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Foreword

e idea of the Cross Border seminars came into
existence in 2005 as an initiative of the Euroguid-
ance centres of three neighboring countries — Aus-

tria, Czech Republic and Slovakia. The main objectives
were not only joining EG centres and their cooperation
in a common activity but also organising meetings
and networking possibilities for practitioners and policy
makers from the field of guidance from the cooperat-
ing countries. To provide the participants of the seminar
with broader possible perspective on the chosen top-
ics, all centres were involved in the process of program
planning and preparations. This way the seminar could
get together national experts and offer presentations
of trends and topics actual in all countries. In the years
2005 - 2008 three Cross Border seminars were real-
ised within this cooperation with the following topics:
Psychological methods in career and vocational guidance
in 2005, Transition from secondary schools to the world of
work in 2006 and Guidance in institutions of higher edu-
cation in 2007. In 2009 three other countries — Germany,
Hungary and Slovenia - were involved in the prepa-
ration and organisation of the Cross Border seminar
with the title Career guidance without barriers. This
broadening of the cooperation proved to be meaning-
ful as more interesting workshops, speeches and dis-
cussions could take place.

Therefore, we continued this cooperation also
for the Cross Border seminar 2010 (Slovakia) when
another new country — Poland - joined this initiative.
The Cross Border seminar this way became an event
involving the majority of Central European countries.
The participants could profit from exchange of infor-
mation, experience and good practice that was based
on mutual understanding as the situation in the par-
ticipating countries is quite comparable due to com-
mon grounds in guidance and somewhat similar social
- historic development. The Cross Border seminar 2010
was dedicated to professional care for counsellors with
the subtitle Who cares for those who care. More informa-
tion about this seminar is available at http://web.saaic.
sk/nrcg_new/crossborder2010.html.

In 2011 Hungary organised the annual Cross Border
Seminar with the title Innovative tools and methods
in career guidance and counselling. The main topic
was the introduction of innovative tools, focusing
on the development of psychological and ICT tools.
The event provided an opportunity for the 65 partici-
pating professionals from seven countries for intensive
professional dialogues and international exchange
of experience. More information about this seminar is

available at: www.npk.hu/public/tanacsadoknak/kon-
ferencia 2011/.

In 2012 Euroguidance Slovenia organised Cross bor-
der seminar with the topic Career Management Skills
and 3 new countries joined Cross border seminar Initia-
tive - Croatia, Romania and Switzerland. More informa-
tion about this seminar is available at: http://english.
ess.gov.si/vicc_ncc/euroguidance slovenia/cross bor-
der_seminar.

In 2013 Poland organised Cross border seminar with
the topic Methods, Techniques and Tools to Diagnose
Competences. More information about this seminar is
available at: http://www.euroguidance.pl/cbs.

This publication of national surveys and workshop
articles is based on the responses of the national
surveys and articles from experts who leaded work-
shops relating to the Cross Border Seminar organised
in Warsaw, Poland. By collecting the responses received
from the Euroguidance centres of the participating
countries this document intends to provide readers
with an international overview regarding methods,
techniques and tools to diagnose competences in par-
ticipating countries.

It is important to note that the national surveys and ex-
perts'articles reflects only upon the views of the respec-
tive authors (Euroguidance centres and/or experts in-
volved in the work).
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National survey 1

General conditions in Austria

In recent years, awareness of guidance for competence
orientation has increased significantly in Austria due
to changing conditions in the job market. Connected
to this, questioning the visibility and measurability of
skills and methods has naturally become more im-
portant, and methods of diagnosing competence are
being discussed and applied.

Theguidancerealmisverydiverselystructuredin Austria,
and education and counseling are supported by dif-
ferent organizations. This is also reflected in terms
of aptitude assessment, because there are a variety
of methods applied to diagnose skills in Austria.
The growing networking and cooperation between ad-
visory bodies and institutions has recently led to the out-
come that concepts are more and more transferable
and to some extent further developed (in order to
meet the specific needs of target groups). At the same
time, workis taking place in some areas on the standard-
ization and wider dissemination of applicable formats.
Some Austrian educational and vocational guidance
institutions are very well connected to others within
the European region, so methods for diagnosing skills
are being developed jointly with partners in several
European countries.

Common definitions of skills

There is no uniform definition of competences
in the Austrian area of guidance, but there are two defi-
nition descriptions that are considered to be particu-
larly significant in discussions.

Weinert describes competencies as the cognitive abili-
ties and skills individuals possess or learn in order to
solve certain problems, and the associated motivation-
al, volitional and social readiness and ability to use these
solutions successfully and responsibly in various situa-
tions (see Zlrcher, Reinhard, 2010, pp. 4-3).

A definition from Erpenbeck (see Mosberger, Brigitte;
Kasper, Ruth, 2009, p 7) is also very much in use. It de-
scribes competence as a proneness to self-organized

1. Autor: Karin Hirschmuiller, EG Austria. Much thanks to:
Claudia Bernatz (Verein Projekt Integrationshaus, m.o.v.e. on
Jugendcoaching), Sabine Fritz (Pddagogische Hochschule
Steiermark), Andrea Haslinger (Berufsforderungsinstitut;
Bildungsberatung Osterreich), Wolfgang Kellner (Ring 6ster-
reichischer Bildungswerke), Ursula Kéniger (WUK; Bildungs-
beratung Osterreich), Ursula Wilhelm (Schulpsychologie),
Kathrin Wodraschke (Psychologische Studentenberatung).

action, in which four classes of expertise (key quali-
fications) can be classified, including: personal
competencies (ability for reflection and organized
self-development of one’s own skills), professional and-
methodicalcompetence(abilitytosolvefactual-objective
problems), social communication skills (ability
tocommunicate,cooperateandgroup-andrelationship-
oriented action), implementation-related skills (the abil-
ity to act in a self-organized fashion and to align
actions to targets).

Overview of methods for skill
diagnosis used in Austria

Educational sphere

Schools use instruments in career-orientation classes, as
well as school counseling and psychology services, to
support young people in competence diagnosis.

The “KL:IBO project: competence learning through
individualization and profession-orientation” is
formulated for students between the ages of 16-18.In
a two-year process, teachers act as coaches and com-
panions. Students explore their personal competen-
cies and plan their own development. An essential
part of KL:IBO is the creation of portfolios and dossiers
on school and extracurricular skills, interest profiles
and work results. As well as their own assessment, stu-
dents also receive external assessments from teach-
ers and peers. In addition, there are also discussions
between students and teachers (sometimes including
parental involvement) in which, among other things,
an evaluation of competence assessment can be made.
The KL:IBO concept is clearly structured (in terms of
both processes for school leaders as well as in relation
to the work of teachers with their pupils) and leads stu-
dents, through active participation, to gradually take
over more personal responsibility for their diagnosis.

The didactic concepts of KL:IBO also flow into other
formats that are offered within the school context,
such as the portfolio folder “my future” and formats
for the new middle school system. The portfolio folder
“my future”is available in schools in two provinces (Up-
per Austria and Tyrol) through chambers of commerce.
The portfolio folder provides clear and appropriate sug-
gestions for teenagers about how to discover and docu-
ment their strengths, abilities and interests. The portfo-
lio is designed to work in coordination with teachers.
The folder's appealing formulation and design also
make it a good building block for students’ personal
work. In addition to student self-assessment, a collec-
tion of appraisals from others is also obtained. Folder



work is presented on youtube at: http://www.youtube.
com/watch?v=NS YoWEZhSA

"

Elements of newly introduced “new middle schools
(10-14 years) are also built on the KLIBO strengths
and career portfolios. The portfolio may be a good basis
for regularly scheduled child-parent-teacher meetings
which focus on the skills and potential of a student.
The produced “differentiated performance report” is
additionally transmitted to final grades in new middle
school and verbally describes the skills of a student. With
this, teachers identify the learning progress of students
as well as their extra-curricular skills, such as teamwork,
conflict management or special engagement in cer-
tain areas. (Source: Fritz, Sabine (2013): Mein Starken-
portfolio — Aktuelle Entwicklungen und Chancen im
Osterreichischen Schulsystem am Beispiel der Neuen
Mittelschule. In: Ernst Gesslbauer/Ursula GrofBruck/Pe-
tra Siegele (Hrsg): Schule grenzenlos. Erfahrungen und
Herausforderungen im 21. Jahrhundert).

The realm of school psychological counseling (http://
www.schulpsychologie.at/) is also a relevant place
for school educational counseling. Counselors diag-
nose skills, personal gifts and abilities through perfor-
mance, interest and personality assessments. These sci-
entifically based and standardized tests are carried out
within the framework of individual counseling through
school psychology offices. In this vein, the project
“Study Checker” (www.studienchecker.at) is built on
the classification system developed by John Holland,
which identifies six types (manual/technical, investi-
gative/inquiring, artistic/creative, nurturing/fostering,
leader/seller, organizer/administrator). Implementation
by trained psychologists and embedding in the con-
sultation process are key elements here. Appropriate
proposals are made for students based on scientifi-
cally established diagnosis of competences uncovered
through psychological counseling for students (http://
www.studentenberatung.at/).

There are also some tests available on the Internet. They
are mainly recommended for use as the initial impe-
tus for further consideration and as an access points
for consultation (about: http://www.schulpsychologie.

(formative, biographical, dialogue, etc) and are very
time consuming. They are distinguished mainly by
their setting: Priority on individual counseling (coach-
ing, monitoring) or on group work (workshop format).
A way to link group work and individual counseling is
being offered through the first Austria-wide format
“competence+advice’, which was developed within
the framework of the network “educational counseling
Austria” by Ring Osterreichischer Bildungswerke to-
gether with the Austrian Institute for Research on Voca-
tional Training (6ibf), and which is offered by a network
of educational counseling institutions in different prov-
inces. The format consists of four phases: “information’,
“workshop” (one day or two half days), “personal work”
and finally “individual counseling” This results in a com-
petence protocol and an action plan or catalog of ac-
tions. “Competence+advice” offers a comparatively less
time consuming framework as competence assessment
is limited to the analysis of only one or two areas of com-
petences relevant to participants’ range of activities.

The above-mentioned formats of competence assess-
ment are based to varying degrees on the Swiss CH-Q
model and/or the German ProfilPASS. In all formats, par-
ticipants’ individual and biographical work has a high
priority. The focus is on participant self-assessment.
External assessments are introduced by other partici-
pants in a group setting or through feedback by closely
connected people, particularly through dialogue with
consultants. In all formats, consultant qualifications
are very highly valued. The diversity and openness of
method application in these formats places particularly
high demands on counselors to manage the participant
and situation-based methods used.

It is clear that different organizations also bring different
priorities to their formats due to their particular (target
group) specializations. For example, Migrare, a coun-
seling center run by and for immigrants, offers compe-
tence profiling specifically for people with immigrant
backgrounds, placing particular focus on skills that
have been acquired through migration and by living
in multiple cultures (http://www. migrare.at/cms1/in-
dex.php/angbote-kompetenzzentrum/kompetenzpro-

at/inforat/).

Adults and youth in the labor market

Austrian guidance institutions have in recent years
introduced and further developed improved for-
mats for competence diagnosis. They are offered un-
der names such as “skills audit’, “competence profile’,

“skill counseling’; “ability portfolio’, etc. All these for-
mats have a qualitative methodological orientation

fil).

In the area of migration, reference can also be made to
the European-developed project “Join in a Job” (http://
hafelekarat/CD JIJ/irl/index irl.html). The diagnosis of
competences is embedded in an extensive process that
begins with clearing and leads on-demand to the “Job
Box’, a tool for capturing resources and skills which de-
velop career prospects and promotion strategies.

11
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The informal learning and acquisition of skills gained
through volunteering or honorary posts is regarded
as especially noteworthy. The “competence portfolio
for volunteers” is aimed at people who want to make
their volunteer-acquired skills credible and usable,
possibly also within the context of the labor market
(http://www.ring.bildungswerke.at/). A reverse aim
has developed within the framework of the European
project “SLIC’, called “How do | find the right volunteer
work?” (www.slic-project.eu). It is aimed at older people
and seeks skills previously used in professional and pri-
vate life, which could find their way into future volunteer
engagement. The SLIC workshop consists of exploring
personal skills, learning about volunteer opportunities
and engagement and planning how to enter into a new
commitment (action plan).

The “volunteer pass’, a format by the Austrian Federal
Ministry of Labour, Social Affairs and Consumer Protec-
tion, shall be mentioned here as well. A unique feature
herewith: the skills are not identified through consulta-
tion processes, rather the superiors of volunteers are
encouraged to verbally describe the skills of voluntary
workers. This, of course, is not the same as a compre-
hensive competence diagnosis as performed in pre-
viously mentioned consultation processes. The easy
handling and assistance provided by the “volunteer
pass” (e.g. lists of potential skills and examples of for-
mulations) however can increase competence orienta-
tion and hus contribute to the perceived value of skills
gained in the realm of volunteering (http://www.freiwil-
ligenweb.at/index.php?id=CH0891).

Qualified competence counsellors have often stated
that informally acquired skills should be made visible
in a diagnosis, and receive formal recognition. One
Austrian province (Upper Austria) has started an initia-
tive that combines the diagnosis of competences with
concrete opportunities for educational qualification.
The initiative “You are capable” (www.dukannstwas.at)
offers a consultation process to identify the informally
acquired skills of participants. Subsequently appropri-
ate, supplementary courses can be selected which lead
to the completion of corresponding training in occupa-
tions such as carpentry, cooking, etc.

Some diagnostic formats are combined with greater
possibilities: the Center for Recognition of Compe-
tences (KOMPAZ) of the Linz community college offers
a“skills profile’, which is carried out through both group
and individual work. The result of the process is a per-
sonal skills profile plus a certificate confirming the ca-
pacity for autonomous competence management.

Optionally, the possibility for deeper examination can
be connected to group assessments for determining
social and communicative skills.

Many of the described diagnostic formats have as a pre-
condition an affinity for verbal expression by partici-
pants. This may be a weakness of formats when work-
ing with young people or educationally disadvantaged
persons. To increase the accessibility of counseling
formats, some counsellors use tools such as skill cards,
a set of cards with graphical representations of compe-
tences. (http://www.neuland.at/cms/files/pdfs/SkillCar-
dsNeuland.pdf).

Other common types of pictorial representation in-
clude career photo sets or memory cards.

There are also formats designed specifically for the edu-
cationally disadvantaged. The Austria-wide network
“learn forever” (http://www.learnforeverat/) oper-
ates within the framework of learning arrangements
for ducationally disadvantaged women, and includes
an analysis of potential. Participants become aware of
and name their skills and potentials. This requires a clari-
fication of the terms “competence’, “skills” and “activi-
ties” The participants develop strategies to further de-
velop their strengths and utilize their learning abilities.
Key elementsin the process are the analysis of personal-
ity traits, internal and external perceptions and ersonal
success stories, as well as the testing of skills. The “com-
petence check” constitutes a building block for poten-
tial analysis, which is used in the final third. Participants
complete some stations in a row, at which they under-
take specific tasks. After each station a short reflection
follows about the skills which were required to solve
the task. At the end, a group results analysis takes place;
identified competencies are checked/corrected and ol-
lected in a treasure chest. Methods for the analysis of
potential are available at www.learnforever-blog.at
(module content/potential analysis).

The“competence workshop”was developed by Tyrolian
Future Centre and is a format for young people. While
assessing their competences the young people also
develop concrete project ideas based on their own in-
terests. While implementing the projects, youths learn
their own strengths and skills and apply them in rela-
tion to their desired career fields. A total reflection of
the paths taken through the competence workshop
completes the process (http://www.zukunftszentrum.
at/projekte/bildung-wissen/kompetenzwerkstatt.
html). Standardized guidance test sets are distributed
to youths, the results of which serve as a starting point
for further guidance.




Finally, it should be noted that the area of competence
diagnosis has in recent years clearly gained importance
in Austria. Numerous institutions and experts deal
with appropriate formats for different target groups
and counseling challenges.
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Michaela Freimiller

Competence Check - a tool for working
with educationally disadvantaged women

y name ist Michaela Freimdiller. | am working
Mfor the women foundation Steyr in Austria as
a trainer und project manager.

The women foundation is a non profit association
linked to the labour office, to provide orientation, coun-
selling and training for women. It provides an advice
center for personal and professional orientation
and a training center for different types of vocational
training. Furthermore the center conceives and real-
izes women-specific projects within EU-programmes
and work on topics like lifelong learning, integration
and gender mainstreaming.

Today I'd like to present the competence check -
a tool to detect and recheck individual competences of
our participants.

First some informations about the project learn forev-
er” and the base model where the competence check
is embedded:

Learn forever is a group of experts consisting of training
providers, consultants and gender experts. We have
been operating throughout Austria since 2005.

We work with educationally disadvantaged women as
well as with adult education training providers. We con-
sider as educationally disadvantaged women:

o employed and unemployed women without voca-
tional training experiences during the last two years

o women with a low educational level (apprenticeship
training, secondary school, compulsory school)

o employed and unemployed women without any or
with only minor computer skills

Our intentions are:

o to increase participation rates of women in adequate
learning opportunities,

oto improve individual ICT — skills,

oto initiate selfdirected learning processes and

o to show needs of educationally disadvantaged wom-
en within learning processes.

Beyond you can find the base model
of our learning arrangement.

base model - learning arrangement ,,designed learning” learn

Tomever
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The competence check is a tool we use for rechecking
the results in the treasure box, but it can also be used to
recover skills and strengths.

After the first two weeks we start with the ICT training
by using various methods our participants tasted dur-
ing disposition. From this day forward women stay at
the education institute for only 10 hours a week. Ten
additional hours they are learning at home. To support
the learning process at home every woman gets a note-
book on loan.

It takes about four to five weeks to get ready for the PC-
start-exam. In this period, women change the learning
rooms together. But later on, they take more responsi-
bility for their own learning processes and adapt them
to their own learning needs.

After the PC-Start-test every woman defines a personal
learning goal and tries to reach this on her own (selfdi-
rected). Still they spend ten hours at the education insti-
tute and ten hours at home but they decide what, how,
where, when and with whom they would learn.

This was a short overview of our base model. Our expe-
riences are absolutly excellent. Until now we didnt have
a single dropout. For the workshop in Warsaw | pre-
pared four learning stations representing four different
competences. The participants had 15 minutes to solve
the tasks at their learning station and thereafter another

Station 1 Retentivity MEMORY

Station 2 Manual Skill

five minutes to reflect their experiences and write them
down before changing to the next learning station.

In the stations four participants worked simultaneously
but everyone solved the tasks on her/his own.

Learning at stations

o Learning by heart & memory o Retentivity

o Folding the Origami Cube o Manual Skills
o Operating with digits/Sudoku,
Divisionspyramide o Arithmetic Logic

o Puzzle Toy/“Verflixt” o Spatial Imagination
After the competence check our workshop time was
already over. However there were many questions
and nice feedback concerning our model and the tool.
Especially the fact, that this tool can be used for students
as well as for educationally disadvantaged persons only
by adapting the minutes for solving the tasks was very
impressive for the participants. One woman even asked
if our model is transferable — and of course we have al-
ready transferred it to several institutes in Austria. May-
be we will soon transfer it to other countries as well?

www.learnforever.at
michaela.freimueller@frauenstiftung.at

OPERATING WITH DIGITS

Station 3 Arithmetic Logic

PUZZLETOY

15
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Arithmetic Logic ,Operating with digits”

o Job definition:

SUDOKU:

Fill the grid so that every column,
every row and every 3x3 box con-
tains the digits 1 to 9. Within each
column, row or box, a digit CANNOT
be repeated.

o Job definition:

SPECTRA PYRAMIDS:
You can play together or alone!

Together:

The equilateral triangles are dealt
out to the players. These find the an-
swers as quickly as possible and fit
them in the right place.

Alone:
Find the answers as quickly as pos-
sible und fit them in the right place.

Check:

If everything is right you get a big
triangle, which the author has called
a pyramid.

Compare also the colours to find
the right place.

Solution Sudoku

3
2
7 2
5 8
4
7
8
7

WO |N|N|o|Rr|h,~lUOW|O
RPlO|IN|WUO[(N|O|O |+~
k(|| |(O|IN|INW
AN~ INUNN|lW|O|®
V(N[ WIN|([O|(O|N|H|HN
QOIN|RAR|O|IR,RIWIO|IN WU
N/ o|jojn|O|~h|HLHIWIN

HlWlOO|lo|N[MNUO[A~[O

NP WIO|O|W |

Solution Spectra
Pyramids




Manual skill

o Job definition:
Fold the Origami Cube!

What is the Origami Cube?

The origami cube is a cube you can
fold from a square sheet of paper.
Use the instruction manual below!

1. Fold a square sheet of paper at
the diagonals and unfold it.
Put the paper at both arrows
together.
Lay the triangles at the top and at
the bottom on top of each other.

el i\

2.Theresult is a flier triangle, which
is known from the swallow or the
pigeon.

AN

3. Fold upward on the red line on
the right and on the left.

4. Then it must look like this.

5. Fold on the red lines.

6. Then it must look like this.

%

7. Fold the two little triangles on
the red lines downward.

8. Put the last made triangles in the
two pockets on the right and on the
left. This is a little bit fiddly.

9. Then it must look like this.

10. Turn the whole triangle and re-
peat the steps 3,4,5,6,7,8,9.

0 C

11.Then it must look like this.

