaluation systems on
complex situations/processes/projects;
5) planning and evaluating meta-competences meant as the ability to
detect the need of training to gain meta-competences in various types
of recipients, and therefore the need of implementing learning paths to
gain them.
Development and training of meta-competences for the change
The assumption that formal training/education looks like a generator of more
productivity of individuals is nowadays greatly reduced. According to the
teachings of the modern theories of constructivism and constructionism, the
key variable for the development of knowledge is not so much the organized
and formal education, but the emotional and socio-cognitive experiences. As
noted by Nacamulli (2006) competences in the era of "flexible specialization"
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are built through enlarged training processes where converges the training
mode for learning by doing with high social intensity on the workplace typical
of craftsmanship together with encoded training typical of mass production.
For the development and enhancement of competences come into play a
number of actors (public authority, companies, individuals) and a wide range
of content and training methods is mobilized. As Nacamulli claims, into the
diction of "enlarged training" converge very diverse definitions of training as:
general training vs. specific training; explicit Training vs. implied Training;
institutional training vs. training as operational mechanism.
With regard to the training of the meta-competences of social and educational
operator/professionals we find the model for trainers developed by ISFOL1
interesting. Due to its characteristics, purposes and transferability we think it
is extensible and, therefore, also be suggested to the operators of our project
in terms of Learning Unit.
It is a model of training based on reflexive learning of trainers’ metacompetences for change and the following specific objectives:
-

management of emotional area and development of self-empowerment;
search for meaning and generative thinking: learning to learn;
Thought evaluation and assessment of the complexity (within which
develops specific competences for trainers on the design and evaluate
courses that focus on developing meta-competences.

The plan is developed and divided into five main phases: planning, analysis of
personal resources owned and resource expectations, design, delivery and
evaluation. The sequence of these steps, however, should not be considered in
a logical hierarchy but of circular and presents the strong integration between
the different phases, due to both the characteristics of the object of learning,
and the need to develop competences in planning and evaluation on theme.
Articulation and duration
Module 1. Develop self-empowerment and learning to learn: 10 h. group
Module 2. Build and use evaluation systems: 8 h. group
Module 3. Determine needs, plan operations: 12 h group
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Total training hours: 30 h.
Creativity and innovation
In our interconnected and global society, as claimed by Gardner (2007),
creativity is a good researched, cultivated and magnified. In fact, never as in
these times creativity was emphasized1, and associated to innovation. Like all
the words of success, however, it is likely a semantic and practical weakening
(in the sense of its actual practicability) because of his own fortune.
For the purposes of our argument along the axis reflexivity-competenceinnovation, creativity should be put away for at least three risks of
misunderstanding:
1) The first risk is linked to a common sense that tends to equate creativity
with an industry sector or production or a business field (fashion, design,
Made in Italy). Of course, it is true that in these areas the level of
creativity is very high. However they cannot under any circumstances
vindicate the exclusive;
2) The second risk is more subtle and less easy to avoid. It is linked to the
idea that creativity is a characteristic of singular people, almost unique,
with a kind of light bulb that lights up suddenly, or visit as a sort of
daemon (Panzarani, 2007) that "romantically whispers in' ear of our mind
sentences inspired ideas and shocking;
3) The third risk is of conceptual order; it is very common and tends to
coincide simplistically creativity and innovation.
Always in the footsteps of Gardner (2007), we define creativity as that which
arises from the interaction of three elements independent of one another: a)
the individual who has full mastery of a discipline or technique or an area of
competence and produces regular variations in these areas; b) the cultural field
in which the individual works, with its models, with its prescriptions or