/
y
7
\

12. Fold and unfold on the red lines.

13. Take the folded cube in hand
and blow into the hole at the top.
Unfold the cube by this.

'T-\._\-\_\_‘-\-\_
—

14.The cube is ready.

Indication of source:
http://www.mathematische-baste-
leien.de/oriwuerfel.htm
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Retentivity

o Job definition:

Learn the text below by heart:

% / Two-legs sat on three-legs, eating one-leg.

In came four-legs and snatched one-leg from two-legs.

Two-legs grabbed three-legs and hit four-legs.

Did it work? Yes? — Congratulation, you already use both of your brain hemispheres.
If not, don‘t worry, you will be successful in at most 2 minutes: try to imagine the story like this:

Two-legs

eating one-leg.

and snatched

. ' grabbed i

Y
i

set on three-legs ] (=stool)

In came four-legs (=doq)

%

and hit

o Job definition:

»Memory” » Try to find as many couples as possible.
You can play together with your partners.

Make a note of your result and prepare the memory-
cards for the following group.

How many couples did
you find:




Spatial Sense

o Job definition:

Try to build the following figures!

Suggested solutions

o Job definition:

Try to find the right place for every

piece!
One of many possibilities:

19
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The Law on the Croatian Qualifications Framework
(CROQF) defines competences as knowledge and skills
and associated autonomy and responsibility. This
definition implies optimal, understandable and mea-
surable structure.

Knowledge is in the CROQF defined as set of acquired
and connected information and skills as set of appli-
ance of knowledge and known methods of working
in completing working tasks and solving problems.
Knowledge can be factual and theoretical, and skills can
be cognitive (logical and creative thinking), practical
(physical ability, usage of methods, instruments, tools
and materials) and social (creating and developing in-
terpersonal relations). Autonomy and responsibility sig-
nifies achieved usage of specific knowledge and skills,
in line with given standards.

Different career guidance professionals might use simi-
lar definitions in their daily practice but definition given
in the CROQF is basis for setting learning outcomes
and qualifications on national level.

Development of framework for organizing different
professional competences is in process. Current pro-
posal created by the Croatian Employment Service
(CES) contains nine sets of key professional competenc-
es. Each of set contains from 2 up to 16 competences.
The sets of competences are: communication in the
mother tongue, communication in foreign language,
competences in science, technological competence,
digital competence, competence in interpersonal re-
lationships, managerial, organizational and entrepre-
neurship competence, cultural expression and learning
tolearn.

This classification is based on key competences for life-
long learning suggested by the European Qualifica-
tions Framework for lifelong learning (EQF) which are
accepted by the CROQF. Key competences for life-
long learning are defined as competences which are
imperative for inclusion of every individual in life of
local community.

Tools for diagnosis competences are free to use to pro-
fessionals in vocational and career guidance who main-
ly come from social and humanities studies.

There are regulations for use of psychological measur-
ing instruments. According to Psychological Activity

Law tools which are classified by the Croatian Psych-
ological Chamber as psychological measuring in-
struments can be used only by psychologists who
gained basic permission for practicing psychological
activity. Psychological measuring instruments are
used in accordance with standards of psycho-
logical testing that are regulated by the Croatian
Psychological Chamber.

There are several categories of psychological instru-
ments according to categories of persons who are en-
titled to use them: Category 0 (psychologists and other
experts for the purpose of scientific research or profes-
sional observing), Category A (psychologists and other
experts (social workers, psychiatrists, speech therapists,
pedagogues etc.), Category B (psychologists with no
additional education), Category C (psychologists with
additional education).

The diagnosis of competences is mostly made by coun-
sellors for vocational and career guidance and career
development or human resources specialists in educa-
tional system, in CES, in human resource departments
of companies or in NGO-s. On the national level diag-
nosis of competences is conducted by institutions that
are entitled to work on creation of the CROQF.: Minis-
try of Labour and Pension System, Ministry of Science,
Education and Sports, Agency for Vocational Education
and Training and Adult Education and CES.
Professionals that make diagnosis of competences have
university diploma mainly from humanities and social
sciences: psychologists, sociologists, pedagogues,
economists but also professionals in specific working
fields. All counsellors in CES have one year program
of internship guided by mentor. After one year of in-
ternship psychologists have to take professional exam
in the Croatian Psychological Chamber in order to get
basic permission to perform psychologic>! actiity.



There are different tools based on self-assessment, ob-
servation by professionals, group work or structured
interview. These are different tests of cognitive abilities,
questionnaires and scales for assessment of behaviors
and performance, knowledge tests, questionnaires
for assessing professional interests, characteristics or
attitudes and also assessment centers. Structured in-
terview is powerful tool to diagnose various skills that
come from working experience or education of clients
or if conducted with employer give insight in compe-
tences of employees.

There is computer program “Moj izbor” (“My Choice)
in use which contains professional interest question-
naire and self-assessment questionnaire of different
competences. The CES has also designed a workshop
that has the specific goal to help unemployed people
detect their own competences. The workshop is called
“Methods of self-assessment” and is intended for all
who need help in defining their work potential, knowl-
edge, skills, characteristics, values, in creating their
professional goals. There also some workshops based
on self-assessment of competences in the database of
Naviguide project which is a database of career guid-
ance methods developed in Leonardo da Vinci project.

Computer program “Moj izbor” is dedicated to pupils,
students and adults who can use it independently or
with the help of vocational guidance counselor. The pro-
gram hasinteractive questionnaire of self-assessment of
competences (skills) that individuals have developed at
home, during the education or trough working experi-
ence. The result of self-assessment is then connected to
the proposed occupations. The program also contains
self-assessment of professional interests.

Structured professional interview is broadly used to
diagnose competences of adults especially those that
are developed trough previous or current working ex-
perience. With the set of previously prepared questions
or assessment scales knowledge and skills can be diag-
nosed. Structured interview is also used with employers
to detect competences of employees.

One of the most common psychological instruments
used is Sixteen Personality Factor Questionnaire (16PF).
It is used for assessing personality traits in profession-
al selection of candidates and vocational guidance
and counseling of adults. It contains 5 general factors of

personality traits (extraversion, anxiety, self-control, in-
dependence and non-sentimentalism) and 16 primary
factors of personality traits (emotional warmth, reason-
ing, emotional stability, domination, vividness, con-
sciousness about the rules, social courage, sensibility,
precaution, privacy, self-esteem, openness to change,
self-sufficiency, perfectionism and tension).

The advantage of computer program “Moj izbor” is
that it can be a self-service instrument that is installed
in the CES, schools and other institutions. But if it is
needed it can be used also with a help and guidance of
a counselor. On the other hand it requires IT equipment
and the number of users at the same time is limited by
the number of computers available.

Structured interviews are widely used because they
ensure contact with the client in which trained inter-
viewers can facilitate the answers and in this way get
more precise answers. Structured interview also implies
more open questions which lead to answers or data
that wasn't predicted by the instruments and give more
detailed insight in competences.

Different questionnaires are useful because they
give quick insight in competences and they are eco-
nomic since they can be used by more users at the same
time. General disadvantage of instruments based on
self-assessment is that they are based on self-percep-
tion of a client and so depends on their self-awareness
and honesty.

“Moj izbor” (My Choice) is computer program intended
for clients from 13 years old onwards to all adults who
are thinking about change in their career. Program has
interactive questionnaire for self-assessment of profes-
sional interests and interactive questionnaire of self-as-
sessment of competences that is skills that a client has
developed at home, during the education or through
working experience. The answers of a client are then
connected to 350 occupations and computer generates
those that are most suitable for a client. Using of pro-
gramis free for all the clients. The programis in use in ev-
ery regional office of the CES, in elementary and high
schools, youth centers, adult education institutions
and the number of users is increasing. Every year evalu-
ation of“My choice”is conducted. Satisfaction of users of
“Moj izbor”is high: 95% of pupils says that they would
recommend the program to their friends and 94%
of adults says the same.

23
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Another instrument is in process of development. It
is on-line questionnaire for self-assessment of differ-
ent personality traits relevant for the career guidance.
It will be a part of web portal of Centers for Informing
and Counseling about the Career.

There are also personality questionnaires, knowledge
test and ability test available in both paper version
and electronic/internet version. For example: Big Five
Questionnaire, Sixteen Personality Factor Questionnaire
(16PF), NEO Questionnaire (NEO PI-R), Differential Apti-
tude Test for Guidance (TAB), test of general awareness.
Instruments are accessible through internet by system
of credits that allows the user to buy the electronic ver-
sion or by program that is installed to the user's com-
puter. There is also on option of network testing.

Use of the program “My Choice” is protected by the li-
cense. The program is created through the adjust-
ment of “Adult Direction” program which is owned by
CASCAID Ltd. Organization from the Univesity Lough-
borough in Great Britain. The institutions that want
to use it have to get the right for the license for one
year and have to complete one day education about
the program in the Croatian Employment Service.
Other instruments that are available in electronic ver-
sion are accessible to the users by buying the credits.
One credit is equivalent to applying the test or ques-
tionnaire to one client and for getting the report about
the results. The accredited publisher of psychological
measuring instruments is entitled for dissemination of
electronic versions of the instruments.

The development of system of diagnosis adult com-
petences on national level is in process. Two minis-
tries, the Ministry of Science, Education and Sports
and the Ministry of Labour and Pension System to-
gether with the CES are working on the survey design
and questionnaire for employers that will be applied
on national level. This survey will be basis for creating
the system for evaluation of non-formal and informal
learning. This system is one of the specific goals of
the CROQF and will be regulated by the Regulations of
Recognition and Evaluation of non-formal and informal
learning. For now the validation of non-formal learning
exists in the Croatian Chamber of Trades and Crafts on
the level of vocational training.

New model of e-counseling is about to be created
in Croatia. This model will be accessible online to every-
one and will contain information relevant for vocational
guidance and career development. It will also have pos-
sibilities for self-assessment of competences, profes-
sional interest and personality dimensions relevant to
professional development. It will be possible for clients
to communicate with counselor through e-mail, chat,
phone or text messages.

Various institutions and organizations are engaged
in research of competences depending on the pur-
pose and level of research. On national level the Min-
istry of Science, Education and Sports, the Ministry of
Labour and Pension System together with the CES
and the Agency for Vocational Education and Train-
ing and Adult Education are conducting the research
about the competences needed in different sectors as
a basis for tandards of qualifications in the CROQF.
The CES also develops instruments like “Moj izbor
and plans to develop another on line tool for self-as-
sessment of competences.

There are several other institutions that conduct re-
search on competences and develop new tools like
“Naklada Slap”which is profiled publisher of psycholog-
ical measuring instrument by local authors and various
adaptations of foreign test and Center for Psychodigno-
stic instruments that is part of the Department of Psy-
chology in Faculty of Philosophy, University of Zagreb.
Departments of psychology on other universities
in country also conduct research in measuring instru-
ments. Human resource departments in companies as
well develop their own specific tools for assessing com-
petences of their employees.

"

Research is mainly about constructing new diagnosis
tools, checking their metric characteristics or evalua-
tion of the instruments by user themselves. Ministries
often conduct research connected to the CROQF, CES
both connected to CROQF and vocational guidance
and organization like “Naklada Slap” conduct research
mostly about specific area of metric characteristic of
different diagnostic instruments.



How is the efficiency of tools measured?

Continuous evaluation of tools like “Moj izbor” or
workshops aimed at self-assessment is conducted
in CES. Evaluation of “Moj izbor” is conducted every
year with pupils, students and adults. Organizations
that publish measuring instruments do also the valida-
tion of them before the publishing and when new vali-
dation is needed.

Who/what organizations or institutions provide train-
ings for counsellors on diagnosis of competences?

The CES provides training which is obligatory for the ew
users of computer program “Moj izbor” The CES also
provides training for vocational guidance counselor
employed in the CES and sometimes for those that are
employed in educational system. Publishers of psycho-
logical measuring instruments provide education about
the specific instruments and seldom about the process
of creating the diagnosis tools. There are also various
internal educations conducted by organizations that
provide some segments of career guidance or human
resource development.

@sUanZ9 siaXubsiuSminvio
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Rajka Markovi¢ 1

ifferent authors and different organizations use

different definitions for competencies. The most

common definition used in Croatia defines
competencies as a successful appliance of ability, knowl-
edge and skills while performing. Many organizations
use both a set of “core dimensions/competencies” (that
apply across a band of jobs or perhaps the entire orga-
nization) and “specific dimensions/competencies” (that
apply to a specific job). Using both results in a complete
description of a specific job's requirements. Competen-
cies should be behaviour-based and coachable.
Both individuals and organizations have benefits from
competency models. Competencies help organization
to identify the essential knowledge, skills and attributes
needed for exceptional performance. Organizations
use competencies for hiring, for development planning
to enhance the 360 feedback and to foster and adopt
the change. Individuals get a straight forward feedback
what kind of behaviour is desirable, they use competen-
cies as a tool which enables development and helps to
choose development actions. Competencies help indi-
viduals as guidelines for successful career planning.
A specific group of competencies are leadership com-
petencies. The leadership competency model is a way
to communicate to individuals what kind of behaviours
are expected and appreciated within the leadership role
in the organization. The leadership competency model
is composed of different competencies described by
specific behaviours.

For this workshop we analysed different leadership
competency models in Croatia. Twelve Croatian com-
panies shared their leadership competency models
for the study. Companies varied in size and type of busi-
ness (from 500 to 4.000 employees).

What became immediately apparent was that leader-
ship competency models are different in different com-
panies and that different models use different language
for similar concepts (‘taking charge’ and ‘managerial
courage’). The level of details differs as well (short list
with no definitions to hierarchically arranged lengthy
lists). The language used is unique language to empha-
size certain aspects (2/3 of behaviours) and standard
language (1/3 of behaviours).

We used George Klemp (2009) study of leadership
competencies and classified competency behaviours

1. Prava formula, Croatia

in two different types of competencies: practices
and attributes.

Practice was defined as what leader does on the job to
achieve some results (make decisions, manage people)
and attributes as knowledge, skills and other char-
acteristics that enable people to do some leadership
tasks (proactive, high energy).The competency models
we studied are all a mixture of attributes and practices.

TOP 5 LEADERSHIP
PRACTICES ARE:

TOP 5 LEADERSHIP
ATTRIBUTES ARE:

Set Direction Strategic thinking

Develop People Integrity
Focus on the Customer Self-confidence
Influence Drive
the Organization Interpersonal
Manage Performance wisdom

When we classified behaviours we found out that
they can be grouped into nine buckets as Klemp
suggested. We calculated the percentage of behav-
iours for each group.

Strong sense of self, self confident and decisive,
allows them to admit when they are wrong
(7% of behaviors)

Giving direction, focusing on results, manage,
control and holds others accountable
(9% of behaviors)

meta competency is about influencing others,
build effective coalitions and terms
(11% of behaviors)

@ Influencing others as a counterpart of telling this

Making things happen, highly proactive, take
risks and shake things up (9% of behaviors)

Building relationship on trust and respect at many
levels (customers, clients, community, political...)
(10% of behaviors)
Effective leaders need high general intelligence
to handle complexities, strategic thinking,
make judgments in ambiguous situation (all
model in this research have 15% of behaviors
to emphasize this)



Able to anticipate the reaction of others, reading
people ad their unspoken feelings
(14% of behaviors)
Knowledge and wisdom to understand the limits
of factual knowledge in making sound decisions
(16% of behaviors)

(et Personal development, eager to take on new situ-
&Y ations and learn by doing (9% of behaviors)

Results can be used in practise to help professionals
in selection of leaders. We have to select for attributes
and manage and develop our leaders within the orga-
nization for practices. Some groups are most difficult to
develop such as IQ, EQ and Ego. Through development
centres we can assess and develop leaders for compe-
tencies grouped as Tell, Sell, Initiate and Relate. We can
use all of meta-competencies to identify people ready
to move to a higher position.

In the practical part of the workshop participants
used self-assessment questionnaire and prepare their
own development plan for competencies called ‘Moti-
vating others:.

Participants used same assessment questionnaire
and assess their boss's competence‘Motivating others!
Based on the same behaviours from that competen-
cies participants prepared in small groups set of selec-
tion questions for structure inter interview to assess
Motivating others through the selection interview. They
prepared questions for targeted behavioural interviews
for competencies Motivating others (using STAR (Situ-
ation, Task, Action and Result) model for complete
behavioural description).

I BOUNCE BACK QUICKLY FOLLOWING FAILURES
OR DISAPPOINTMENT

ITAKE REGULAR ACTION TO DEVELOP HIGH
MORALE

IENCOURAGE OTHERS TO AIM HIGH

I DEMONSTRATE A‘CAN-DO’ ATTITUDE

I SET REALISTICTARGETS

IINVOLVE OTHERS IN DECISIONS WHICH
AFFECT THEM

| CREATE AN ENVIRONMENT WHICH ENCOUR-
AGES OTHERS TO GIVETHEIR BEST

I PRAISE THE ACHIEVEMENTS OF OTHERS

I SHOW APPRECIATION WHEN OTHERS PUT IN
EXTRA TIME AND EFFORT TO ACHIEVE RESULTS

| PERSEVERE WITH DIFFICULT SITUATIONS TO
ACHIEVE POSITIVE RESULTS

I INVOLVE OTHERS IN PROBLEM-SOLVING
I DISPLAY PROGRESS TOWARDS ACHIEVING
TEAM GOALS

1 GIVE SIGNIFICANT SUPPORT TO MY TEAM
MEMBERS TO HELP THEM ACHIEVE THEIR GOALS

I CHALLENGE MEDIOCRE PERFORMANCE

| KEEP MY TEAM MEMBERS INFORMED ABOUT
COMPANY PERFORMANCE AND KEY BUSINESS
ISSUES

IINVEST TIME IN IDENTIFYING WHAT MOTI-
VATES DIFFERENT MEMBERS OF MY TEAM

I ENCOURAGE OTHERS TO MAINTAIN
A POSITIVE MINDSET

ITREAT TEAM MEMBERS WITH DIFFERENT
PREFERENCES DIFFERENTLY
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Meta analysis of leadership competency models in Croatia

Most wanted in Croatia

Meta analysisof leadership competency models

in Croatia

m__ s N e
What is competency?

* Different authors - different definitions

* [Mifferent organizations - different definitions

+ Mostcommon in Croatia: Competency is suceessful
appliance of ohility/skills/knowledge while performing

* Competency should be behavior-based and coachable

¢ Leadership competency model is a way to
communicate to individuals what kind of behaviors
ame expected and appreciated

* Leadership competency model is composed of
different competencies deseribed by specific behaviors

5.
“How to build competency model?
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Content

* What is competency?

* Why organizations and individuals need competency
models?

* How to build the leadership competency model?

* Analysesof different leadership competency models in
Croatia

* Applicationand future use

Why organizations and individuals
need competency models?

Benelis lor organization Benelits for individoals

* Can help to ddentify the gssential — * Siralght forwanl feedback wia
knowledge, skills and anribares Kind of beduvior is desirable
needed for exceptional = Tool which énable
perforimance develapment and help o

* Usiing ihe model for hirng chisme development actions

* Using the model for development = Guidelires for successful carer
planning planning

= Enhancing the goo feedback

= Adopting the chang:

6.
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Analyses of different I'eaﬂer‘s'hip’/d

competency models in Croatia

= 12 Croatian companies shared their leadesship competency
misdels for this study

= Companies varied in size and type of business (from 500 to

oo em oy

= Inpmediately apparent: leadership competency models are

different

¢ Different models use different language for similar
concepts (taking charge’ and "'managerial courage')
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Analyses of different I'eaﬂeré'ihip’/
competency models in Croatia

* Based on George Klemp (2o009) study of leadership
competencies there are two different types of
compelencies: practices and attributes

* Practice - what leader do on the job to achieve some
resulis Crnalke decisions, mamage people)

* Artributes - know ledge, skills and other
characteristics that enable people to carry some
leadership tasks (proactive, high eacrgy)

* Competency models we studied are all mixture of
antributes and practices

* Level of details different as well (short lise with no
delinitions to hierarchically arranged bengehy lises)

* Language used is unigque language to emphasize certain
as mhﬁ{;:d'ln-l'..wiumi anel stanckard language (i3 of

behaviors)
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Analyses of different I'eaﬂer‘s'hip’/d

competency models in Croatia

Top 5 leadership practices  Top 5 leadership attributes

& Set Darection . F'rrntq-glr thinkmg

= Develop People * Integrity

= Foeuson the Customer * Seli~confidenae

* |nfueics the Onganleation * Drive

= Manage Performance * Interpersonal wisdom
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competency models in Croatia
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Analyee ditferent behaviors
(practices and ateributes)
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competency models in Croatia
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" Application and future use

= Select for attributes, manage to practices
= 10, EQ, Grow and Ego are most difficult to develop

* Asses through development centers how well leader
performusing Tell, Sell, Tnitiate and Relate

* Use all of meta-competencies ta identily people eady
to move

B8

‘your own leadership Mﬂlgs & do

your own development plan

* Self-assessment questionnaine
* Compare to Croatia most wanted leaders

* Choose developmentactions and prepane your
development plan
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The Ministry of Education, Youth, and Sports within
the Framework Educational Programme provides
a general description of competencies: “Key competen-
cies represent the system of knowledge, skills, abilities, at-
titudes and values that are important to the individual’s
personal development and to the individual’s role in so-
ciety. The selection and concept of key competencies
are based on values that are generally accepted by society
and on generally shared ideas as to which competencies
of the individual contribute to his or her education, welfare
and success in life and to a strengthening of the functions
of civil society:”

The National System of Occupation run within
the project of the Ministry of Labour and Social Af-
fairs and co-funded by European Structure Funds uses
the following description of the competencies:

Competencies mean the system of knowledge, skills,
abilities and attitudes which enables one’s employabil-
ity and individual personal development. They describe
conditions for the achievement in a specific complex of
activities. According to this definition, the competen-
cies have following characteristics:

must be observed;

must be measured / evaluated;

must be trained / accessible to change
and development.

Veteska and Tureckiova (2008) describe several charac-
teristics of competencies:

contextualized — competency is set in a specific envi-
ronment or situation;

multidimensional — competency is composed from
different sources (information, knowledge, skills, ideas,
attitudes, other particular competencies). Competency
includes behaviour and in behaviour is also demon-
strated;

defined with a standard - the estimated level of
managing competency is described as well as set of its
measures;

has a potential for taking an action and development
- competency is gained and developed during an edu-
cation and learning process.

According to different contexts, there are several frame-
works for defining competences.

The following competencies are regarded as key
competencies at the basic education stage: learning

competencies; problem-solving competencies; communication
competencies; social and personal competencies; civil competen-
cies; working competencies.

The National System of Occupation describes soft com-
petencies as a set of requirements for an effective working
performance independent on specific specialization but con-
nected with the general personal abilities. The following com-
petencies involve: effective communication, cooperation, cre-
ativity, flexibility, customers’ orientation, efficiency, independence,
problem solving, planning and organizing, lifelong learning,
proactive approach, stress resiliency (coping strategies), explor-
ing and orientation in information, leadership, and influencing
others. There is also a description of 6 development levels of
each competency including its indicators in a sense of a be-
haviour measures.

Generally, in HR terminology, competencies are more con-
nected with a personal performance in a labour market.
It should be mentioned that the existing definitions are not
considered as a status quo but they are still undergoing con-
tinuous development.

Furthermore, there are different projects related to the com-
petencies funded by the European Social Fund in the Czech
Republic, e.g. Competencies for the Labour Market, Competen-
cies for Life, Keys for Life, etc.

The project Keys for life - Developing Key Competences
in Leisure-Time and Non-formal Education (2009-2013) has
been run by The National Institute of Children and Youth (NICY).
The goal of the project is to create a system that would support
sustainable development of leisure-time and non-formal edu-
cation in order to increase quality, and to extend the range of
the leisure-time and non-formal education offer in the Czech
Republic.

Description of competencies in the project coming from
the definition of The National System of Occupation:

Soft

k] General vocational (transferable, | General
v
< = transversal)
g c
g1 e Skills
€ V] . .
S| Specific vocational

Knowledge

Source: Kompetence v neformdlnim vzdeéldvdni, p. 10. (2012)

The project Competencies for the Labour Market (2005-
2008) has served for a development and verification of
methods and tools for evaluation and further develop-
ment of specific competencies. Moreover, the general




system for the evaluation of the process of develop-
ment the competencies has been designed, includ-
ing feedback from employers, educators, employees
and other actors involved in the labour market.

Competencies are understood as transferable skills of
employees required by their employers. The following
have been included in the project: competency for effec-
tive communication, competency for cooperation, com-
petency for entrepreneurship, competency for flexibility,
competency for customer orientation, competency for ef-
ficiency, competency for independence and decisiveness,
competency for solving problems, competency for orga-
nizing and planning, competency for lifelong learning,
competency for proactive approach, competency for stress
resiliency, competency for exploring and orientation in in-
formation, and competency for communication in foreign
languages.

The follow-up project Competencies for Life has been
aimed on the development of six key competencies
among the pupils and students, and provided spe-
cific methods and tools on how to do it. There is only
a small difference between competencies described
in the Framework Educational Programme and Com-
petencies for Life:

Competencies
in Framework

Competencies for Life

Educational

Programme
learning competency for lifelong
competencies learning
problem-solving competency for solving
competencies problems

communication com-
petencies

competency for effective
communication and competen-
cy for exploring and orientation
in information

social and personal .

. competency for cooperation
competencies
working competency for
competencies entrepreneurship

civil competencies

competency for exploring and
orientation in information, prob-
lem solving, cooperation and
effective communication

Source: Competencies for Life

Wider approach to the competencies provides the
European reference framework:
communication in the mother tongue;
communication in foreign languages;

mathematical competence and basic competences
in science and technology;

digital competence;

learning to learn;

social and civic competences;

sense of initiative and entrepreneurship;

cultural awareness and expression.
Within this context a competency is understood as
a “combination of knowledge, skills and attitudes appro-
priate to the context. Key competences are those which all
individuals need for personal fulfilment and development,
active citizenship, social inclusion and employment”*.
On the other hand, there also exist narrower approach-
es to this term describing a competency as a set of
knowledge, skills, abilities and attitudes which enable
one’s employability.

A few years ago, a discussion related to Career Man-
agement Skills was opened in the Czech Republic. As
a source for this discussion the ELGPN Toolkit and frame-
works from other countries (Blueprint Canada, Blueprint
Australia, etc.) have been used.

The usage of standardized psycho-diagnostic methods
and tools is limited only for people with specific training
and education provided by the test publishers or autho-
rized specialists.®

1. The Czech language does not diferentiate terms competen-
cy and competence as well as different plural forms of this
noun competencies vs. competences. There is only one term
kompetence used in a Czech terminology that is used as an
umbrella term for both competence and competency.

2. The Ministry of Education, Youth, and Sports (2007): Frame-
work Educational Programme for Basic Education, pp 12.
Available from: http://www.msmt.cz/areas-of-work/basic-
education [15.4.2013].

3. Veteska J, Tureckiova M. (2008): Vzdélavani a rozvoj podle
kompetenci. Kompetence v andragogice, pedagogice
a fizeni. Univerzita Jana Amose Komenského, Praha, p.25.
Available from: http://www.google.cz/url?q=http://sociolo-
giel.wz.cz/download/Rizeni%2520lidskych%2520zdroju/
kompetence%2520-%2520skripta.doc&sa=U&ei=01tuU-
ZmalLIWXtQah54DoDQ&ved=0CBgQFjAA&usg=AFQjCNEUy
EgL-IP5rvznx8GTNWkKVrBEH2A [15. 4. 2013].

4. European Communities (2007): Key Competences for Life-
long Learning — A European Framework, p. 3. Available from:
http://ec.europa.eu/dgs/education_culture/publ/pdf/Il-
learning/keycomp_en.pdf [15. 4. 2013].

5. Source: Czech Association of Work and Organizational Psy-
chologists.
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The diagnosis of competencies is made by employees
of The Czech Labour Office, Recruitment Agencies,
employers, psychologists, as well as, people involved
in specific projects related to competencies, adult
educators, etc.

There is no regulation for particular professions to be
entitled for a diagnosis of competencies. However, as
mentioned above, specific diagnostic tools and meth-
ods can be used only by trained professionals.

COMDI (COMputer Diagnostics) is a tool composed
of different diagnostic methods, particularly focused on
vocational life. COMDI has been developed and tested
between 1998 and 2001.Nowadays, it is used for career
counseling for various target groups: pupils, students,
unemployed, as well as, in HR processes. COMDI is avail-
able online and can be flexibly used by the clients ac-
cording their needs.

Bilan de Competences has been used in the Czech
Republic since 2001, mostly at the labour offices as
a part of counseling process for unemployed people.
In 2013, the association of providers of bilan de compe-
tence has been started to establish.

Technique Colors of Life — Color-word associations
is combined projective technique helping the clients to
explore their competencies, as well as, patterns of indi-
vidual and common thinking, understanding the self-
realization behaviour, own emotions, etc. Nowadays,
there is a controversy among the group of methodolo-
gists and providers of the method whether Colors of Life
can be considered as a diagnostic tool or not.

There are specific methods for diagnosis competencies
used traditionally in Human Resources departments of
private companies. However, their usage is spreading
behind the borders of HR; usage of these tools is start-
ing to be applied also in NGOs, education sector, and la-
bour offices. The following methods and tools should
be mentioned in this context:

Assessment Centre / Development Centre;

Behavioural-Event Interview (BEI);

STAR method (SITUATION - TASKS
— ACTIONS - RESULTS);

Competency Based Interview (CBS);

Power Hiring.

During past years, several new methods have been pre-
sented to the Czech counselors and presently, they are
passing further development. In 2010, the CH-Q meth-
od was presented in the Czech Republic for the first
time. Since that, about 50 counselors have partici-
pated at the first level training of this method. In 2012,
the Centre of Competencies has been established to
disseminate the method in the Czech environment.
After further development of experiential pedagogy,
experiential techniques and methods have become
used in career counseling as well; e.g. the approach
of Thomas Diener is becoming very popular among
Czech counselors.

COMDI, as well as, Colors of Life diagnosis methods are
available online, for charge. Products of different proj-
ects are mostly available online for free, e.g. one of
the products of the project Keys for Life - Personal com-

petency portfolio.

Through the EUROPASS network, the European Dic-
tionary of Skills and Competences (DISCO) is pro-
moted. DISCO is an online thesaurus that currently
covers more than 104,000 skills and competence
terms and approximately 36,000 of example phrases.
Available in eleven European languages, DISCO is one
of the largest collections of its kind in the education
and labour market.

Dissemination is realized mostly via internet, seminars,
conferences, etc.

The system of diagnosis of adult competencies
in the Czech Republic is presently being built. Quali-
fication standards for partial qualifications are being
developed and connected to the National System of Oc-
cupations as a National Register of Vocational Quali-
fications. According to the present law, the register can
be used as a tool for supporting recognition and valida-
tion of non-formal learning.




The products of the project Keys for Life or the CH-Qmeth-
od can be used during the process of diagnosis compe-
tencies.

Research and development

Who/what organizations or institutions conduct
research on competences or develop new tools in the
field of diagnosis?

Particular projects are run by relevant ministries (Minis-
try of Education, Youth, and Sports, Ministry of Labour
and Social Affairs) and their directly controlled institu-
tions (e.g. National Institute of Education, National Insti-
tute of Children and Youth, Fund of Further Education,
etc), as well as, independent or private organizations
(e.g. National Training Fund), and other research (e.g.
universities) and educational institutions.

What fields or topics are researched?

The research run by the National Institute of Education
is aimed on the competencies in a school curriculum
nd aprocess of evaluation of informal learning. Fur-
thermore, the Institute is investigating competencies
required at the labour market. Also, a publication on
demands of employers is issued every year. Among
other topics, it includes a real description of competen-
cies among graduated students. Detailed information
about this topic is available at the website http://www.
infoabsolvent.cz/.

The National Institute of Children and Youth realized in-
depth research connecting with the competencies
gained through non-formal education (Keys for Life).

The National Training Fund makes a research about
the competencies in relation to the labour market; an
important project of this institution is aimed on the bi-
lan de competence.

Moreover, some topics related to the competencies are
investigated in various projects funded by ESF.

@sUBanZ9 siaXub oS

Who/what organizations or institutions provide train-
ings for counsellors on diagnosis of competences?
Specific training and education provided by the test
publishers or authorized specialists.

Resources and Literature:

Veteska J, Tureckiova M. (2008): Vzdeldvdni
a rozvoj podle kompetenci. Kompetence v andra-
gogice, pedagogice a fizeni. Univerzita Jana Amo-
se Komenského, Praha. Available from: http://
www.google.cz/url?q=http://sociologiel.wz.cz/
download/Rizeni%2520lidskych%2520zdroju/
kompetence%2520-%2520skripta.doc&sa-
=U&ei=01tuUZmallWXtQah54DoDQ&ved=0CBgQFjA
A&usg=AFQjCNEUYEQL-IP5rvznx8GTNWKVrBEH2A [15.
4.2013].

Havlickova D, Zarska K. (2012): Kompetence v neformdl-
nim vzdéldavani. NIDM, Praha. Available from: http://
www.msmt.cz/file/23217 [15.4.2013].

European Communities (2007): Key Competences
for Lifelong Learning — A European Framework. Available
from: http://ec.europa.eu/dgs/education_culture/publ/
pdf/ll-learning/keycomp_en.pdf[15.4.2013].

Economia: Human Resources Management. 2/2013.
Competencies for the Labour Market. http://www.ma-
menato.cz/www/index.php; http://kompetence.rza.cz/
www/index.php?id=8

Competencies for Life: http://www.kompetenceprozivot.
cz/competencies-for-life/

Keys for Life: http://www.nidm.cz/projekty/realizace-
-projektu/klice-pro-zivot/klice-pro-zivot-2009/project-

-keys-for-life-2009

National System of Occupation: http://www.nsp.cz/

National Register of Vocational Qualifications: http://
www.narodni-kvalifikace.cz/qualificationStandards.
aspx

Dictionary of Skills and Competences: http://disco-tools.
eu/disco2 portal/index.php

35



Buijasuno) Jaaie) jepnusuadxy

36

Lukas Kucera

he workshop held during the Crossborder semi-

nar in Warsaw was mainly based on practical ex-

periences of experiential education, which | have
been actively involved in since 2006 though the Velky
viiz (Big Dipper) Civil Association for personality de-
velopment. After starting to devote myself to career
counselling, | discovered that many of the activities
and techniques used in the typical Czech approach to
experience learning can also be applied to that field.
This particularly applies to seeking out values, strengths,
satisfaction, lifetime goals, building up ideas about
one’s career or finding one’s vocation. | have gradually
incorporated these practical experiences into a theory
| now use to prepare group seminars in career coun-
selling, including those for the CVUT (Czech Technical
University) Career Centre.

The Czech concept of experiential learning has its roots
in the Lipnice holiday school, which was established
in the 1970s. At that time, a group of psychologists,
teachers and sports instructors began to organise cours-
es that focused on the holistic development of the indi-
vidual, based on the Greek ideal of “kalokaghatia’, which
emphasises the “internal” and “development” develop-
ment of individuals. They were also greatly inspired by
the ideas of E. T. Seaton, Baden-Powell and the edu-
cational philosopher, Kurt Hahn, which are applied
worldwide in the Outward Bound organisation, work-
ing with people through games and outdoor activities.
In our Czech environment, we also draw on that giant of
education, Jan Amos Comenius, which was already em-
phasising links between theory and practice, learning
interconnections and support for independent learn-
ing, problem solving and self-interested motivation.!
Paradoxically, thanks to totalitarianism and isolation,
a self-contained system of education emerged, aimed
at personal growth and individual success. Today its fo-
cus has moved on to issues of cooperation and commu-
nication. However, the personal development of the in-
dividual still remains in the spotlight, as the cornerstone
needed to build our own independence, which is
needed to move to interdependence.? Experiential
education enables us, retrospectively, to search for char-
acteristics, strengths, motives, aspirations, values and
attitudes by creating a space where everyone can reach
the deeper layers of their personality through their own
experiences. The main concepts of experiential learn-
ing are the experiential learning cycle, the comfort zone
and the FLOW state. Important aspects include working
with group dynamics, dramaturgy, motivation and play.

The experiential learning cycles was introduced by Kurt
Lewin in the 1950s and developed by David A. Kolb?
in the 1970s. The cycle has four phases: experience,
reflective observation, generalisation and planning, as
shown in Figure 1.

The Experiential Learning Cycle
David A. Kolb

Concrefe
/} Experience \

Active

) ) Reflective
Experimentation

Chservation

K Abstract ‘/

Conceptualisation
Fig. 1 The Experiential Learning Cycle

The concrete experience is complex, subjective, non-
transferable and unique to each individual and their
particular situation. Ideally, during the experience itself,
the individual is fully present and focussed on it, as they
were part of the story, in a state of FLOW, as described
by Csikszentmihalyi*. We will look at this state later.
The more senses and imagination the participant can
involve, the better.

Looking back, or reflective observation is used to en-
sure that the individual is aware of what has happened,
has cognitively accepted the experience, and taken
stock of their behaviour, thoughts, feelings and emo-
tions. It may also serve as a basis of comparison be-
tween their perceptions of reality and the perceptions
of by others. During this phase, verbalisation or other
forms of externalising thoughts, feelings and emotions
is important, as well as the internal focusing of atten-
tion and awareness of what has happened without its
communication. It depends whether we want to con-
tinue working with the experience. This externalisation
can be achieved not only by the spoken word, but also
through various forms of art, writing or drama.

During the conceptualisation phase, the experience is
transformed into a transferable concept because it has
been included into our abstract imagination. A nice
parallel would be refining our internal maps® in relation
to individual concepts or relationships, in other words
to how we see the world in general, and which also cre-
ate our attitudes and self-image.



The final planning phase represents the culmination of
asingle learning cycle. During it we create a plan of how
to behave in future similar situations. This allows us to
prepare “instructions” for how we will behave ahead of
time, which increases our chances of acting in the way
that we want in future situations. Alternatively we can
confirm the functionality of the actions we intend to re-
peat, enabling us to build up a habit or to acquire a cer-
tain competence.

We can well imagine the gradual learning of any new
skill using the stages® show in Figure 2.

The Four Stages of Competence

UnConSClousS
competence
ConSClouS
competence
ConSciouS
incompetence
UnconSciouS
incompetence

Fig. 2: The four stages of competence

We begin from unconscious incompetence, when we
do not realise that we are lacking in a certain skill, we
do not understand its usefulness or meaning. The mo-
ment we realise that we need or want to learn some-
thing, we start to work toward it and arrive at the stage
of conscious incompetence. At this stage we realise
that something is not working. Making mistakes is
a natural part of this phase. By targeted practice or
repeated training we arrive at the stage of conscious
competence, where we have the necessary knowledge
and are able to use the given skill, provided we pay ad-
equate attention to it. At this stage it may be useful to
break this skill or technique down into phases, in order
to focus more on its component parts. The last stage
is unconscious competence, when we are able to use
the given skill automatically and simultaneously with
another task. A good example is driving a car when, as
children we do not know that we need a driver’s licence
for a car (unconscious incompetence), as teenagers we
know that, but we also know that we cannot drive a car
(conscious incompetence). After leaving the driving

school we know how to drive but it requires our full at-
tention (conscious competence) and after a couple of
years driving, we are able to drive automatically, while
at the same time contemplate other things, discuss or
follow a GPS system (unconscious competence). We can
look at, for example, our ability to present ourselves, to
visualise or to plan in a similar way.

The comfort zone represents the area of behaviour, ac-
tions, feelings or attitudes that are known to us. It does
not necessarily mean that we feel good in our comfort
zone. But it is an internal or external space we know
and where we know what to expect. The further we
are from our comfort zone, the more stressful it is for us.
However, on the border between the comfort zone
and the stress area is an important learning zone, where
we learn new behaviours, skills or attitudes'. The com-
fort, learning and stress zones are shown in Figure 3.

Learning Stress

Comfort

Fig. 3: Comfort zone, learning and stress

Put simply, the further we move out of our comfort
zone, the more we learn. At the same time however,
there is an increasing risk of our failing to handle a given
situation and creating a trauma that will shrink our com-
fort zone and prevent our developing further in that
area. It is like when we blow up a balloon - the more
we blow it up, the more we can learn. But at the same
time we never know at what point the balloon will

1. Franc Daniel, Martin Andy, Zounkova Daniela (2007). Uceni
zazitkem a hrou (Experiential learning and play). Computer
Press, CZ:1SBN: 978-80-251-1701-9.

2. Covey Stephen, R (2011). 7 navykl skutecné efektivnich lidi
(7 hapbits of highly effective people). Management Press,
CZ. ISBN 978-80-7261-241-3

3. Kolb, David (1984). Experiential learning: Experience as the
source of learning and development. Englewood Cliffs, NJ:
Prentice-Hall. ISBN 0-13-295261-0.
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burst. A traumatic experience may lead to an overes-
timation of our abilities and a negative perception of
our surroundings. An example of a trauma would be
when someone has received a bad mark for drawing at
primary school and subsequently prefers not to draw at
all. It is challenging to leave our comfort zone because
we have to create a safe environment, where clients will
feel at ease.

A safe environment is one in which the client/clients
feel safe. This is helped by introducing the consult-
ant/trainer and all those participating, knowledge of
the programme structure, opportunities for everyone
to express themselves - for example during the intro-
ductions and when discovering their expectations,
a confidentiality rule — that everything said during
the activity will remain with the participants and will
not be transmitted further, or establishing other com-
munication rules, such as respecting others opinions,
returning to oneself, speaking for oneself, etc. The main
point is that it is a voluntary programme and the dli-
ents are responsible for their own psychological safety
and for setting their boundaries, because the experi-
ential concept of counselling may work with funda-
mental topics, such as the search for important events
and turning points in people’s lives, the search for values
and models or work with the concept of the finitude of
life. Past traumas may rise to the surface and the coun-
sellor/trainer should, when running psychologically
demanding programmes, be aware of the principles of
crisis intervention. Equally important is the possibility of
the participants becoming involved and, primarily, their
interest and motivation, or balancing their expectations
and what is offered/the results.