1

The model was developed as part of the investigation from the Structural and Human
Resources of the Training Systems Isfol by the PON "System Actions" Ob.3 Measure C1 Action 4
"and contained in D. Pepe and V. Infante (2007).
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proscriptions; c) the social environment: the individuals and institutions that
offer access to opportunities to engage their capabilities.
Innovation, on the other hand does not live without the creativity that is the
lifeblood and at the same time the trigger. However it lives and progresses
through the individual intelligences, the collective intelligence, to individual
and collective competences. It stems from the confrontation of ideas rather
than isolated individual intuition and requires a society production of
knowledge oriented and not a society that just delegate a few creative the task
to run the head (Panzarani, 2007); that is, a society able to compete with the
complexity and innovation equipping itself recursively, of a culture, in turn,
innovated and innovative that see the individual as a dynamic entity that grows
and moves within a structuring milieu.
In this context it makes sense to speak of innovation processes as processes of
living of dialogue and discussion; continually fed by cultural development and
knowledge; the development of scientific research and the socialization of its
results. Just as it makes sense to talk about innovation only about a society
supported and backed by a solid and capillary competences:
exactly what is lacking in their social areas of steeper stretch mark where
various social groups most vulnerable, including the NEET .
The strong emphasis to date on the social dimension that characterizes the axis
creativity-innovation-competences does not exclude the possibility that
creativity can be "taught" individually or in groups for adults, adolescents,
educators, parents and even institutions as one of the leading international
experts in applied creativity and innovation management, Hubert Jaoui (2008)
teaches us.
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Articulation and duration
Following the model of Jaoui, we propose a training program based on the
following exercises (which we will develop in the next phase of the project (and
Vocational Guidance Model-02) :
develop the five senses: 15 exercises for a total of 6 hours
develop curiosity: 6 exercises for a total of 6 hours
train listening: an exercise in 2 hours
Train the will: individual exercise diluted during the day and applied
to the life of a day (6 h.)
 assertiveness training: exercise individual and group (6 hours)
 the creative process: group exercise (6 hours)





Total training hours: 30 h.

Articulation and duration of the Learning Unit
Scheme of COMWORK learning unit

Individual reflexive activities
for 2 hours every training
group activites for:

On line support for 2 hours
every training group activites
for:

monitor the applicability of
the content in practical work

depth content, download

used tool for self evaluation
recognize their strategic skills
in action

Overall duration of the LU: 60
h
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DISTANCE LEARNING

• PART 1: Meta-competences for the
change
• Number of sessions:
• Module 1: Develop selfempowerment and learning to
learn: = 2, about 10 h tot
• Module 2: Build and use
evaluation systems: = 1, about 8 h
tot
• Module 3: Determine needs, plan
operations: = 2, about 12 h tot;
• Total training hours: 30 h
• PART 2: Creativity and Innovation
• Number of sessions:
• five senses: = 1, about 6 h develop
curiosity: = 1, about 6 h
• Train the will:
• individual exercise diluted during
the day and applied to the life of a
day (6 h.)
• assertiveness training: exercise
individual and group (6 hours)
• creative process: = 1, about 6 h
• Total training hours: 30 h.

INDIVIDUAL TRAINING
ON THE JOB

TRAINING GROUP
ACTIVITIES

Target audience: a group of at
least 15 people untill 20

discuss with the training
community
have Tutor support

Table of didactic tools
The aim of these exercises is to test people with new situations, within their
daily life. In this way, each person can approach the competence to manage
and plan change on the basis of a simple method.
Moreover, this area has the objective to express their constraints about values
and cultural differences, their own prejudices to overcome.
Tools:
-

TOOL
TOOL
TOOL
TOOL
TOOL
TOOL

3.1
3.2
3.3
3.4
3.5
3.6

–
–
–
–
–
–

THE CHANGE GYM
DEVELOP CURIOSITY: WHAT'S NEW?
DEVELOP THE SENSES / DEVELOP CREATIVITY
MULTISENSORY DESCRIPTION
TECHNIQUE 6-3-5 OR BRAIN WRITING
IMPROVISATION

All training tools are being revised. Some are in translation. They will be revised
also thanks to the common work during the web 2.0 peer review (crucial phase
of the project to construct a share training model for socio-educational
professionals).
The complete kit of training tools will be prepared for the drafting of the final
document of the project: COMWORK Learning Unit for Recognize and validate
competences of social and educational professionals.
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Methodological note and the summary
of the Learning Unit
Each one of the Learning Units is designed according to its increased relevance
and consistency with the corresponding area of expertise, such as "auto-case"
and the area of "collective competence of a team."
However, it makes no sense to talk about a match between the total and
mechanical areas of competences and LU suggested, because:
-

-

the holistic construct of competence that we have taken as a reference;
the "core" competencies that characterize social-professional and
guidance operators/professional involved / engaged in working with
NEET;
the cross reflective approach that covers all competences.

If anything, it is more correct to speak of cross LU that across all areas of
competence or, LU that bind so prevalent and more competences directed to
an area of competence rather than another. But that interact synergistically
with all.
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Annex 1 - SUMMARY TABLE OF LEARNING UNIT

AREA OF
COMPETENCE
Collective
competences of a
team and a network

Motivational and
empowerment
competences

LEARNING UNIT

ARTICULATION
(Sessions, modules, exercices, etc.)

Auto-case method

N° 2 or 3 sessions/auto-case if the group is
composed by 6 persons
N° 4 sessions/auto-case if the group is
composed by 10 persons

Group

1° Module

Group

Empowering
training

Competence for
management of the
change

N° 2
Creativity and
innovation

Group

Module 1: develop the self-empowerment
and learning to learn
Module 2: Build and use evaluation systems:
Module 3: Determine needs, plan operations
develop the five senses: 15 exercises
develop curiosity: 6 exercises
train listening: an exercise
train the will: an exercise
assertiveness training: an exercise
the creative process: an exercise
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EACH TIME
ACTIVITIES
6 h par session

Individual work between the first and the second module
2° Module

N°1
Training of metacompetence for
the change

MODE OF WORK

6 h par session

3 consecutive
days, 6 h each (18
h)
6h
2 days of 6 h each
(12 h)

Group

10 h

Group
Group
Individual
Individual
Individual
Individual ( diluted during the day
and applied to the life of a day )
Individual and Group
Group

8h
12 h
6h
6h
2h
6h
6h
6h

TOTAL
DURATION
12/18 h
24 h

36 h

30 h

32 h

Annex 2 - Glossary
This Glossary aims to unify the understanding within the project about certain
concepts and in the context of the developed products.
The Glossary is presented in English alphabetical order and the Terminology of
European education and training policy of European Centre for the
Development of Vocational Training (CEDEFOP)2 is used as a source.
A
- adult education - General or vocational education provided for adults after
initial education and training for professional and/or personal purposes, and
which aims to:






provide general education for adults in topics of particular interest to
them (e. g. in open universities);
provide compensatory learning in basic skills which individuals may not
have acquired earlier in their initial education or training (such as
literacy, numeracy) and thus to;
give access to qualifications not gained, for various reasons, in the initial
education and training system;
acquire, improve or update knowledge, skills or competences in a
specific field: this is continuing education and training;

- assessment of learning outcomes - The process of appraising knowledge, knowhow, skills and/or competences of an individual against predefined criteria
(learning expectations, measurement of learning outcomes). Assessment is
typically followed by validation and certification.
B

2

Cedefop, Terminology of European education and training policy. A selection of 100 key terms,
Luxembourg: Office for Official Publications of the European Communities, 2008
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- basic skills - The skills needed to live in contemporary society, e.g. listening,
speaking, reading, writing and mathematics.
C
- certificate/ diploma - An official document, issued by an awarding body,
which records the achievements of an individual following an assessment and
validation against a predefined standard.
- compensatory learning - Learning intended to fill the gaps accumulated by
individuals during education or training, mainly to enable them to take part in
training.
- competence - The ability to apply learning outcomes adequately in a defined
context (education, work, personal or professional development).
- curriculum - The inventory of activities implemented to design, organise and
plan an education or training action, including the definition of learning
objectives, content, methods (including assessment) and material, as well as
arrangements for training teachers and trainers.
F
- formal learning - Learning that occurs in an organised and structured
environment (e.g. in an education or training institution or on the job) and is
explicitly designated as learning (in terms of objectives, time or resources).
Formal learning is intentional from the learner’s point of view. It typically leads
to validation and certification.
I
- informal learning - Learning resulting from daily activities related to work,
family or leisure. It is not organised or structured in terms of objectives, time
or learning support. Informal learning is in most cases unintentional from the
learner’s perspective.
K
- key competences/skills - The sum of skills (basic and new basic skills) needed
to live in contemporary knowledge society.
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- know-how - Practical knowledge or expertise.
- knowledge - The outcome of the assimilation of information through learning.
Knowledge is the body of facts, principles, theories and practices that is related
to a fi eld of study or work.
L
- learning - A process by which an individual assimilates information, ideas and
values and thus acquires knowledge, know-how, skills and/or competences.
- learning by doing - Learning acquired by repeated practice of a task, with or
without prior instruction.
- learning content - The topics and activities which make up what is learned by
an individual or group of learners during a learning process
- learning facilitator - Anyone who promotes the acquisition of knowledge and
skills by establishing a favourable learning environment, including anyone
exercising a teaching, training, supervision or guidance function. The facilitator
helps the learner develop knowledge and skills by providing guidelines,
feedback and advice throughout the learning process.
- learning outcomes - The set of knowledge, skills and/or competences an
individual has acquired and/or is able to demonstrate after completion of a
learning process, either formal, non-formal or informal.
- lifelong learning - All learning activity undertaken throughout life, which
results in improving knowledge, know-how, skills, competences and/or
qualifications for personal, social and/or professional reasons.