The state of flow — FLOW, as described by Csikszentmi-
halyi*is, on the one hand, the target state into which we
want to place the participant during the activities, and,
on the other, an important indicator of which activities
satisfy the client and where possible clues can be found
as to their strengths and, subsequently, to a choice of
work, career or vocation. The FLOW state is character-
ised by intensive concentration and focus, full mental
presence during the given activity, a sense of controlling
the situation, a feeling of fulfilment from the activity it-
self, an altered perception of time and limited reflective
self-awareness. Our ability to achieve the FLOW state is
dependent on our activity, the clarity and meaningful-
ness of our goals, immediate feedback, and an optimal

balance between the difficulty of the task and our skills,
as shown in Figure 4.

Stress
FLOW

Challenge

Roredom

Skill

Fig. 4: FLOW state

Group dynamics described the phase of group devel-
opment each group goes through, in other words even
agroup of clients attending a counselling meeting, both
one-offandrepeated. Theinitial phase — Forming, repre-
sents the creation of the group, the setting or testing of
boundaries, relationships and standards of behaviour. It
defines the role of the formal group leader - in this case
the counsellor/trainer, or the role of the informal leader,
and the role of the other group members. It creates ex-
pectations. During the Storming phase there is turmoil,
clarification and definition of roles within the group.
The need to be visible, to succeed, to define one’s own
boundaries, to gain status and the recognition of others
manifests itself. The group energy and attention is con-
centrated on group processes. The next phase is called
Norming, when relationships and roles are constituted,
individuals occupy the team role that most comple-
ments them in the given constellation. Processes and
communication standards are set. In the Performing
phase, the group provides the most output, individu-
als and roles flexibly adapt to the needs of the group,
the group energy is used to the maximum to perform
its tasks and is multiplied by the synergies resulting
from a combination of the strengths and appropriate
roles adopted by group members. The length of these
individual phases depends on the overall length of
the group’s existence and its development depends on
whether the needs accompanying a particular phase
are given room to occur naturally and to be satisfied.
For example, the storming phase may take place quite
peacefully, provided everyone is given the opportunity
to express themselves. The more the group focuses on
performing the common task, the stronger the impact
of the group dynamics, while the more its attention is



focused on individuality and the personal development
of individuals, the weaker this is. The strength of these
dynamics and other group processes is also dependent
on the size of the group.

The programme dramaturgy is the method of con-
necting activities so that the later activities follow on
coherently from the previous ones. It is important that
the aim and purpose of the activity are carefully thought
out, that the assignment is clearly formulated to obtain
the outputs expected, which can then be worked on
further. The time allocated and spatial arrangement
should be chosen accordingly. It should be decided
whether it will be an individual activity, group activity
or work on smaller groups. Given the clients’ active in-
terest in the outcome, we need experience in order to
assess and tone and outcome of the activity. The mood
and atmosphere of the individuals and the group
should be appraised to ensure that the programme
flows smoothly and is consistent. The dramaturgy
can be compared to rum in batter. It cannot be sepa-
rated from the other ingredients, but when it is missing
the cake is not as good.

| see motivational activities as an important part of
experiential activities. The aim is to attune clients to
the activity, to cut them off from everyday problems, to
create a space for reflection and to focus their attention
onimportantissues. The more senses there are involved
in motivation or the activity itself, the better we will be
able to draw our clients into the story and the better
the results we can achieve. Motivation can be produced
by a motivational scene, an interesting text or video,
a change of location, unusual décor or styling, imagina-
tion, reflection, the choice of pictures. The aim is to get
clients involved in the activity, for them to enjoy it or to
understand the meaning and usefulness of the activity.
Sometimes we can also deliberately use motivation to
create certain expectations that we then fail to meet.
In this case it is important to know why we acted in this
way and to achieve a clear understanding on subse-
quent reflection. One example might be the seemingly
pointless activity where a small group creates a “device”
from odds and ends, which can subsequently be used
toillustrate our behaviour models in certain situations —
e.g. that someone needs to know the meaning and aim
of the activity and if he does not the activity has no

interest for him. While someone else enjoys it because
they are part of a good team, and the meaning and aim
are of secondary importance.

The uniqueness of the experiential approach is that ac-
tivities create a space where clients can map out their
strengths, values, aspirations, resources and attitudes.
They can help them to look for opportunities, to expand
their horizons, to build up their self-esteem and self-
confidence, to improve their self-presentation, their
preparedness to take decisions, to advance themselves
or to find motivation, courage and resilience. They can
then build their career goals and plans on these foun-
dations. It is important to create a safe environment, to
provide space for the development of group dynamics,
and to make full allowance for individual expectations
and the client’s situation.

4. Csikszentmihalyi Mihaly (1996), O stésti a smyslu zivota (On
happiness and the meaning of life). Lidové Noviny. CJ. ISBN
80-7106-139-5.

5. Rock David (2009), Leadership s klidnou mysli (Leadership
with peace of mind). Pragma. CJ. ISBN: 978-80-7349-206-9.

6. http://www.gordontraining.com/free-workplace-articles/
learning-a-new-skill-is-easier-said-than-done/
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National survey

General questions

How do you define “competences”in your country?

The notion of competence is very comprehensive. Both
in everyday language as well as in technical language
it covers several aspects and in some cases more than
one meaning. First, you need to define the concept of
competence in more detail. A first definition, the man-
ual named “ skills” gives, therefore skills are: abilities,
qualities or attitudes that enable you to cope in com-
plex situations successfully and efficiently” are
(Maurer / Garzeler 2005).

Skills and their measurement [edit] While under
the competence latent capacity of a person is under-
stood to perform a particular task to be able to (for ex-
ample, to speak Spanish), it is understood the actual per-
formance of this task (eg, someone welcome in Spanish).
It follows that a competence can be diagnosed never
directly, but always indirectly through their perfor-
mance and assessed (Schott and Azizi Ghanbari, 2008).

What kind of competences are diagnosed
in your country?

four areas of competence differentiated:
o Material or expertise,

o Methodologjical skills,

o Social skills,

o Self-competence.

What are the regulations governing the use of diagnosis
tools in your country?
There is no specific regulation.

Who in your country is entitled to make the diagnosis of
competences? (profession/required qualifications)
teachers, education institutions, Federal Employment
Services, government bodies, psychologists, several
institutes etc.

Specific questions

What tools have been used in your country to diagnose
competences?

In practice, a variety of methods are in use, some
even those, the test criteria of objectivity Reliabil-
ity and validity of prohibited or restricted satis-
fying as self-assessments, external assessments
without standardization of the request situation,
nonstandard work samples or portfolios. Cogni-
tive knowledge tests, as the paper-pencil tests or

on the PC, possibly in the form of adaptive test-
ing can be used, are usually well suitable forms
of knowledge (declarative and procedural)
to grasp. Computer-based tests, in which work pro-
cesses are simulated and standardized Work samples
are also suitable, the application capability to capture
the knowledge

These are popular testing tools but it wouldn't be pos-
sible to list all because of the huge variety
https://powertest.abi.de/app/intro?execution=e1s1
http://www.arbeitsagentur.de/nn_26236/Navigation/
zentral/Buerger/Behinderungen/Beratung/Psycholo-
gisch/Psychologisch-Nav.html
http://www.saphir-kompetenz.de/?id=85
http://www.assess-online.de/
http://www.ion-international.net/de/startseite/
aktuelles/neues-diagnostik-tool-zur-analyse-von-
wirkungs-und-wahrnehmungskompetenzen.html

Please describe 3 tools that are the most useful (in your
opinion). Are they dedicated to pupils and students,
academic students or adults?

unfortunately | don’t know many of these tools. We will
present 2 different tools which are useful and got good
marks from the clients and from experts.

One is dedicated to pupils and students and one is
open to anyone.

What are the advantages or disadvantages of these
tools for the counsellors and for the clients?

What kinds of ICT tools (eg. computer programs, soft-
ware, games etc.) are applied in your country to diag-
nose competences? How popular are they?

See answer to question no 1 It becomes more and more
popular to use such tools.

How are this tools disseminated among guidance prac-
titioners or teachers (via internet, via courses, etc...)?
Internet, newsletters, seminars.

Communications and information system on vocation-
al education: http://www.kibb.de/wlk26604.htm

Does the system of diagnosis of adult competences ex-
ist in your country? If yes, is it related to the validation
process of non-formal and informal learning?

Yes there are several tools for adult diagnosis but
the validation process of non formal and informal
learning is still in development progress and not
practically at work.



What are the free online tools to test competences in
your country?

Abi Powertest and Kodiak (tools of the Federal Employ-
ment Services are free. Other tools might be charged
(especially if provided by commercial companies)

Research and development

Who/what organizations or institutions conduct re-
search on competences or develop new tools in the
field of diagnosis?

The following list shows the most common/popu-
lar organizations and institutes but it is certainly
not complete as there are many universities and other
private institutes, companies and foundations working
on that field:

The Ministry of Education and research
http://www.bmbf.de/

Federal Institute for Vocational Education and Training:
http://www.bibb.de/

German Institute for international pedagogical
research:  http://www.dipfde/de/themen/kompeten-
zmodelle-und-kompetenzdiagnostik

German Institute for Adult education:
http://www.die-bonn.de/

German National Guidance Forum in Education,
Career and Employment:
http://www.forum-beratung.de/

GAB Munich - Association for Research

and Development in Vocational Training and Occupa-
tions: http://www.gab-muenchen.de/

Institute for media and competencies research: http://
www.mmb-institut.de/start/about.html

House of competencies at Karlsruhe Institute of tech-
nology: http://www.hoc.kit.edu/2063.php

What fields or topics are researched?
As there are uncountable actors and research projects
in Germany | list some of the findings here:

Establishing collaborative research on skills develop-
ment and effective forms of learning. Networking
in the humanities and social science research projects
with the technical and natural sciences through inter-
disciplinary Integration and networking of research.
Tasks and topics. Basic research on competence devel-
opment in institutional and non-institutional settings
in the context of the transformation of education ideas
Basic research on cognitive skills by moving in ado-
lescence and young adulthood. Empirical research on
dimensions of competence in multiple fields of action
Investigation of the importance of personal fitness
for the learning and development process at universities

Study of individual learning and support pro-
grams (coaching) with methods of research
and tools of a body movement monitoring system
Development and provision of individualized learning
companion (e-Coach)

Here are some examples:

Vocational skills and competencies made Vvisible-
The ASCOT research initiative
http://www.ascot-vet.net/ media/ascot MASTER
Broschuere Projekte EN V06.pdf

Research from BiBB (Federal Institute for Vocational Edu-
cation and Training:
http://www.bibb.de/veroeffentlichungen/en/publica-
tion/show/id/6167

The articles that are the special focus of this issue of
BWP outline important models and methods for mea-
suring vocational skills and competences in vocational
education and training and examine themin light of the
particular context in which they developed and with
an eye to their objectives. With this special focus, the
latest issue of BWP aims to inject greater transparency
into what is a complex field and to point out interfaces
with various fields of application. In his editorial, BIBB's
President Manfred Kremer stresses that taking skill-
and competence-orientedness seriously as a guiding
concept in vocational education and training requires
the development of reliable instruments for measur-
ing skills and competences. He points to the proposal
developed by recognised experts regarding a research
programme that revolves around “competence diag-
nostics in vocational education and training” The text of
this proposal is enclosed as a supplement to this issue
of BWP. In the BWP interview, the new parliamentary
state secretary at the Federal Ministry of Education and
Research, Dr Helge Braun, explains the education policy
goals that the current government laid down for the
next four years in its coalition agreement. The new col-
umn “Vocational training in numbers” uses current VET
statistics to show that the majority of new vocational
training contracts are signed for just a handful of oc-
cupations and that girls and young women focus on an
even narrower spectrum than their male counterparts
do.
http://www.bibb.de/veroeffentlichungen/en/publica-
tion/show/id/6764

The range of methods used to ascertain performance
in the vocational training field has become more diver-
sified in the wake of a greater orientation towards learn-
ing outcomes and the ‘upgrading’ of qualifications that
are acquired not only in the formal education system.
An overview of this is provided in the latest issue of BWP.
This development revolves primarily around the two
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questions: How can vocational skills and competences
be made visible and documented using competence
assessment methods, certificates and examinations,
and how can access within and to the education system
and employment system be opened up?

In his editorial in this issue of BWP, BIBB's president Pro-
fessor Dr Friedrich Hubert Esser calls for bringing to
a successful conclusion the development of a German
qualifications framework which will give the education
system prospects for reform at both national and inter-
national level. He urges all stakeholders to reach agree-
ment on the remaining points of contention.

The competency debate in German VET research: impli-
cations for learning processes based on vocationalism
Silke Hellwig, Assistant Lecturer at the University
of Konstanz, Germany,

Department of Economics
http://www.google.de/url?sa=t&rct=j&q=research+on
+competencies+germany&source=web&cd=6&cad=r
ja&ved=0CFwWQFjAF&url=http%3A%2F%2Favetra.org.
au%2Fdocuments%2FPAQ15Hellwig.PDF&ei=Z7hlIUfG
4G47FswajylHOAQ&usg=AFQjCNGIY9CFSWLa1yO9t6
bH4FFAIIR4BQ

How is the efficiency of tools measured?

Who/what organizations or institutions provide train-
ings for counsellors on diagnosis of competences?
Various organizations and institutions provide trainings
for example:
http://kompetenzmodelle.dipf.de/en/projects/model-
ling-the-counselling-competencies-of-teachers-with-a-
specific-consideration-of-diagnostic-competence

This proposed project aims at developing a hierarchical
competence model for the counselling competence of
teachers. This will take into account cognitive as well as
action-related areas of competence. The counselling is
directed towards self-regulated learning abilities of stu-
dents. A particular focus lies on the diagnostic compe-
tence of teachers as a possible condition to successful
counselling. Previous studies have elicited five dimen-
sions of counselling competence (reflection, willing-
ness to cooperate, accomplished methods, orientation
towards a goal/solution, keeping a personal distance).
These dimensions constitute the basis for modelling.
The project will provide the framework for assessing
additive and multiplicative coherencies of the com-
petence dimensions. We postulate three levels of ex-
pertise regarding counselling competence which we
will consider for modelling. They can be distinguished
according to the relevance of the competence dimen-
sions for the counselling service. Our assumptions on

the model will be validated within the project frame-
work. Findings from the proposed project will provide
teachers and teacher trainees with comprehensive
and differentiated feedback regarding their profiles
of competence dimensions (horizontal feedback) as
well as assigning them to a level of expertise (vertical
feedback). This procedure allows for a target-oriented,
focussed promotion of teachers and trainees.

State of work 2011

Besides instructing, educating and assessing students,
counselling the parents and their children is one of
the core teacher tasks (KMK 2004). The importance of
this subject is further emphasized by its integration
into contemporary models of professional teacher
competence (Baumert & Kunter, 2006). Diagnostic
competence constitutes another crucial competence
of teachers in both literature and standards on teacher
education (KMK, 2004). Theoretical contributions par-
ticularly focus on individual diagnostics and promotion
(Kretschmann, 2009) so that diagnostic competence
does not merely serve its own purpose (Fend, 2006;
Horstkemper, 2004; Winter, 2006).

In the second funding phase, a case scenario, i.e. a Situ-
ational Judgment Test (SJT) was added to the assess-
ment design developed in the first funding phase to
assess counselling competence, and subsequently
tested. Furthermore, a comprehensive sample of
teacher trainees, teachers in advanced practical train-
ing and experienced teachers was used to analyze
in how far the three groups differed in their experts
judgement and if reflected experience, knowledge or
support by others contribute to prediction. The (modi-
fied) case scenario developed in the funding phase was
used, as well as a short version of the SJT developed in
the second funding period. Results from both studies
show that reflected experience and knowledge con-
tribute significantly to the development of counselling
competence. Furthermore, results from the first study
indicate that the SJT is apt for measuring counselling
competence, even if the Items are on the whole easy
or of medium difficulty. Results of the second study on
assessing the expert levels demonstrated for the case
scenario that the dimension of counselling skills is
the most difficult, next to the dimension of coping.
Findings from the MANOVAs moreover show that no
differences can be found between experienced teach-
ers and teachers in practical training regarding both to-
tal scores and the dimensions of counselling skills and
diagnosing/ pedagogical knowledge, but these two



groups differ significantly from teacher trainees. Find-
ings from the training study on counselling competence
of psychology students in the model “counselling skills”
disclose that counselling competencies can be trained
well. Findings on differences in the group where train-
ing videos were used as opposed to the group of stu-
dents who did not receive video training demonstrate
a trend effect.

As regards diagnostic competence, instruments were
to be developed regarding the learning behavior of
students and the model of diagnostic competence
developed in the first funding phase was assessed
for the development of competence, using a compre-
hensive random sample of teacher trainees, trainees
in practice and experienced teachers. Furthermore,
the correlation of diagnostic and counselling compe-
tencies was described. We further wished to assess
whether it is principally possible to train diagnostic
competence. Findings of the structure modelling show
that the developed three-dimensional process model
of diagnostic competence was appropriate. As in the
case of counselling competence, no difference could be
found between the younger and the more experienced
teachers, while both groups differed from the teacher
trainees. The fact that the teachers who had just begun
to practise and the more experienced ones were equal
regarding their counselling and diagnostic competen-
cies might be due to the recent improvements made
to advanced teacher training courses. Hence, teachers
who have not already benefited from these trainings
should be offered retraining opportunities. Findings
on Professional identity, knowledge on diagnostics
and treatment of the topic in training teachers show
that these are important for (further) developing com-
petencies. Reflected experience did not turn out to be
a significant predictor. Findings on the correlation of
diagnostic and counselling competence were now cor-
relatively calculated showing that teachers who were
better at diagnosing were also better at counselling
and vice versa. Correlations were rather small, but this
seems plausible because these are different compe-
tencies with a shared part. Multi-group comparisons
demonstrate that the correlation between the com-
petences only develops along with a growing profes-
sional experience. Findings on the study of trainings in
diagnostic competence reveal that it can be improved
by administering trainings with practical value, par-
ticularly regarding the pre-action and action phase of
diagnostic processes. The standardized diagnostic di-
ary proved to be a useful instrument for measuring the
trained diagnostic strategies in daily school life, even if

the diary can only deliver an added intervention effect
on the training for action related content in the variance
analytic assessments. The consistently positive trends
and significant intervention analytical results still indi-
cate the usefulness of the diary, not only for measuring
but also for promoting transfer to daily school routines.
In the third project phase, both competencies will be as-
sessed regarding generalizability to other school forms
and the instruments’ sensitivity to change, induced by
promotional measures.
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Hella Klemmert'’

Assessment of work related competences in the German Employment
Agency: different methods for different competences

uccessful job placement not only depends on

the technical skills of a candidate. Soft skills

can be equally or even more important to gain
along-term employment. Unfortunately it is not easy to
decide whether a candidate comes with the necessary
soft skills. Part of the problem is the ambiguous termi-
nology. A number of terms are used to name the skills
and their interpretation can be quite different in differ-
ent contexts.

The German Federal Employment Agency [Bundesa-
gentur fir Arbeit, BA] applies a competence model with
20 work-related competences divided into the four

14,

groups “methodological competence’; “social and com-
munication skills’, “personal skills” and “ability to take
action and execute” Each competence is provided
with a short explanation, e.g. “l can readily understand
and process new things” as explanation for intellectual

aptitude, one of the methodological competences.

Several problems arise if clients are asked to indicate
their strongest competences or to rate all their compe-
tences on a given scale. Idiosyncratic interpretations of
the competence descriptions, tendencies to give social
desirable answers and self-serving bias are ubiquitous.
Besides, faking is easy if someone is not willing to an-
swer honestly. All these factors reduce validity of the cli-
ent’s informations.

In order to circumvent or at least to minimize these
threats to validity the Psychological Service of the BA
developed and offers four services for the assessment
of competences:

o K 1 — Self-assessment questionnaire on behavior
in the working environment

oK 2 -Testing intellectual aptitude

0K 3 - Achievement motivation

0K 4 - Assessment center for social and communication
skills for selected occupations

The assessment methods differ widely and are tailored
to the characteristics of the assessed competences
and the intended applications of the service. All services

1. Hella Klemmert PhD holds diploma in Mathematics and Psy-
chology and a PhD in Psychological Methods from Technical
University Berlin. She is working as Research Manager at the
Psychological Service of the German Federal Employment
Agency [Bundesagentur fiir Arbeit, BA]. She is responsible
for projects in the area of cognitive ability testing, e.g. devel-
opment of language tests, assessment of math and reading
competences and development of one of the BA-services for
competence assessment. Of particular interest in all projects
is the interpretation of test results with regard to vocational
requirements.

provide support for the labour market integration of
adult clients. They can help placement officers to iden-
tify client’s strengths which is particularly important if
certificates of educational attainment or occupational
experiences are missing or outdated. Clients participate
on a voluntary basis.

K 1: Self-assessment
qguestionnaire on behaviour
in the working environment

K1 provides the placement officer with the client’s self-
assessments on most of the competences of the BA
competence model except methodological compe-
tences. The cognitive abilities in this category are not
amenable for valid self assessment. K 1 is most suitable
at the beginning of the integration process. The assess-
ment helps clients to clarify their self-perception and
the standardized report can facilitate a discussion of
the clients’s personal strengths.

Development of the questionnaire followed scien-
tific standards. A larger pool of items was tested with
about 6000 members of the target group. ltem analy-
sis revealed 11 interpretable scales, some of them
comprising two competences of the BA competence
model. The data allow comparison of the client’s self-
assessment with average self-assessments in the target
group. The largest subgroup of scales seems closely
related to consciousness which is one of the estab-
lished Big Five personality dimensions and known to
be the best predictor of job success among the Big Five
(Barrick & Mount, 1991).