M
- mentoring - Guidance and support provided in a variety of ways to a young
person or novice (i.e. someone joining a new learning community or
organisation) by an experienced person who acts as a role model, guide, tutor,
coach or confidante.
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- method - Any interventions that are deliberately undertaken to assist the
process of learning at individual, team or organisational level. (Source:
http://www.cipd.co.uk/hr-resources/factsheets/learning-methods.aspx)
N
- non-formal learning - Learning which is embedded in planned activities not
explicitly designated as learning (in terms of learning objectives, learning time
or learning support). Non-formal learning is intentional from the learner’s point
of view.
O
- off-the job training - Vocational training undertaken away from the normal
work situation. it is usually only part of a whole training programme, in which
it is combined with on-the-job training.
- on-the job training - Vocational training given in the normal work situation.
it may constitute the whole training or be combined with off-the-job training;
- open learning - learning which gives the learner a degree of flexibility in
choice of topics, place, pace and/or method.
P
- permeability of education and training system - capacity of education and
training systems to enable
learners to:



access and move among different pathways (programmes, levels) and
systems;
validate learning outcomes acquired in another system or in nonformal/informal settings.

- programme of education or training - An inventory of activities, content
and/or methods implemented to achieve education or training objectives
(acquiring knowledge, skills and/or competences), organised in a logical
sequence over a specified period of time.
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Q
- qualification - The term qualification covers different aspects:
(a) formal qualification: the formal outcome (certificate, diploma or title) of
an assessment and validation process
which is obtained when a competent body determines that an individual has
achieved learning outcomes to given standards and/or possesses the necessary
competence to do a job in a specific area of work. A qualification confers
official recognition of the value of learning outcomes in the labour market and
in education and training. A qualification can be a legal entitlement to practice
a trade (OECD);
(b) job requirements: the knowledge, aptitudes and skills required to perform
the specific tasks attached to
a particular work position (ILO).

R
- recognition of learning outcomes
(a) Formal recognition: the process of granting official status to skills and
competences either through the:
– award of qualifications (certificates, diploma or titles); or
– grant of equivalence, credit units or waivers, validation of gained skills and/or
competences;
and/or
(b) Social recognition: the acknowledgement of the value of skills and/or
competences by economic and social
stakeholders.
S
- skill - The ability to perform tasks and solve problems.
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T
- trainer - Anyone who fulfills one or more activities linked to the (theoretical
or practical) training function, either in an institution for education or training,
or at the workplace.
- training course planning and design - A set of consistent methodological
activities employed in designing and planning training initiatives and schemes
against objectives set.
- training needs analysis - A systematic analysis of present and future skills
needs against the skills available to implement an efficient training strategy.
- training of trainers - Theoretical or practical training for teachers and trainers.
Comment: training of trainers:
(a) is for teaching/training personnel, either practising: (i) as professional
teachers or trainers (ii) as professionals in a given
fi eld who accompany trainees in their work environment (occasional teachers
or trainers);
(b) covers a wide range of skills: knowledge specific to the field
in question (general, technical or scientific); educational, psychological and
sociological skills; management skills; familiarity with the world of work; and
knowledge of training schemes and target audience;
(c) also covers training related to course design, organisation and
implementation as well as the content of training activities, i.e. imparting
knowledge, know-how and skills.
- tutoring - Any activity offering a learner guidance, counselling or supervision
by an experienced and competent professional. The tutor supports the learner
throughout the learning process (at school, in training centres or on the job).
W
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- work-based learning - acquisition of knowledge and skills through carrying out
– and reflecting on – tasks in a vocational context, either at the workplace (such
as alternance training) or in a VeT institution

Annex 3 – Training tools kit
See annex file.
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