K 2: Testing intellectual aptitude

K 2 is most suitable before the client starts a training
course. The placement officer receives support in the
selection of a suitable training level. This helps to avoid
over- or underchallenging training courses.

K 2-clients are asked to complete psychometric tests
of cognitive abilities. Such tests are widely recognized
as best predictors of performance in vocational train-
ings and on the workplace (Schmidt & Hunter, 2004).
Psychometric tests of cognitive abilities are among
the standard instruments of the Psychological Service.
Supplementary data indicate which level of intellectual
abilities is adequate for selected vocational trainings.



K 3: Achievement motivation

In K 3 the psychologist assesses different aspects of
the client’s achievement motivation with a psycho-
logical interview. With the help of situational judge-
ment items the client is asked to explicate his reaction
in several motivation-related situations. The demand-
oriented item engineering of the items contributes to
the validity of the assessment and the elaboration
demand helps to reduce faking tendencies
(Lievens & Peeters, 2008).

K 4: Assessment center for social
and communication skills for se-
lected occupations

K 4 offers an assessment center (AC) for clients aiming
at jobs with demanding customer contacts like social
work-related occupations, occupations related to sales/
marketing or industrial/technical occupations involv-
ing customer contacts. AC tasks include a presentation,
role play and a psychological interview using situation-
al judgement and critical incident items. The place-
ment officer receives a non-standardized psychological
report of the client’s social and communication skills
relevant for the intended occupation.

@sUanZ9 sioXulstuSmiavio

References and recommended
literature

Barrick, M. R, & Mount, M. K. (1991). The big five perso-
nality dimensions and job performance: A meta-analy-
sis. Personnel Psychology, 44, 1-26.

Lievens, F. & Peeters, H. (2008). Impact of elaboration
on responding to Situational Judgment Test items.
International Journal of Selection and Assessment,
16 (4), 345-355.

McCrae, R. R; Costa, P. T, Jr (1987). Validation of the five-
factor model of personality across instruments
and observers. Journal of Personality and Social Psychol-
ogy, 52,81-90.

Schmidt, F. L, & Hunter, J. (2004). General mental ability
in the world of work: Occupational attainment and job
performance. Journal of Personality and Social Psychol-
ogy, 86, 162-173.

Treziak-Konig, M. & Klinck, D. (2012). Kompeten-
zen: Der Schliissel zum Arbeitsmarkt [Competences:
The key to the labour market]. Wirtschaftspsychologie
aktuell, 1,24-30.

47



A>uaby JuawAo|dw3 uewLIRD 3y} Ul $35U)BAWO PIIR[3I HIOM JO JUBWISSISSY | AUBLLIED AN

Assessment of work-related competences
in the German Employment Agency

1.

Cross Border Seminar, Warsaw, 14.-15.5.2013
Dr. Hella Klemmert Overview

1 Introduction
The Psychological Service
Why competence assessment?
1 Assessment of competences through the
Psychological Service
Which competences?
2 ﬁ . \ Which methods?
———— i
Assessment of work-related
competences in the
German Employment Agency

1 Questions and discussion

0 Bundesagentur fiir Arbeit

“Arbelt Seite 2

The Psychological Service

1 Responsibilities of the German Federal Employment Agency
(Bundesagentur fir Arbeit, BA)
Paying unemployment benefit
1. Introduction Career counselling
Training and Job placement
Promotion of vocational and further training

1 Responsibilities of the Psychological Service
Support decisions of the placement officers
Prototypical case:
client needs vocational training (> 1 year)
officer asks the Service for a thorough psychological
assessment whether the intended training is suitable
psychologist selects diagnostic tools of cognitive abilities, motivation and/or other
relevant personal attributes individually according to the client's needs
Special services for competence assessment:
focussed on specific competence(s)
more standardized procedure
Arbait Seite 3 Arbet Seite 4

The 4 phase model for integration Elements of the profiling process
First interview Profiling of client
Analysis of

Selecting ~ Educati | attai ¢

i i Implement ucational attainmen

Pn::fliiI;nn? of R.Zﬁgg;? :::::Zgz o and follow- > Occupational experience/competence v/
mix W cational skills
??

Consistent pursuit in follow-up contacts

Arbeit Seite 5 “Arbelt Seite 6

Soft skills in the BA competence model Soft skills in the BA competence model (elaborated)
‘Analytical and problem solving skils Empatny
e e andof vy iisosy | nover porson
i coming op it s L o -

r r Social and communication skills Methodo- el amtiude | can (succaseul) load a goup of et Social and
> Analytical and problem solving skills > Empathy logical com- [Communication skils communica-
> Intellectual aptitude ~ Leadership abilties petence abllity | tion skills
> Decision-making ability > Communication skills Tovantcrera -
> Holistic thinking > Customer focus Holistic hinki am open o a customer's problems and always try
~ Organizational skils ~ Abilty to work in a team o oot and plans | can adecuately || ™ b5t 59be thom

bl to work i team
~ Ability to take action and execute  Personal skills ———————————————————— Organizing skills 'ﬂ;" cea'ﬁm‘m wwva;ﬂ fw"ﬂw‘m itin
1 can plan and pursue processes_ order to work for a common goal
> Ability to cope with stress > Flexibility ‘Ability o cope with stress T
> Personal initiative ~ Creativity =
~ Ability to work independently > Willingness to leam Persoral e
> Motivation/willingness to perform > Diligence/precision in execution cancomo up i proposaiisolutons et and can come up with now s
- ~ Reliabi . ndepancien
Purposefulness/focus on results Reliability Ability to take Rty to wark - - Personal
] cemplte my Lasks witho Minaness to Tearn >
action and nsrscionacon s on ot ow responsiiy |11 skills
execute Dertorm o
Fean work ccsiely and
rosulls
can consisont ursue tho goalsdeined and do
ot gt s vacked

“Arbeil Seite 7 “Arbelt Seite &




Need for competence assessment tools

1 Options for self-assessment (examples):
Rate each competence on a given scale from “very good” to “very bad”
Choose 3 highest (and 3 lowest) competences

1 Problems with these options:
Faking
No clear definition
Tendency to give social desirable answers
Tendency to enhance self-esteem
Judgements depend on social comparisons
Competence may depend on the vocational context
1 Competences are relevant:
Required in many job advertisements
Often equally important as technical skills
Nobody comes with all competences

mm) More objective assessment necessary

for Arbeit Selte®

2. BA services for competence assessment

‘Arbelt Seite 10

12.

Overview of BA services for competence
assessment

1 Four services to assess the different areas of competence:

1 Content of services:
Self-assessment questionnaire on behaviour in the working
environment (K 1)
Testing intellectual aptitude (K 2)
Achievement motivation (K 3)
Assessment center for social and communication skills for selected
occupations (K 4)

1 Placement officer recommends one of the services (K1, K2,

K1+K2, K3 or K4) to the adult client

1 Clients participate on a voluntary basis

for Arbeit Seite 11

etz I |

Issues during the development process

Link to the BA
competence
model

Acceptable Psychologically
general well-defined
conditions constructs

Scientifically
soun
Useful results assessment
methods

‘Arbelt Sete 12

13.

14.

et I |

K 1: analysis of the following 11 skills/competences

‘Analyical and problem solving skils | Empathy
e done o g acivies o | s poroon
3. K 1: Self-assessment questionnaire on behaviour in Methodo- coming i vih sl I oo Social and
the working environment logical com- Intslioctualaitude e s e s communica-
petence bility i tion skills
reevantctera
R e P,
Inmy considerations and plans | can adequately | ™ Destto solve them
oons to work in a team
Tcan nforate o  goup e conrbute o t
K1: orcer o work for  common goa
Flexibilty
condoraronstomens
Personal WAt
Ability to take| [abilityto W = Personal
) ncompliomy ackewihot srer [Wilingness to learm -
action and e . b = skills
execute otivation/ willinaness fo perform Diligencelprecision
Vcan ahays give mybest can work accurately and abiays double-checkmy
i o s
Tcanconssanty pursoe e ot | deined and co | Reliabilty
ot got s rackes can oo the commitments | made.
b
T Arbeit Sete 13 Aol Sote 14

K 1: General conditions

Applications:

1 Clarifying the client's self-perception

I Most suitable at the beginning of the integration process

1 Introduction in a discussion of the client’s personal strengths

For the client: _,d-l'#

1 Standardized, PC-assisted questionnaire
1 102 behaviour-oriented statements from the domain of work

For the placement officer:
1 Information on the client's self-assessment of 11 skills
1 Receives standardized psychological report as basis for the discussion

“Arbeit Seite 15

et I |

K 1: Questionnaire development

1 Development of 146 behaviour-oriented statements from the domain of work meant
to comprise 12 competences (including organizational competence)

1 5 graded response options
Tested with about 6000 members of the target group

I ltem selection according to scientific standards
Result: 11 scales (organizational competence dropped) with 8-10 items each

I Scales can be grouped according to i
well-known personal traits —

1 N = Emotional Stability
1 C = Conscientiousness
I A= Agreeableness

‘Arbelt Sete 16
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4. K 2: Testing intellectual aptitude

‘Arbeit

Seite 17

K 2: Method

Standard instruments of the Psychological Service:

Psychometric tests of intellectual abilities

Knowledge which level of intellectual abilities is suitable
for selected vocational trainings

Inclusion of vocational trainings relevant in the target group

Sets of arithmetic problems

H@ Composition of arithmetic problems as additional service if the
client’s arithmetic skills are of interest

‘Arbeit

Seite 19

5. K 3: Achievement motivation

Arbeit

Seite 21

K 3: General conditions

Applications:

I To assess achievement motivation with regard to (examples)
job placement
attendance of a training course
vocational reorientation

For the client:
1 Clientis interviewed by a psychologist

1 Assessment of different aspects of achievement motivation as required for the
problem

1 Feedback includes counselling

For the placement officer:

1 Receives non-standardized psychological report on certain aspects of the
willingness to perform related to the question asked by the placement officer

Arbell
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K 2: analysis of the following skills/competences
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K 2: General conditions

Applications:

1 Toidentify the strengths of low-skills clients and of clients with career
breaks

1 To avoid over- or underchallenging training course
1 Most suitable before starting a training course

For the client: _,.,.-4

I PC-assisted test of intellectual abilities

For the placement officer:
1 Receives support in the choice of a suitable training level

“Arbalt Seite 20
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K 3: analysis of the following skills/competences

‘Analytical and problem solving skils
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K 3: Method

1 Psychological interview using situational judgment items

1 Psychologist selects adequate items from a larger pool; can make use of
given “item bundles” for education, placement and activation
1 Item format:
Description of a situation which is read out to the client
Client is asked to explain how he would react in this situation
I Reduce faking tendencies because concrete situations are given and
answers have to be elaborated
1 Psychologist rates client's reactions; decision aids:
Aspects indicating high levels of achievement motivation

Headlines delivering more general meaning of verbatim reactions and examples of
conceivable verbatim reactions

Titel, i of underlying aspect of
Additional aid: ,Meta”-prescriptions

motivation, and general hints

“Arbelt Seile 24,




6. K 4: Assessment center for social and
communication skills for selected occupations

for Arbeit Selte 25

K 4: analysis of the following skills/competences
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K 4: Method

1 Assessment center (AC) for clients interested in the following occupations:
social work-related occupations
occupations related to sales, marketing
industrial/technical occupations involving customer contacts
business start-ups
university graduates

1 Tasks: )

Presentations '

Role play o ‘ N
Psychological interview using situational judgement ;. ’ J
and critical incident items ~

I Tasks and assessed competences depend on ~
the occupation of interest

for Arbeit Seite 27

K 4: General conditions

Applications:

1 For clients with work experience aiming at jobs with demanding customer
contacts

u If placement officers need to know how strong the client's social and
communication skills are

For the client:
1 Clientis interviewed by a psychologist and conducts AC-tasks

1 Assessment of social and communication skills for occupations with a customer
focus

I Feedback includes counselling

For the placement officer:

I Receives non-standardized psychological report of the social and communication
skills relevant for the intended occupations

‘Arbelt Seite 28

7. Questions and Discussion

for Arbeit Selte 29

Thank you.

Contact:
Hella.Klemmert@Arbeitsagentur.de

‘Arbell Sete 30
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Magdalena Singh'’
Abi Power Test

Objectives/Target Groups

The abi>>powertest is a scientific knowledge based
test developed mainly for future high-school graduates
as a first orientation for their career and study choices. It
is an online tool to diagnose interests and competences
for profession orientation. The abi>>powertest is an
instrument for self- assessment and a decision support
system for students future career choices. The test is,
in particular, suited for the preparation and follow up of
counselling interviews at the career guidance services
in the German Employment Agency.

Overview — abi>>powertest

Characteristics

The abi>>powertest is a scientific knowledge based,
cost-free online-test for profession orientation with
a duration time of 75 to 90 minutes.

It consists of two parts:

1. Interests test

2. Strengths/Competences test

There is the possibility to have a break during the per-
formance of the test.

At the end of the abi>>powertest, all test results of part
1 and 2 are summarised in a,Certificate” (pdf-print).

Start-up

There are two possibilities to start-up the
abi>>powertest. Either over the start-up phase
www.abi.de or directly over the link
www.powertest.abi.de

First the user log’s in with his nickname and e-mail-
address. He must decide whether the results of higher
education or vocational training or both should be list-
ed in the abi>>powertest certificate. After this the user
receives a password to start the test.

1. Magdalena Singh has a degree in Business Administration
with a focus on human resources management and German
Taxation (Dipl. Betriebswirtin). She is employed at the Ger-
man Employment Agency (Bundesagentur fiir Arbeit) and
works in the Agency in Osnabrtick, Lower Saxony. She is
an experienced career guidance counsellor for academic
professions for many years and gives mainly advice to stu-
dents in higher secondary schools and universities including
parents and teachers.

Part 1 — Interests test

The test starts with questionnaires which request
personal interests. The user must provide answers to
the statements on a scale from 1(absolutely not appli-
cable) to 5 (fully applicable). There is no time-limit.

After completing part 1 — interests, the user can decide
whether he wants to see the intermediate test results
or directly to proceed to part 2 - strengths test. The user
can make a break after part 1.

Part 2 - Strengths test

Part 2 - strengths is classified into a performance test
and questionnaires.

In these two parts the aptitude of the user related to
special professional areas as well as the strength of vari-
ous competences is tested. First the user has to do the
performance test. Every assignment has to be complet-
ed within a limited time.

After the user has completed the performance test, the
test continues with the guestionnaires, for example so-
cial and personal competences will be questioned.

The user has to provide answers to the questions on
a scale from 1 (absolutely not applicable) to 5 (fully ap-
plicable).There is no time limit.

After having completed the strengths test (perfor-
mance test and questionnaires) the user has two
possibilities:

oto see his intermediary results of part 2 - strengths

or oto see the complete test results of part 1 —interests
and part 2 - strengths

Certificate

At the end of the abi>>powertest, all test results of part
1 and 2 are summarised in a,Certificate” (pdf-print).

Information on ,Certificate”:

1. Areas

The ,Certificate” defines 3 areas of personal interests
and 3 areas of personal aptitudes. In addition 7 stron-
gest personal competences are included.

2. Professions

Furthermore the ,Certificate” defines 3 professions
qualifying to personal interests and 3 professions
related to personal strengths. In addition 7 profes-
sions coherent to personal interests and strengths are



included. The number of professions double-up, if the
user has indicated in the start-up of the test for ,both",
the Higher Education and Vocational Training.

Peculiarities of
the abi>>powertest

1. Proposals for interests and competences

In this abi>>powertest the interests and strengths/
competences of the user are individually tested. Under
this consideration professions are suggested to the user
with conditions as below:

o passing user’s personal interests
o relating to the user’s strengths
o qualifying user’s interests and strengths

2. Transparency

The advantage of the abi>>powertest is, that the pro-
posed professions are

inter-related to user’s interests and strengths. With this
criteria the user can easily follow-up and understand
the listed professions, therefore it is transparent.

3. Focus on Profession

In Germany, various other tests are only focusing on
profession orientation coherent to scholastic aptitude
or qualification for vocational training.

The abi>>powertest is unique with it's directives to-
wards profession choice, provided to the user with a life
course perspective.

B studium [3-5 Jahre)
B EBerufsleben (ca. 45 Jahre)

Multiple Links

Professions are interlinked with information platforms
of the German Employment Agency for further details:

Description of professions: BERUFENET
http://berufenet.arbeitsagentur.de

Academic Education Search Machine:
www.Studienwahl.de

Complementary professions: BlZ-Info Catalogues
abi-Reports: www.abi.de

Supportive Tool in the Process of
Profession Orientation

Theabi>>powertestis aninstrument to support the pro-
cess of profession orientation for students in their career
planning. Furthermore, the abi>>powertest prepares
the user for advisory meetings with German Employ-
ment Agency counsellor and for discussions with family
members.

= 1 1 1 1T 1 I )
20 30 40 50 &0 70

B0 Q0  Alter in Jahrer
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Overview — abi>>powertest scheme

<D

Start + Registration
Login data and confirmation link will
be mailed to you

Test part 1 = interests

(Performance time approx. 15 min.)

est part 2 — stengths

your wish >Fvaluation Il )

interests

Overall evaluation — . certificate”

Foryouselfl imporfant professional areas:
-professional areas you are interested in
-professional areas you are most qualified for
Your major strengths/com, nces:
-Professions related to your interests
-Professions related to your qualifications

(Performance time approx.60 to 75 min. yUUf WISh Break ) Fvaluation part 2 -

strengths

e
™
"-{‘\' Srup‘\{*"
Trpan" o

General overview ,Your testresults an evaluation™ (PDF) with additional information |

A directive tool for profession orientation

A directive tool for profession orientation

Presentation: Magdalena Singh

3.
Lol —a

Germany‘s School System
anaDe

.

v 3
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by Chuck Emerson Media Services Seite3

2.
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Content

Overview

> 1. Germany's School System

> 2. Overview Applied and Higher
Education

> 3. Objectives/Target Groups
abi>>powertest

> 4. Overview - abi>>powertest

> 5. Peculiarities of the
abi>>powertest

> 6. Trial - abi>>powertest

bi>>powertest, Mai 21 Abeit Seite 2

4.
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abi

\ Overview Applied and Higher Education |

University of Applied

University Sciences

High School i
Dual vocational Certificate Colleges of Music
traning system Abitur® and Art

All-day vocational Distances learning

schools University
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Content

Overview
> 1. Germany's School System

2

Objectives/Target Groups

sl

> A directive tool to diagnose

5 ; i i interests and competences for oy
> 2. Overview Applied and Higher profession orientation & g
Education R.
> 3. Objectives/Target Groups > Major target groups are 'kf‘
abi>>powertest students of secondary school "
> 4. Overview - abi>>powertest phase Il i
> 5. Peculiarities of the ,
abi>>powertest ;
G
> 6. Trial - abi>>powertest X
abi>>powerist, Wal Abet Seies abi>>powertest Ma Aot Seiss
8.
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Content

Overview

> 1. Germany's School System

> 2. Overview Applied and Higher
Education

v
w

. Objectives/Target Groups
abi>>powertest

v
IS

. Overview - abi>>powertest

v
o

. Peculiarities of the

abi>>powertest

v
o

. Trial - abi>>powertest

‘abi>>powertest, Mai Arbeit

Overview - abi>>powertest

sl

Characteristics abi>>powertest
> A scientific knowledge based test

> Cost-free online-test for profession
orientation

> Duration time: 75 to 90 minutes
> Consists of two parts:
1. Interests test
2. Strengths/Competences test
> Possibility to have a break
> Evaluation notified on a certificate

|
am

e = ot e e

abi>>powertest, Mai 2013 Arbeit

Seite 8

10.

Overview — abi>>powertest

Scheme
Start + Registration

Login data and confirmation link will @

be mailed to you

Test part 1 - interests your wish @21 valuation part 1
(Performance time approx. 15 min.) % interests
Test part 2 - stengths

(Performance time approx.60 to 75 min. | YOU wish @EIEELS 3 valuation part 2
- strengths m

Overall evaluation — .certificate*

For youself important professional areas: B
-professional areas you are interested in ! Sk {
-professional areas you are most qualified for P € '
Your major strengths/competences: s TE
-Professions related to your interests s

Overview — abi>>powertest

et I |

abl

Start-up

There are two possibilities to start-up the
abi>>powertest.

Either over the start-up phase
www.abi.de or directly over the link
www.powertest.abi.de

First the user log's in with his nickname
and e-mail-address.

He must decide wether the results of
higher education or vocational training or
both should be listed in the
abi>>powertest certificate.

After this the user receives a password to

-Professions related to your qualifications start the test.
General _overview ,Your testresults an evaluation” (PDF) with additional information |
opoverest oy Soies S poveres et S0
11. 12.
=r cr=r— I |
s sbi

Overview — abi>>powertest Overview — abi>>powertest

S ———— - -
Part 1 - Interests -'1‘" - - | Part 1 - Interests =R == 1
The test starts with questionaires MU = After completing part 1 — interests, the ' '
which request personal interests. 1 wasesses -— user can decide wether he wants

to see the intermediate test results

. - [Ep—
> The user must provide answers to or | frmrneen
the statements on a scale from ’ . .
1(absolutely not applicable) to 5 directly to proceed to part 2 — strengths. !
(fully applicable). There is no time e« e —
limit. Note: —
The user can make a break after part 1. ——
> The top column illustrates the e
number of answered questions by —
the user related to part 1. | —
= a
opovertes et et Sote 11 abi>>powertest Ma et Seis 2
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Overview — abi>>powertest

Part 2 - Strengths

Part 2 - strengths is classified a3l
into a performance test and
questionaires.

In these two parts the aptitude of
the user for special professional
areas as well as the strength of
various competences ist tested.

First the user has to do the
performance test. Every
assignment has to be completed
within a limited time.

On top of the page the graphical
bar indicates the number of
assignments completed in the
time period.

S — —
- .
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-
N
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abi>>powertest, Mai 2013 r Arbelt

Seite 13
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Overview — abi>>powertest

Part 2 - Strengths -

After having completed the
strengths test (performance test
and questionaires) the user has
two possibilties:

to see his intermediary results
of part 2 — strengths

or

to see the complete test results
of part 1 — interests and part 2 -
strengths

-
-
-

abi>>powertest, Mai 2013 r Arbelt

Sefte 15

Overview — abi>>powertest

Certificate
2. Professions

Furthermore the ,Certificate” rgetety
defines 3 professions qualifying to
personal interests and

3 professions related to personal

L ———
strengths.
In addition 7 professions coherent ) : netll B _
to personal interests and strengths 5 — W ——
are included. . —_— ¢
. —

The number of professions double-
up, if the user has indicated in the

ZERTIFIKAT

~nr

4

————

v

v

start-up of the test for ,Both*, the by ——

Higher Education an Vocational o —

Training.

abi>>powertest, Mai 2013 ir Arbeit Seite 17
19.

Peculiarities of the abi>>powertest

Proposals for interests and
competences

In this abi>>powertest the
interests and
strengths/competences of the
user are individually tested.

Under this consideration
professions are suggested to the
user with conditions as below:

passing user's personal interests
relating to the user's strengths

qualifying user's interests and
strengths

Bevulwvarsciiige

abi>>powertest, Mai 2013 r Arbell

Sefte 19

Overview — abi>>powertest

Part 2 - Strengths

After the user has completed the
performance test, the test

continues with the questionaires,
for example social and personal
competences will be questioned.

The user has to provide answers
to the questions on a scale from 1
(absolutely not applicable) to 5
(fully applicable).

There is no time limit.

(=]

bi>>powertest, Mai 2t “Arbelt Sele 14,

Overview — abi>>powertest

Certificate

At the end of the abi>>powertest,
all test results of part 1 and 2 are
summarised in a ,Certificate”
(pdf-print).

Information on ,Certificate®:

T ZERTIFIKAT

s e 12

—a
1. Areas —r— ———
The ,Certificate” defines 3 areas g =~ — (~preserny
of personal interests and 3 areas S — L —

of personal aptitudes. i *

In addition 7 strongest personal
competences are included.

3bi>>powertest, Mai 201 Arbeit Sete 16

18.
[
Content
Overview
> 1. Germany's School System
> 2. Overview Applied and Higher
Education
> 3. Objectives/Target Groups
abi>>powertest
> 4. Overview - abi>>powertest
> 5. Peculiarities of the
abi>>powertest
> 6. Trial - abi>>powertest
abi>>powertest Mai 2 et Seie 18
20.
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Peculiarites of the abi>>powertest

Transparency

The advantage of the
abi>>powertest is, that the
proposed professions are inter-
related to user's interests and L]

strengths. — Qe opee—

With this criterium the user can
easily follow-up and understand
the listed professions, therefore it
is transparent.

3bi>>powertest, Mai 201 “Arbeit Seite 20
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Peculiarities of the abi>>powertest
Fokus on Profession

In Germany, various other tests are only focussing on profession
orientation coherent to scholastic aptitude or qualification for
vocational training.

The abi>>powertest is unique with it's directives towards
profession choice provided to the user for an active profession
life of 45 years.

e.g. An engineer can work as: engineer in industry, teacher,
professor, technical sales, director, consultant, ministery,
company owner CEO, United Nations, charity missions etc.

B 2w 3 b iowm
|

22,
B
Peculiarities of the abi>>powertest
Multiple Links f sy =T me ]
Professions are interlinked with 1bi |aie <
information platforms of the -l

German Employment Exchange

Service for further details. i ,
Links: m

Description of professions:
BERUFENET —

Academic Education Surch
Machine: www.Studienwahl.de

v

v

> Complementary professions:
BIZ-Info Catalogues

v

abi-Reports: www.abi.de

Profession Orientation

The abi>>powertest is an instrument
to support the process of profession
orientation for students in their
carreer planning.

Furthermore, the abi>>powertest

Thowa 0 WoraI 2070 et Soizt oA et Sz
23. 24,
[0 Ll
14}
Peculiarities of the abi>>powertest Content
Supportive Tool in the Process of Overview

prepairs the user for advisory > 4. Overview - abi>>powertest
meetings with German Employment > 5. Peculiarities of the
Exchange Consultant and family ’
members. abi>>powertest

> 6. Trial - abi>>powertest
o poweries Wat Aot Sote 73
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1. Germany's School System

v

2. Overview Applied and Higher
Education
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w

. Objectives/Target Groups
abi>>powertest
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National survey

General questions

How do you define “competences”in your country?
Competence has slightly different definitions in distinct
scientific disciplines (e.g. psychology, pedagogy, an-
dragogy, etc.) but these definitions also have common
content. In the field of career guidance competence is
regarded as a motivation- and knowledge (including:
routines, skills, habits, abilities and knowledge) system.
The competence system is subdivided into personal,
social, cognitive and special competences. Personal,
social and cognitive competences are general and over-
lapping competences of the personality, whilst spe-
cial competences form the basis of enabling a person
to learn what is needed to perform activities related
to jobs. Special competences also function to serve
the functions of other competences.

Another view that is widespread among career counsel-
ors is based on ELGPN’s definitions of career manage-
ment skills.‘CMS refer to a range of competences which
provide structured ways for individuals and groups to
gather, analyse, synthesise and organize self, education-
al and occupational information, as well as the skills to
make and implement decisions and transitions.'

What kind of competences are diagnosed

in your country?

Different subtypes (personal, cognitive, social and spe-
cial) of competences are diagnosed in Hungary. In the
following sessions we will briefly summarize some good
practices stating competences measured in them.

(For further information on CMS please visit last year’s
National Survey written by Istvan Kiss PhD, senior
lecturer at ELTE.?)

The Hungarian Core Curriculum (NAT) lists key compe-
tences that have to be developed across subjects in PES,
these are in accordance with the recommendations of
The European Parliament and the Council of the Euro-
pean Union. The key competences are the following:

o communication skills (in Hungarian)

o communication skills (in second language)

o mathematical competence

o scientific competence

odigital competence

o efficient and independent learning

osocial and civic competence

oinitiative and entrepreneurship

o esthetical and artistic self-awereness.

There is national research carried out measuring read-
ing and mathematical literacy of all Hungarian Grade 6,

Grade 8 and Grade 10 students every year Hungary
also participates in the Programme for International
Students Assessment organized by OECD?.

The Ferenc Mérei Institute of Eduacation and Ca-
reer Counseling in cooperation with Obuda Univer-
sity have been conducting research on learning styles,
attitudes towards learning, spatial and thinking skills
and career orientation skills of grade 9 and grade 10
students since 2007.° The Institute has been offering
career guidance services for students in PES and their
parents and teachers since 1912.

There are a number of self-assessment tools used by
career counselors to diagnose career-related skills of cli-
ents. The skills measured are the following: verbal apti-
tude, numerical aptitude, spatial thinking skills, physical
capacity, interpersonal skills (e.g. the ability to contact
to other people easily), manual skills, fluency of ideas
(or creativity), general learning capacity, etc. (e.g. eye-
hands coordination, perception of geometrical forms,
troubleshooting in written material, finger dexterity).5

There are other programs focusing on measuring com-
petences. The main purpose of these tools in many cas-
es is not career guidance solely, nevertheless the results
can be used to help subjects to plan their career paths.
Mostly these programs cover diagnosing the compe-
tences of public education students (grade 1- 12).

The University of Szeged has two programs measuring
competences. Its “eDia” (SROP-3.1.9-11/1-2012-0001)
project targets grade 1 — grade 6 students measuring
their writing skills, ICT skills, problem solving, motiva-
tion, civic competences, musical competences, social
competences and visual competence.’

Their other project ‘Hungarian Educational Longitudi-
nal Program’ aims to determine the reasons why stu-
dents drop out of the school system and to find ways
of interventions to help students to stay on track. This is
a longitudinal study measuring reading literacy, math-
ematical competence, scientific knowledge, cogni-
tive skills, complex problem solving, foreign language
fluency and ICT skills.’

Social competences are also being measured in Hunga-
ry. On the one hand there are numerous psychological
inventories (e.g. to measure conflict-resolving, interper-
sonal skills, etc.) psychologically trained counselors can
use; on the other hand there is also a tradition in peda-
gogy of measuring these competences. Furthermore
non-questionnaire tools (e.g. workshop methods,
check-lists) are also available to career experts.



Conflict-resolving as well as problem-solving tech-
niques are being taught at the Szent Istvan University
for career counselor BA students. Future counselors
will be able to lead group counseling sessions on these
social competences. Furthermore they also study tech-
niques to plan group counseling session in career val-
ues and job-seeking skills. Academic students have
personal experience in all of these thematic group
sessions embodied in their curriculum before
they study the methods and become entitled to
supply these services.

The Psychology Department of E6tvos Lorand Uni-
versity (ELTE) in cooperation with the Hungarian
Association for Counselling in Higher Education is
holding workshops for academic students to improve
their intercultural competences. Their aim is to facilitate
mobility and the understanding of different cultural
setting in order to be able to effectively work in today’s
diverse work settings.’

What are the regulations governing the use of diagno-
sis tools in your country?

Questionnaires for diagnosing competences can only
be used by professionals who have the required quali-
fication. If the setting of using a tool in PES is a group,
special arrangements can be made (for example
the teacher supervises the filling-out of questionnaires
or test but the feedback is given by the counselor
or psychologist).

Who in your country is entitled to make the diagnosis
of competences? (profession/required qualifications)
Career counselors with various qualifications (e.g. an-
dragogy- career consultant minor BA, school coun-
selor- post-graduate training program, etc.) are entitled
to use questionnaires and self-assessment tools.
Psychological tests and questionnaires that aim to
measure deeper levels of the personality can only be
used by psychologists.

http://english.ess.gov.si/_files/3994/NATIONAL_SURVEIS.pd
http://www.iaea.info/documents/paper_1162a1d92d.pdf

ovpwN

Specific questions

What tools have been used in your country to diagnose
competences?

A wide range of tools is being used in Hungary to detect
competences. These include questionnaires, check-lists,
tests and workshop methods.

Please describe 3 tools that are the most useful (in your
opinion). Are they dedicated to pupils and students,
academic students or adults?

HAMET-2 test is a tool designed for underprivileged
anddisabledstudents (butalsocould be usedinthesame
target groups for adults). Completing the HAMET-2 tests
takes 12 hours altogether in Hungary (the tool is used
in other EU countries as well). The HAMET program is
based on carrying out specific but easy work tasks while
also gathering information about one’s personality (cre-
ativity, punctuality and persistence) and social skills.
The tests are followed by a counselling session with
the student and the parents focusing on career
opportunities and on forming a personalized plan to
develop one’s assets.™

There is a group of self-assessment tools developed
for career counselors available to measure certain
career-related skills of students, adults and under-
educated adults. The measured skills are listed above
in the answer for generic question 2."

The E6tvos Lorand University (ELTE) has been organizing
career management trainings, job-seeking group
sessions for higher education students since 2008.
The program has been given a special award in 2012 by
the Tempus Foundation in a contest called ‘What would
the employer reward?. There are 3-4 seminars held each
semester with a maximum group number of 20 stu-
dents to serve the needs of all ELTE students.

Lifelong Guidance Policy Development: A European Resource Kit, ELGPN, 2012, p 18

http://ourtimes.wordpress.com/2008/04/10/oecd-education-rankings/
http://www.budapestedu.hu/meres- ertekeles/szakmai_meres/szakmai_meres2008.html
Source: Klara Szilagyi (2008): Methodology handbook for career counselors to use in individual counseling. Kollégium Tanacsad6 Szo

galtatd Kft, Budapest. www.afsz.hu/resource.aspx?ResourcelD=afsz_tamop222_szakanyag_szakmai_protokoll.pdf

http://edu.u-szeged.hu/kkcs/en/node/63
http://edu.u-szeged.hu/kkcs/hu/longitudinalis

9. http://www.feta.hu/english

10. owner of the test: http://www.bkmobaja.bplaced.net/

®© N

11. Klara Szilagyi (2008): Methodology handbook for career counselors to use in individual counseling. Kollégium Tanacsado Szolgaltatd
Kft, Budapest. www.afsz.hu/resource.aspx?ResourcelD=afsz_tamop222_szakanyag_szakmai_protokoll.pdf
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What are the advantages or disadvantages of these
tools for the counsellors and for the clients?

The HAMET-2 program helps to decrease dropping
out of school because its results suggest that this tool
can be a great help in finding the right career solutions
for students with special needs.

Self-assessment tools are easy to use, easy to under-
stand for clients and they only have positively worded
items. Clients know what competences (skills) will be
measured before filling in the forms. There are different
tools for different target groups (age- and knowledge
appropriate ones). One hindrance stems from the na-
ture of the tool: if one’s self-knowledge is poor then
these tools can be of little help since the results will be
undifferentiated or biased. That is one of the reasons
why in practice counselors mainly use them in their
individual counseling sessions (where they help clients
interpret their results, as well as to link skills to other per-
sonality variables and job opportunities). Another issue
is that these tools were adapted a while ago so their
psychometrical validity cannot be taken for granted.

The career management training had excellent feed-
back from group members. As a tool it is effective
in increasing communication and social skills, as well as
cognitive competences.

The only ‘disadvantage’of it is that not all of the univer-
sity students participate in the program. It would be
better if the scope of intervention could be widened.

What kinds of ICT tools (eg. computer programs, soft-
ware, games etc.) are applied in your country to diag-
nose competences? How popular are they?

There are computer programs, softwares and games
available in Hungary. Their popularity is moderate due
to the fact that most of these tools have either to be
purchased or can be used in an institute or school.

How are these tools disseminated among

guidance practitioners or teachers (via internet,

via courses, etc...)?

Tools are disseminated both via courses and via in-
ternet. Self-assessment tools form a part of the curri-
cula for career counselors BA. Questionnaires and links
for tools can be found on Hungary’s biggest guidance
site (developed in SROP-2.2.2 project) the National Ca-
reer Guidance Portal (www.eletpalya.munka.hu). Fur-
thermore there are trainings, workshops and seminars
being organized to disseminate these tools. The SROP-
2.2.2-12/1 project ‘The substantive and methodologi-
cal development of career orientation/ Renewal of

the content and methods of life-long guidance’ is
currently organizing a 30-hour training for approxi-
mately 4000 counselors (mainly from PES). The train-
ings will include methodology workshop focusing
on interest, competence and other career related
personality characteristics.

Does the system of diagnosis of adult competences ex-
ist in your country? If yes, is it related to the validation
process of non-formal and informal learning?

There are only separate tools available to mea-
sure adults' competences (mainly skills) at present.
In the SROP-2.2.2-12/1 project, research is currently car-
ried out to form such a diagnosis system for adults.

What are the free online tools to test competences

in your country?

Free online questionnaires can be found on the Na-
tional Career Guidance Portal (www.eletpalya.munka.
hu). These tools measure skills and competences of stu-
dents, academic students and adults. Their theoretical
background is laid in the recommendations of The Eu-
ropean Parliament and the Council of the European
Union and in Amundson’s competence theory.

Research and development

Who/what organizations or institutions conduct
research on competences or develop new tools in the
field of diagnosis?

The University of Szeged is the center of research on
competences in the academic world. Their emphasis is
on developing tools that can be used in PES to develop
student’s competences. In the SROP-2.2.2-12/1 project
‘The substantive and methodological development of
career orientation/ Renewal of the content and meth-
ods of life-long guidance’ several pieces of research are
currently designed to focus on competences. Accord-
ing to future plans in 2014/2015 several questionnaires
will be formed based on the results of preliminary
research to help the career orientation process of stu-
dents, as well as adults.

What fields or topics are researched?

Cognitive, as well as social competences are being
researched at the University of Szeged in both cross-
sectional and longitudinal settings. CMS are researched
at the E6tvos Lordnd University of Science. In the SROP-
2.2.2-12/1 project experts are designing research to
measure students’ and adults’ career related personal,
social, cognitive and special skills and also to measure
expected level of competences in different jobs.



How is the efficiency of tools measured?

Research on efficacy has not been conducted yet on
these tools to our knowledge. These types of studies
will be carried out in the future, mainly (on newly de-
veloped tools) joint to SROP-programs. Effect studies,
despite all their advantages, are sometimes expensive
and time-consuming, these may be some of the rea-
sons why they were neglected in the past. Reliability
and validity of tools are proven.

Who/what organizations or institutions provide train-
ings for counsellors on diagnosis of competences?
Universities with BA, MA majors and post-graduate pro-
grams that result in a professional degree that entitles
their holders to function as counselors, train their stu-
dentsin competences and diagnosing them. These Uni-
versities are the following (with majors or programs):

Szent Istvan University, Godoll6

career counselor BA, human resources counselor MA,
career orientation teacher

- post-graduate training program

E6tvos Lorand University, Budapest

psychology MA career counseling psychologist- 4-se-
mester long, specialized post-graduate training pro-
gram school consultant — 4-semester long post-gradu-
ate program for teachers

University of Debrecen
post-graduate program for teachers

The SROP-2.2.2-12/1 project also trains counselors to
diagnose competences, using its own methodology
(tools that have been developed in the program and are
available online).

CPya' 4nZa ia)éq StreSTAYO
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Fruzsina Lukacs'

Good practices in evaluating the career management
skills of high school students and young adults

Introduction

The workshop had three main aims:

1. to discuss what the term ‘competence’ stands
for in Hungarian guidance context.

2. to give an overview of what methods are currently
being used to evaluate subjects'competences and what
are future directions in developing assessment tools
for the area.

3. to introduce group counseling methods in evaluat-
ing career related competences (e.g. psychodrama ele-
ments, values clarification technique).

In the general introduction | will briefly summarize
the current view on assessing competences in Hun-
gary? In the further sections of this article some impor-
tant elements of the psychodrama technique will be
emphasized. These techniques can help clients to de-
termine their competences on an experience base. Val-
ues clarification technique (Raths et al., 1966; Kirschen-
baum, 2013) can give guidance practitioners a concrete
and action-oriented method to help the determination
of clients’values related to work and thus to help them
form a clearer self-definition which is a key element of
forming a career path.

Career competences and career
management skills

Competences have slightly different meanings in dis-
tinct fields of science (e.g. pedagogy, psychology, an-
dragogy) in Hungary. The two most frequently used
definitions are however shared among these areas and
that of career guidance. The concept of ‘competence’
based on a pedagogical point of view (Nagy, 2000)
is regarded as a motivation- and knowledge system.
Knowledge is a higher level category that embraces
routines, skills, habits, abilities and knowledge as well.
The competence system is subdivided into personal,
social, cognitive and special competences. Personal,
social and cognitive competences are general and over-
lapping competences of the personality, whilst special
competences form the basis of enabling a person to
learn what is needed to perform activities related to
jobs. Special competences also assist the functioning of
other competences.

1. Fruzsina Lukacs Ph.D., National Employment Office,
Hungary. Correspondence according to this article should be
sent to Ms. Fruzsina Lukacs: LukacsFruzsina@lab.hu

2. For further details please read the National Survey
of Hungary.

Another widespread notion of competences in career
guidance is ELGPN's definition of career management
skills: ‘CMS refer to a range of competences which
provide structured ways for individuals and groups to
gather, analyse, synthesise and organize self, educa-
tional and occupational information, as well as the skills
to make and implement decisions and transitions’ (Life-
long Guidance Policy Development: A European Re-
source Kit, ELGPN, 2012, p 18).

Competences and career management skills are mea-
sured through different means (e.g. questionnaires,
self-assessment tools, tests, checklists and group-ses-
sion methods). Until recently mostly skills have been
diagnosed mainly based on paper-pencil instruments,
however there are new trends emerging on the field
as online assessment tools will be developed based
on Nagy's (2000) definition of competence resulting
in a richer profile.

Methods of group sessions can also serve as a tool for
evaluating competences and career management
skills. In the following sessions | would like to give some
examples of this for practitioners.

Psychodrama techniques
in‘assessing ‘core’ competences

Psychodrama is a method developed on the bases of
role theory and group dynamics by Jacob Levy More-
no. It is an action-oriented method that enables us to
experience past, present and future life events and gain
insight of them. Its effectiveness stems from the spon-
taneity and creativity one has to find in himself to be
able to enactonissues in his life. Psychodrama is usually
used as a group technique though it is possible to ap-
ply this action method to individuals, families and cou-
ples, as well.

With the help of psychodrama one can work on indi-
vidual issues. When a given member is in the spotlight
(working on her/his personal growth) a director or
aleader, and group members are also needed. The pro-
tagonist chooses group members who will participate
in the psychodramatic play as significant others. At the
end of each session group members share their simi-
lar experiences with the protagonist; what they learnt
from that particular session and how they personally
relate to the issue.

Psychodrama among its many possible applications
can be used to access career related issues, even to as-
sess competences. One way of doing thisis to ask group
members (high school students or adults) of their most
important heritage: a skill or an attitude that they feel
they have, because of their original family ‘passed it
down’ to them trough the way they have been living



or lived their life and trough the way they socialized
them. The group leader (counselor) should emphasize
that this particular choice of ‘strength’ should be some-
thing they feel that helps them in reaching their goals,
be it personal or professional. These skills should also be
quite typical of them.

First of all every group member should name their
choice of heritage for themselves (for high school stu-
dents it is helpful if we make them write it down on
a piece of paper). If everyone is ready with this, the coun-
selor asks them to think of an object that could symbol-
ize the strength that they picked. It is important to state
that any solution would be appropriate if they can see
the object as a symbol of their core quality (skill or at-
titude). This object can be any size, can be something
they possess or want to possess and also can be some-
thing based on their imagination. High school students
may need some examples to be able to put their fingers
on how they should do this. It is always best to give an
example that the counselor feels is authentic. An exam-
ple would be that one’s heritage is the constant need to
learn new things. A symbol for this could be a notebook
that one can make notes, do scratches or draw in.
When everyone picked an object symbolizing their
strength the counselor asks them to imagine an event
when a member of their family would give them this
object as a present. As psychodrama puts emphasis on
the setting up of a scene they should think of a particu-
lar place, time of day, etc.

Then the counselor asks group members if they would
like to engage in a role play where this gift would be
given to them by another member of the group play-
ing the family member they had chosen. It is important
that the role play is carried out on a voluntary basis, but
to my experience adolescents and adults engage in this
type of exercise quite easily and happily.

The counselor helps in the directing of the scene. First
of all he asks the protagonist to choose her/ his family
member from the group then they set up the scene
(where are we?, what time of the year/day is it?, etc.).
Some simple props (chairs, tables, scarfs, etc.) can be
used to mark space. Then the counselor asks the per-
son to reverse roles with his/her family member
and asks some basic question about the person in an
interview (e.g. what their relations are?, how old is he/
she?, etc). This process can give deeper insight into
important family ties that can function as a support
system in building up one’s career path and also helps
fellow group member to better understand the role
(and how it should be carried out) he/ she has to play as
a significant other. A short message might also be for-
mulated in reverse role that accompanies the present
giving‘ceremony.

One member of a career orientation group said that
he ‘inherited’ persistence from his family as they have
never given up on a goal that was important to them
no matter the adversities they had to face and always
encouraged him to do the same. His object to symbol-
ize this was a big rock from the bank of the Danube that
his mother gave him as a present. In his scene where
one of his fellow classmates played his mother he was
studying in his room for exams as his mother came
in and gave him this rock as a present. Her basic mes-
sage was that she is sure his son could reach his goals to
become an engineer and that she will do whatever she
can to support him in the process.

Another group member, a young girl said that creativ-
ity was the strength that runs in her family. She, her-
self wanted to be an artist and choose his uncle (who
is a sculptor) to present her gift that was a small statue
made by him. He reassured her that she has what
it takes to become a good artist.

Experiencing other group members'stories adolescents
and adults can gain a much deeper insight on compe-
tences then they would by simply stating them or by fill-
ing out a questionnaire. Group members stated in their
feedback that this particular exercise helped them a lot
in accessing their strength and it was also quite visible
that they relied a lot in their career action plan on this
particular quality.

How to use values clarification
technique in career group
sessions

Values clarification technique (Raths et al, 1966)
is a method that helps clients to determine, to cher-
ish and to act upon their personal and work values.
From early on the technique has been used in coun-
seling, psychotherapy and career guidance, as well
(Kirschenbaum, 2013).

The importance of having a clear value system has been
stressed by many (e.g. Super, 1959) and value driven be-
havior has clearly much better outcomes then the acts
we carry out lacking values important to us. Kirschen-
baum (2013) states that trough value clarification one
can ‘reach’ purposefulness, consistency, enthusiasm
and that going trough this process will result in better
decision-making.

The technique itself has seven steps. There can be en-
tire sessions dedicated to each step or if we have lim-
ited time we can do the whole process in 3 sessions
(1. session: stage 1-2, 2. session: stage 3-5, 3. session:
stage 6-7).
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The stages are the following:

Prizing and cherishing
1. Prized, cherished
2. Publicly affirmed

Choosing
3. Chosen from alternatives

4. Chosen after considering consequences
5.Chosen freely

Acting
6. Acted upon
7. Acted upon consistently

Each stage can be worked on from a career perspec-
tive. In the final session usually a career plan is made by
participants (Szilagyi, 2007), that states what needs to
be done by them and at what point of the process to
reach their goal.

Value clarification technique has been used by practi-
tioners in Hungary for some 20 years. It is even a part of
curricula for career counselors at Szent Istvan University.
In the following sessions | will give some examples of us-
ing this technique in group sessions for young adults.?

Stage 4 - chosen after considering
the’consequences

After prizing and cherishing values and chosing them
from alternatives one has to learn to choose a behav-
ior after considering consequences. An useful tool to
facilitate this process is called ‘Climbing up the ladder:
The worksheet supporting this exercise can been seen
at figure 1. This technique deals with stories that are
accomapnied by strong emotions on the part of the
participants. Usually it is best to work with stories that
can be linked to ‘ambivalent’ feelings (e.g. happiness
and sadness at the same time) as in these types of sto-
ries contoversial values can be found most of the time
and thus give a great opportunity to discussion and to
consider consequences.

We start by explaining that we will work with stories
and tell each participant that they should think of one
that has been arousing strong emotion in them lately.
The counsultant can give an example of this (but has
to be aware that giving examples can prime the topic
or emotional tone of stories that follow). One example

3. For further information on the technique read: Kirschen-
baum, H. (2013Values Clarification in Counseling and
Psychotherapy: Practical Strategies for Individual and Group
Settings. Oxford University Press, 2013 ISBN0199972184,
9780199972180

could be a piece of news that stired some discussions
at the time either at an international or at national lewel
(e.g. an international news: (In 2008) Joshua Bell, a world
famous violinist played six Bach pieces at a metro station
in Washington D.C. for 45 minutes. During that time he
collected 32 $ and 6 people stopped to listen to him play-
ing. When he finished playing no one noticed, there were
no applause. Two days before this experiment’ all tickets
at an avarage prize of 100 S were sold out to his concert
in Boston.; a national one: Zsolt Eréss a professional
mountaineer, who due to a prior accident had an artici-
fial leg went on a expedition to Kangchenjunga (8586 m).
He had a 24 years old partner with him. They reached the
peak altough other climbers gave up the quest as they felt
there would be a great danger of not being able to return
since they didn't start the day from the camp base, but
from a bit further down on the mountain and it was al-
ready late in the day. After successfully reaching the peak
Er6ss and his partner disappeared. Their bodies haven't
been found yet.)

The purpose of the telling of the stories is to be able to
form a group discussion afterwords. With each story
being told the counselor asks the ‘owner’ of the story
to give a title or a keyword to the story, that is written
on a card and put on a board or on the wall where it
is clearly visible to everyone. For example the stories
stated as examples could be called ‘metro station’ or
'defeaned ears’ and ‘audacity’ It is easier to work with
less stories (about 7-8) but if every participant tells one
we may decide to work on all of them. The time needed
for this execise is circa 50-70 minutes (depending on
the number of stories, as well).

Before the group discussion each participant has to
make his own hierarchy of the stories on the worksheet
based on the intensity of feelings they associate with
consequencies. On the highest rung of the ladder (see
figure 1) the keyword of the story that had mostimpact
on them and the accompanying feelings should be
written down. The next rung represent the next story
in one’s rank, etc.

After successfully completing this task group discussion
follows with the counsultant as mediator. As the discus-
sion’s aim is to form a shared hierarchy among group
members, it should be focused on feelings of par-
ticipants about consequences of the stories. This also
gives a great oppurtunity to practice previous levels’
achievements (such as publicly affirming one’s values).
The counselor should ensure that discussion stays on
track and that group members communicate in a vio-
lence-free way with each other, accepting contorversial
views equal to their owns. Discussion can sometimes
be quite 'heated’ (from emotions) especially concern-
ing higher rank stories. For example the above mention



climbing accident stirred up a lot of questions in group
members along the line of values (as Eréss had two little
children some peoplearguedfamily should alwayscome
first, while others thought one should always follow
one’s dreams and that climbing was his true ‘profession;
etc.). After having agreed on the hierarchy it should be
visualized (e.g. putting card on the ladder of the group)
and values of the stories could be linked to work val-
ues (e.g. Super’s). Group members can share what they
experienced troughout the exercise and what they
have learnt from it. One of the core ideas they should
be able to become aware of that values have effect
on our actions and that consequences (on our own life
and on that of others, as well) should always be taught
of in the process.

“CHmbing up the ladder”

Kevword of story Feelings

Figure 1: Worksheet to stage 4
(chosen after considering the consequences)

CPsz 4nZa ia)éq StreSTAYO

Stage 7 — acted upon consistently

On the last level of values clarification technique one
has to realize that it is not enough to cherish or act
upon one’s values occasionally, but this should be done
whenever it is possible. In career orientation groups it is
crucial to argue this about one’s choice of occupation.
To foster this notion a grid can be filled out where one
can mark according to each given activity on a workday
the following:

1. How often do | engage in this activity? (daily /
monthly / seldom)

2.Is this activity carried out of habit / because | am made
todoite.g.compulsory/based on afree will and choice?
3. Do cherish the value of this activity?

Oncethe gridis filled out we can go through it with each
group member asking them to state what alteration
they will make in the future on this activities to better
mirror their values and thus resulting in better choices
and purposefulness. They can also make a career plan
after this summary to state each step with the time they
intend to do them, to ensure that the group sessions
will have real impact on their future.
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According to Polish Qualification Framework (PQF),
similar to EQF - the term -“competence” we can define
as learning outcomes which are divided into 3 following
areas:

knowledge,

skills and

social competence.
Certificated by diploma ability to use knowledge
and skills we call qualifications.
Currently being modernization of the qualifications sys-
temin Poland, as an instrument the public policy for life-
long learning. In Poland, the qualifications are awarded
in the education and higher education systems as well
as outside of these systems within various structures,
institutions and organizations.

It is assumed that the Polish qualifications system will
distinguish between “full” and the narrower in scope
“partial” qualifications (always assigned to a specific
level). Obtaining full qualification will enable a person
to begin the process of achieving full qualifications at
higher level. Acquiring “partial” qualifications at a given
level will not provide the basis for beginning the pro-
cess of full qualifications at a higher level, but will mean
that a portion of the requirements required for a partic-
ular full qualification have been fulfilled (and these may
be accredited to the same qualification as in the area
where the partial qualification was achieved, or to
a higher or lower level). Full qualifications are assigned
only by educational and tertiary institutions.

There are various tests and questionnaires. Psycho-
logical tests could be used only by psychologists. Other
questionnaires could be used by career counsellors
(without psychological education).

Labour sector

The Ordinance of the Minister of Labour and Social
Policy of 14 September 2010 on standards and condi-
tions for provision of labour market services (Dz. U. of 2010
No 177, item 1193) specify among others things
the use of the vocational counsellors diagnosis “tools
and methods.

Educational sector

Psychologist, career/vocational counselor, teacher,
pedagogue. It depends on tool. Sometimes it's required
psychological education (minimum MA in Psychology)
or courses which allow to use specific tool.

Labour sector

Vocational counselors providing services in the field
vocational counseling in the labour offices based on
available methods, techniques and tolls are diagnosed
vocational competences. The use of special diagnosis
tools must be preceded by appropriate training.

In Poland there are many private institutions that have
different tools and methods to test competences, there
are also private training institutions that provide train-
ings for those who want to use of different tools to
testing competences.

Most often used:
Individual conversation, career interviewing
Questionnaires and surveys,
Tests
There are also used:
Assessment and Development Centers, checklists,
vivid techniques, Q-sort, SWOT analysis, work
on metaphors.



Tool/method

Describe

Who?

Individual
conversation,
career

Individual face-to-face meeting, which focuses on helping to
choose the educational and career paths. It's a perfect field to
explore client’s abilities, interests and so on. During meeting
contract is concluded, determined to cooperate. Providing

the conversation, it is important to take care of the place, time.

Everyone

interwieving Effectiveness depends on the counsellor’s skills: ability to build
relationships, to make safety atmosphere etc.
Tests and Tool uses to exploring different kinds of skills and abilities by It depends on age (generally

questionnaires

answering for a set of questions and do other tasks. A properly
designed test should be accurate and reliable

older children and adults)

Art projection
techniques

Multitask tool which uses different art techniques like - collage,
painting, drawing, drama etc. It required individual or work
group. It’s ideal tool to search unconscious talents, interpersonal
and communication abilities etc.

Everyone

Individual conversation/
career interviewing

Tests and questionnaires

Art projection techniques

Possibility to diagnose a lot
of aspects in the same time; It
could be used with everyone;
Focus on client’s needs

A lot of people could be tested in

the same time. Simply to use, versatility;
possibility to get fast results; basis to
provide career consultation, simplify
the process of diagnosis

Good method to open

the client, activate his creativity;
interesting. Different techniques
could be used (for ex. Art).
plenty of rope - creativity

Necessity of calm and
comfortable place; multiplicity
- of interpretations; time —
consuming; demand huge
experience, trained counsellors

Diagnose of selected competences,

the risk of wrong formulation of

the question. Versatility. Sometimes it’s
demanded some special permission to
use it (certificates, courses, psychological
background); results could be cheated/
manipulated; wrong interpretation
could make harm, client could feel fear
and distrust

Unreliable; multiplicity of
interpretations; difficulties
in the interpretation
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Some psychological tests are available online or as
a computer programs ex. WKP (Multidimensional ques-
tionnaire of preferences), which is more and more pop-
ular. There are also exist various questionnaires for self-
examination (based on J. Holland theories).

Max - Career

Sometimes teachers uses Facebook game “Max Career”
in school. It was made by ECORYS.

The game has been designed as a new approach to
edutainment and web fun. The idea was to tell young
generation about possible future paths that can be cho-
sen in their adult life.
https://apps.facebook.com/maxcareergame/?fb
source=search&ref=ts&fref=ts

Career to the max

Counselor’s toolkit containing scripts which could use
game Max Career; media guides; tests online as: “Am
| creative?’, “Am | assertive?”
http://www.progra.pl/kariera-na-maksa/

Talent game

Project co-funded by EU. TalentGame concerns voca-
tional guidance and vocational aptitude tests. Game
is designed for children in different groups of age (7 +,
12 +, 16 +) as a very modern, attractive tool for them.
It is an innovative project that have no counterpart in
Europe.

http://www.talentgame.pl/

Career Compass

Popular online test for youth and students. The ques-
tionnaire prepared by Career Office of Silesian School of
Economics. It consists 100 short questions (half of them
concerns the character traits, half - skills).
http://www.edulandia.pl/studia/0,131670.html

General Competence Test

This new tool is designed to test the competences of
person aged over 50. The tool has been developed to
study personal, social, managerial and business compe-
tences.

The test prepared by PBS Sp.zoo in Sopot.

Social Competence Questionnaire
SCQ is a measure of social competence skills under-
stood as conditioning the effectiveness of human

functioning in various social situations. In addition to
the overall index questionnaire also provides three
specific indicators, defining the level of competence
of disclosure in social exposure situations, situations
requiring assertiveness and interpersonal situations
of close contact.

The questionnaire consists of 90 items, which are infini-
tive identify the various activities. The test evaluates the
effectiveness of a four on the scale at which it is carried
out. 60 of these (and only these are included in the key)
is a function denoting deal in all kinds of social situa-
tions that may be considered difficult situations. There
is also a computer version of the SCQ and a program to
calculate the results (PSI-TEST).

The questionnaire prepared by Polish Psychological
Testing Lab.

Man at Work Questionnaire

Man at Work Questionnaire is designed to measure the
locus of control relating to the work. The questionnaire
consists of 60 items in the form of statements claiming
respondent replies to the four-level scale. Results of the
questionnaire consists of two main scales: Control Scale
and Locus of control Scale. Performance in MWQC also
differentiates professional groups whose job duties are
characterized by different levels of autonomy and inde-
pendence (for example, people in leadership positions
vs. subordinates).

The questionnaire prepared by Polish Psychological
Testing Lab.

Via internet, courses, seminars, message boards.

Tests for diagnosis competences prepared by
Polish Psychological Testing Lab can be purchased
by labour offices for the purposes conducting of voca-
tional counseling.

In Poland, there is no a coherent system for diagnosing
adult competence. Competences confirmed by a body
authorized for this purpose called “qualifications”. Cur-
rently being modernization of the qualifications system
in Poland, as an instrument the public policy for lifelong
learning. A key element of the qualifications system is
the Polish Qualification Framework (PQF), which will
describe the mutual relations among qualifications and
integrate various national qualifications subsystems
in Poland. The PQF will also establish the hierarchy of
qualifications levels. Eight levels will be distinguished in



PQF, with each level assigned to its equivalent in Euro-
pean Qualifications Framework.

Systematising the qualifications within the PQF will
provide greater transparency, access and quality of
the qualifications that learners will be able to achieve
through various learning paths, including formal
and non-formal and informal learning. Work is under-
way to the development of the National Qualifications
System and the National Qualifications Register. In the
proposed approach, “formal education” is profession-
ally organized and implemented cycles (programmes)
of education intended to lead directly to the learner’s
achievement of qualifications included in the national
qualifications register. “Non —formal education” is also
professionally organized and enables a learner to ac-
quire new competences, but it does not lead directly to
the award of qualifications that are included in the na-
tional qualifications register. “Informal learning” is not
organized at all (by a professional entity) and obviously
also does not lead directly to the achievement of quali-
fications found in the national register.

Diaprezamus
Diagnostic package - methodical process of career
guidance to support children and young people.
The main objective of the project “Diaprezamus” is to
create a standardized diagnostic tools enable the study
of interests of young people.
It consists of:

diagnostic Tools

Methodological and information materials for
the student and his parents

Methodological materials for teachers
http://www.diaprezamus.us.edu.pl/node/6

Recognition abilities and interests

Tests examine abilities and interests of students. There
are three kinds of tests- for children in primary school,
secondary school, and high school
http://predyspozycje.interium.com.pl/

Methodological support the process

of recognition of aptitude

Tests for self- examine. It could be used also by teachers
and career counselors. There are 4 tests: two tests are di-
rected into children from primary school (age 9 an 13),
for children from secondary school and high school
http://rozpoznawanie-predyspozycji.uni.lodz.pl/nar-
zedzia/gimnazjum/

Miokozz

MEOKOZZ is intended for use in counseling for children
and young people.

The results inform the intensity of preferences
http://zasobyip2.ore.edu.pl/pl/publications/
search?keyword=m9%C5%820kozz

Teaching materials to support the process to recognize
professional abilities and interests of students
Questionnaires for children and youth. It includes: cre-
ative attitudes and intra-/ interpersonal attitudes
www.wybieramzawod.pl/testy-i-materialy

Jobfitter, personal headhunter

The website provides recruitment services. These are
free of charge to the public tests of competences: cog-
nitive, personal, social, managerial, commercial and Test
values of the work.

www.jobfitter.pl

In the years 2010-2014 carried out in Poland project
“Study of Human Capital in Poland (BKL)" It is a labour
market monitoring project that is unique in Poland and
Europe. By 2014, the Polish Agency for Enterprise Devel-
opment (Polska Agencja Rozwoju Przedsiebiorczosci,
PARP) in collaboration with the Jagiellonian University
will trace - in five rounds of research — how the structure
of competences is changing in the labour market. This
extensive research project seeks the answers to the key
questions about the future asked by schoolchildren,
students, employees, employers, and public institutions
responsible for the shaping of policy related to human
capital at both national and regional level. One of the re-
ports generated in 2012 by the project is titled “Compe-
tencies as the key to the development of Poland”.

Some research is done by organizations as - PTP (Psy-
chological Test Laboratory of the Polish Psychological
Association), IBE (Institute of Educational Research).

In 2008, the Ministry of Education announced the Com-
petition no 4/POKL/3.4.3/08 “Development of diagnos-
tic tools and teaching materials support the process of
recognition of professional abilities and interests of stu-
dents”to develop projects co-financed by the European
Social Fund under the Human Capital Operational Pro-
gramme 2007 - 2013, Priority lll“High quality education
system’, Measure 3.4, Sub-measure 3.4.3 - Promoting
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learning lifelong Human Capital Operational Pro-
gramme 2007-2013.The aim of the competition was to
create tools and teaching materials for use in the plan-
ning of educational paths and career students. Accord-
ing to this project, there was created “Diaprezamus”.

In 2012 Ministry of Labour and Social Policy initiated
project co-financed by the European Social Fund un-
der the Human Capital Operational Programme 2007
— 2013 Priority | “Employment and Social Inclusion” in
which to be established the tool for testing the compe-
tences. Project will be realized in 2012-2014.

Educational and labour field — interests, abilities,
strengths and weaknesses, social skills, communication
skills, coping with stress, etc.

Properly designed test should be standardized, valid,
reliable, objective, norm-referenced and adapted to
the culture. Most of tests, which were mentioned above
fulfill the requirements of a psychological test.

Psychological Test Laboratory of the Polish Psychologi-
cal Association - PTP (http://www.practest.com.pl/)
National Centre For Supporting Vocational And
Continuing  Education (NCSVCE) - KOWEZiU
(www.koweziu.edu.pl)

In Poland there are many private institutions which
provide commercial trainings concerning different
tools testing competencies.



Eliza Jarmotowicz-Zalewska '

There are different definitions of coaching, as there are
different models, methods and tools used by coaches
coming from different schools and coaching organi-
zations. In my coaching practice | usually refer to two
fundamental sources: ICF (International Coach Federa-
tion), the largest international organization for coaches,
and CoachWise™ (one of internationally recognized
coaching models and methodology). One of the defi-
nitions of coaching is presented by ICF, in its Code of
Ethics:‘Coaching is partnering with clients in a thought-
provoking and creative process that inspires them to
maximize their personal and professional potential’ An-
other definition, taught in Coaching Center — one of the
oldest and biggest coaching schools in Poland, based
on CoachWise™ methodology, is my personal favor-
ite: ‘Coaching is the process of helping people achieve
what they want, without telling them what to do nor
doing it for them! The essence of coaching is imprinted
in the above definitions, underlying what is the nature
of coaching process and coaching relationship, and
what are the responsibilities of the coach and the client
in that relationship and during the coaching process.

For the coaching to happen and be successful, bringing
the results and effects for the client, there are certain
conditions and rules to be met.

- as a coach you need to trust your clients
and in order to do so, you need to have a set of beliefs
that will make you believe in them. You need to believe
that your client is:

Good - client has good intentions and willingness to
create good things and positive results for him, his envi-
ronment and for the world. You cannot be judgmental
in any way. Your role is not to teach your client about
right and wrong. It is not about leading him according
to your values, but rather about letting him discover
and act based on his values. If you are not able to be-
lieve that your client is good, it is better for you not to
coach him.

Wise — client is the master of his life, in his matters
and goals. He has all the answers in himself, as a coach
you only need to help him get to those answers. He
knows what is important and what you both need to
concentrate in during coaching process. His wisdom re-
sults from connecting his knowledge (self-knowledge

1. Certified Coach CoachWise™, member of ICF Poland,
eliza@inspiration-partners.com

and knowledge about the world) and experience with
skills and intuition. If you don't believe that your client
is wise, your questions will be limited and you will allow
yourself to be skeptical or critical towards your client.

Creative - client is creative, able to create new reality,
at recreating the client himself and his life. This belief
supports you as a coach in not taking over the responsi-
bility of the client to create solutions and achieve goals.
Otherwise you may start giving your client advises.

Capable - client is capable to achieve what he wants

or needs, he is strong, courageous and has all the re-
sources required to do so. As a coach you are not stron-
ger or wiser than your client, you just have coaching
skills and experience, that are giving you the mandate
to coach others. If you do not believe that your clients
is capable to achieve his goals, you may want to try to
achieve them for him.
Based on trust, the client is steering the coaching pro-
cess and moving towards achieving the results. You may
add your own beliefs to the ones mentioned above, that
will help you build trust to your clients. Think about any
beliefs that will support you in that.

- coaching is a creative process, aimed
at creating new reality for the client, his life and environ-
ment, at re-creating the client himself, connected with
accountability for what is created. For that purpose it
is important for the client to focus on creating vision(s)
and not on solving problems, on creating new compe-
tences rather than judging current ones. It is important
for the client to realize what he wants to create, what is
important for him, and only then connecting it to other
parts of his environment, relationships in which he is,
etc. Your role as a coach is to make sure that the process
is focused on creation.

—is one of the most important assets that
the coach brings into the coaching process and rela-
tionship. The whole attention of the coach is directed at
the client, who is placed in the center of the coaching
process. When you are fully present, you're being obser-
vant, careful, calm, focused, you have good perception
of things (words, moves, emotions, ect.) you are very
self-aware, knowing exactly how you impact your client
with every question, with your voice, body language,
your emotions and moods. Having all that knowledge,
you are not only able to give your client the highest pos-
sible value, being supportive in the process and creat-
ing proper environment, but also by being true mirror
to your client, in which he can see himself, both in de-
tails and from meta-view.
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- in a coaching relationship there is
no master and student, both coach and the client con-
tribute to the process, focusing on and engaging fully
on the goals and the way to achieve them. This relation-
ship has to be built on trust, mutual respect, honest
and open communication whenever required. Build-
ing partnership starts at the beginning of coaching
process with determining all the details of cooperation
and agreeing on rules, and it never ends - it is continu-
ous work to maintain the partnership until the coaching
process ends.

— contrary to the construction ‘Yes, but.. .,
‘Yes, and'is an expression of acceptance both verbal as
in attitude. In communication it transforms the relation-
ships, making it possible to really hear each other out, to
show respect and to focus on what isimportant for both
parties instead of arguing and trying to convince each
other. In attitude towards life, it gives the acceptance
for what happens, which builds the foundation for any
change, increases our flexibility to respond in new ways
and expands our ability to improvise, which is impor-
tant both for the client and for the coach. It allows you to
create what you want, based on what you already have.

—allows coaching relationship to be-
come deep and meaningful, allows client to risk, to be
brave, to try new things and new ways. When the coach
is committed to the client and his goals, the client
wants to achieve more, feels motivated and has higher
aspirations. Commitment and engagement mean do-
ing the best you can, doing whatever is in your power.
For the coach it means that he is dedicated to the pro-
cess and to the goal and matter of the client, that he will
remain with the client even in difficult situation and not
knowing what to do next. Without commitment of
the client, coaching process will not work and most likely
will bring no results.

Accountability for creating the right environment, shap-
ing relationship with the client and making sure that all
the rules are followed, lies on the side of the coach.
During coaching process coach applies four skills, that
are absolutely fundamental:

- questions that are open and
opening, starting with ‘who;, ‘when; ‘where; ‘how; ‘what,
etc. Questions that are short and without content,
brave, deep, and letting the client discover something
new, something that he was not aware of or he didn't
know about. Those questions should also be adequate,
related to the situation, stage of coaching process and to

what client said moment ago. Notice also the way you
ask questions - it is as important as the question itself.
Askyour questions with real curiosity but no inquisitive-
ness. Avoid asking ‘why’ - it usually initiates defensive-
ness, response to judgment or guilt. Avoid asking long
questions, they will usually suggest answer or include
your own beliefs, directions, possibilities, opinions. Be
prepared that your question may be missed.

— with your ears, eyes, mind and heart.
Listen to everything, all words and their meaning but
also emotions, feelings, thoughts hidden between
the lines, what is being said and what is not. Open all
channels through which you can receive everything
that comes from the client. For that kind of listening
you need to trust your client, you need to accept him
and whatever comes from him, without judging it.
You need to be focused, placed in here and now
and very observant.

- you are the mirror to your client. You
reflect everything so that the client can see himself
in you. It means you need to reflect the words (para-
phrase), indicate the change in body language, mark
noticed emotions. Do not imitate, but use the same
words, terminology, metaphors the client used, who
and how the client is or seems to be. Do not attach to
your perception, if the client doesn’t agree - let him.

—is just and addition to asking ques-
tions, listening and reflecting. Giving support should
not exceed 5-10% of the time spent in the coaching
interaction between the client and the coach. You can
support your client by being enthusiastic about his
goals and what he already accomplished, by encourag-
ing him to take risks, motivating to do something new,
brainstorming with the client, giving knowledge or
advising more beneficial belief. While giving the client
support, trust your client and believe in his capability,
creativity and wisdom. Your support will be then much
more beneficial to the client then if you thought he
needed you to teach him.

For more information about coaching skills you may
also refer to ICF Core Competences, which describe
what can be expected from ICF accredited coaches.
Coaching process is usually build from four to six phas-
es including: goal setting, creating vision, reality check,
planning, actions and review.




FCVIEW ACTION

It is crucial for the coaching process to start with goal
setting and describing the purpose / exploring vision,
and then checking the reality. In this way creative ten-
sion is being created and it gives the client power, ener-
gy and motivation to achieve the goal. Planning phase is
most of all about exploring different options, looking at
the consequences of each of them, and finally choosing
the way which is the most suitable for the client. Most
suitable may mean different things to different people.
For one client it may be the shortest way, for the other
one the fastest way, and for someone else it may be
the way through some important point. The phase
in which the client implements his actions, is the one
in which coach does not participate, but then again
there is another session, which should start from the re-
view of what happened and what are the conclusions
taken out of the experience by the client. This sequence
of phases may apply to the whole coaching process, to
the work on one goal or to one session, depending on
the needs of the client, then number of goals and the
pace in which the client moves forward in the process.

In all phases of the coaching process, and especially dur-
ing creating vision and checking reality, it is important
to explore with client the field in which he wants to be
or the one in which he is right now. The field comprises
from all available resources, that are accessible to the
client in his current reality, but also the resources that
he needs to acquire in order to achieve his goals. The re-
sources may be physical (objects, places, things, money,
time, etc. — all things that are countable), intellectual
(knowledge, experience, skills, know-how, licenses,
computer programs, ideas, etc.), emotional (feelings,
emotions, characteristics, emotional intelligence, self-
awareness, etc) and social (contacts, networks, em-
ployees, coworkers, partners, family, suppliers, heroes,
mentors, teachers, etc)) and it is important to explore
all kinds of them. Both clients and coaches usually have
tendencies to focus on one or two kinds of resources,
and in such cases it is the role of the coach to expand
the perception of the client. In some cases resources
require structures or domains to become accessible to

us, i.e. money in our bank account is our resource, but
we can only access it through the structure of debit card
or online access to bank account, which in turn is acces-
sible to us through the domain of banking system as
such. In the coaching process it is important to look for
and name the structures and domains that can enable
access to new resources or increase the awareness of
available resources.

During coaching process the coach uses variety of tools,
exercises, tasks for the client to complete. What is most
important, all those tools are designed to explore new
areas for the client, expand his self-awareness and make
him create and practice new behaviors, new beliefs,
new attitudes and new ways of handling things in his
life, to support his aware decision making and realizing
what are the consequences of all his choices. In this
way it is strictly determined, that tools used in the
coaching process are not aimed at diagnosing, but
at building self-awareness and letting the client
widely explore himself, his life and his environment,
which you can call self-diagnosis. It is very important
not to include any evaluation and judgment into coach-
ing process, because if it becomes part of the coaching
process, it has negative influence on the essence of
coaching, which in turn leads to transforming coaching
into something else (counseling, consulting, mentor-
ing, etc.) and may interfere with achieving goals set at
the beginning of the process. In case it is absolutely nec-
essary, and as coach you are convinced it will be good
for your client (that is always the first priority) and you
will use diagnosis in your process, you are obliged to in-
form your client that this is not coaching.

On the other hand, if you are not in the coaching pro-
cess (and it is clearly stated and communicated to
the client), you may use different tools used by coaches
in coaching processes, as far as your profession allows
it. You may use it in the same form, you may also adapt
them, depending on the goal you want to achieve with
your client. You may not only help your client build his
self-awareness, let him self-diagnose himself in a way,
but also use those tools to diagnose his competences,
motivations, values and potential. Some of the coach-
ing tools will let you explore the skills, competences
and talents, or the reality of the client and his situation
(professional or personal), some other will go deeper,
letting you and your client determine motivations,
natural drives, visions, values or ideal self, which the cli-
ent is internally willing to grow to. That in turn may
show the natural direction in which the client would
like to develop himself, the one that is consistent with
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him and that will give him at the end most satisfaction
and happiness.

There are some methods and tools that are very com-
monly used in all kinds of coaching or even in other
supporting services like therapy, consulting, counsel-
ing, mentoring, training, etc. Other can be more spe-
cific and applicable to certain kinds of coaching, or can
relate to specific coaching models or schools. Below
you will find short, exemplary list of tools and methods
used in coaching, with some short descriptions. You
may know some of them from your counseling prac-
tice, business running practice or other areas. The two
exercises presented during workshop are described
in the presentation that is also attached to this article.

- graphic method of creation,
usually used to invent or create picture of the fu-
ture, in a very plastic form, that can be seen, touched,
smelled, etc. Visualization can be an internal process
(imagine and describe), it can also be performed, paint-
ed, sketched, collaged, etc. Technique that you use is
your choice and depends only on your inventions and
preferences of your clients.

— is one of the steps in the goal-setting
process, allowing to identify exactly what we want
and how we want our reality to look like in the future.
It is also used to create motivation to reach the set goal,
which usually requires lot of energy to make decisions
and perform actions.

—there
are different ways to identify and prioritize values, iden-
tifying can be achieved through a checklist, prioritizing
through comparing every pair of values and choosing
more important one. You can also perform funny and
engaging exercise like 9 lives which was presented dur-
ing the workshop. You will find description of that exer-
cise in the presentation attached to this article.

—_— eX_
ercise using the visualization technique, allowing to
identify the ideal self, picture of who we want to be
in the perfect circumstances, in the future.

(depending on the area on which
the coaching process focuses) — simple exercise that
allows identifying most important parts (which can be
translated into values) of specific area, seeing interde-
pendencies and evaluating current and required level
of satisfaction from each part. This exercise is very of-
ten used to set goals at the beginning of the process.

Invariation related to job and professional area, it can be
a basis to determine what competences, characteristics
and drives the job requires, which of them the person
already has, and on which of them he or she needs to
work.

(of the client, of specific situation,
of different scenarios before decision making) - this
tool is not specific to coaching, it is used in many differ-
ent situations in private life and in business. It helps to
evaluate current status of the situation, it can also help
to evaluate and compare ideas, solutions, scenarios, be-
fore decision taking.

- creating different sce-
narios for the future prepares the person for differ-
ent things that may happen, including the best ones
and the worst ones. In that way, whatever happens,
the person may behave much calmer and in a stable
way, having in advance knowledge of what to do, what
are the possibilities and the consequences of potential
decisions. Since scenarios are built before the situation
arises, they are usually separated from the emotions
caused by the situation, they make it easier to take de-
cisions.

- simple matrix allowing
to order and prioritize tasks and responsibilities, by put-
ting them in one of the categories: urgent & important,
urgent & notimportant, not urgent & important, not ur-
gent & notimportant. This exercise gives clarity of what
is really important and has influence, what the person
should focus on, and it shows where the energy is be-
ing put currently and what are the things that take us
away from what is important.

- simple list allowing
to clearly see all positive and negative sides of the situ-
ation, decision, job, etc. It helps to see the things more
objectively, for what they are, and to take decisions,
especially when you connect it with the list of
prioritized values.

- writing down
what you do or feel every day, few times a day or at
specific events, for a specific period of time, may help
you realize where you put most of effort and energy,
which activities bring you most results, how much
time you need to perform specific tasks, how you usu-
ally feel and what are the dominant emotions in your
life, what situations cause which emotions. At the end
it increases self-awareness and ability to name your



feelings and emotions, it also increases the effective-
ness of self-management.

you may write down everything that happened, what
you did, what you thought about different things, etc.
Journaling may also be specific for an area or sphere of
your personal or professional life (i.e. activity log, emo-
tion log, etc.). It increases self-awareness, allows to see
the things in a more objective way, identify the things
that require changing.

—tech-
nique used to make notes, plans, develop ideas, present
or communicate plans and ideas to others. Based on
the saying that ‘one picture is worth more than a thou-
sand words'it allows to include lot of content into small
visual form — usually one piece of paper. It also supports
creativity, since it is activating right part of our mind.

- all activities that
engage the body to participate actively in the process.
It can be as simple as identifying in which exact part
of the body specific emotions, states like happiness or
sadness, etc. are located. It can include coaching while
being active - roller skating, biking, hiking, walking, etc.
It can also refer to performing arts like drama or danc-
ing. It is very powerful, because it makes it easier to en-
gage in the process both parts of our brain. Our body
also always tells the truth — knowledge and awareness
coming from the body is free of analytical thinking of
our mind, therefore much more objective.

- similarly to body engag-
ing activities, artistic activities also help to engage left
and right side of our brain. This technique can be used
also to make it easier for the client to open up or realize
some difficult facts about himself or his reality. Some-
times it easier to draw or act something or someone,
than say it directly.

- per-
forming a role or acting someone else, may make it
easier for the person to break own limitations or expand
the perspective and broaden the view on the situation
and possible solutions. Acting for a while as another
person that the client is in any relationship with, can
also be used as an exercise in potential conflict situa-
tion to realize what are the views and perspectives of
the other side of that conflict.

- accompanying someone for few
hours or a day, may bring a lot of information and feed-
back in regard to current behavior, relationships,

characteristics and motivations, which then can be
discussed, broken down into pieces and used to draw
conclusions, realized need for change or build self-
awareness.

- technique coming
from drama and performing arts. It can be used to teach
someone how to not get attached to things, situations,
people and circumstances, creating space for flexibility,
openness, ability to let go and accept things as they
come and go.

(in life, in one area of life, at home,
in the office, etc.) — an exercise based on the assump-
tion, that when you clean your‘surrounding; it will make
it easier for you to think, see what is important for you,
you will get more clarity and peace internally. Usually
the things that we are ought to do, that are not done, re-
quire much more energy and our mind’s attention, than
simply just doing them.

- in many situations
we notice our failures, and we tend to remember about
them and consider and reconsider them all over again,
spending a lot of time and energy to give them our at-
tention. But when it comes to successes, we tend to treat
them as something normal, passing over them quickly
and going to other things we should do. In the coaching
process we very often stop with the client to celebrate
what he already achieved, encouraging to enjoy the ef-
fort and its results.

- easy and disobliging way

for the client to discover something about himself, usu-
ally values, characteristics, strengths and weaknesses,
motivations, details of relationships, etc. Description of
that exercise is attached in the presentation from the
workshop, you may also make variations, depending on
the goal of the exercise.
The above mentioned exercises are just examples of
those methods, techniques and ways used in coaching.
Inspirations for creating and using new exercises can be
found everywhere. Each and every exercise, method,
model, system, tool, etc. used in any other area (busi-
ness, therapy, sciences, and any other area) can be an
inspiration to create or adapt a coaching tool that will
fit the needs of the client and will make him reach his
goals. As stated before, it is important to be aware when
the tool is used in coaching purposes and when the aim
is not coaching-related. The client must always be aware
and has to agree to being coached. You need to use
those tools in a way that complies with that rule.
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Pawet Jurek'

The purpose of this article is to present the methodol-
ogy of Situational Judgement Test (SJT) - a method
for measuring competencies. Theoretical background
for STJ - in the context of the diagnosis of employees -
is Competent Performance Model. The most important
aspect of this model is behaviours that promote peo-
ple’s effectiveness at work. In addition, one of the key
components of the modelis practical knowledge, which
is measured by SJT. The article also includes a variety of
approaches to creating this type of tests, and identifies
the main areas of the application of Situational Judge-
ment Tests in practice.

There are several types of tests used in competency
assessment. The first group of tests are ability tests
and personality questionnaires. Tests of this type are
used for the assessment of competencies when com-
petencies are defined in terms of individual differences.
However, in the case of behavioural approach to compe-
tency, these methods measure the potential rather than
performance. The second group of tests are self-report
questionnaires. Self-descriptive questionnaires have se-
rious and well-known limitation - the results obtained
by test-takers are based on declarations and self-knowl-
edge. For this reason, questionnaires are not resistant

Predisposition (be able to)

Practical
Knowledge
(know
how!
Behavioural
Intention
(want)
Skills
(can)

Performance
(behave)

to manipulation by people who fill out the tests. Fi-
nally, the third group of tests are situational tests. They
consist of descriptions of situations and questions
in the form of tasks to be performed in those situations.
This method helps diagnose some people’s character-
istics (e.g. practical knowledge) in order to predict fu-
ture performance.

The theoretical background for the use of Situational
Judgement Tests to diagnose behavioural competen-
cies is Competent Performance Model. The basic as-
sumption of this model is that the professional com-
petencies are manifested in behaviours leading to
the expected results. These behaviours are conditioned
by several factors. First, as a necessary condition that
the person acted in an appropriate way, he or she must
know how to do something. Secondly, it is necessary
that he or she has the skills to do it. Third, the person
must want to do it. These three components (knowl-
edge, skills and will) are essential for a competent ac-
tion. In addition, the behaviour depends on personal
attributes such as ability and personality. In some cases
it is also certain expertise, for example, on procedures,
equipment or products. Finally, the situational context
cannot be ignored. To behave in the correct way an
opportunity to demonstrate a competence is needed.
For example, when we want to show how well we

Expertise (know that)

Result (achieve
the goal)

Conditions (have a chance/ have the opportunity to)

1. PhD, Institute of Psychology, University of Gdansk
IE-TC

Figure 1. Competent Performance Model.



communicate, we need an opportunity to talk with oth-
ers. When we want to show how well we sell, we need
to be in a situation where we sell something.

Figure 1 presents a relationship between all elements
of the model.

From the perspective of Situational Judgment Tests,
the most interesting component of a competent action
is practical knowledge, also called tacit knowledge.

Tacit knowledge is a concept that was first introduced
by Michael Polanyi and later popularized by Robert
Sternberg, e.g. in the book titled “Practical Intelligence
in Everyday Life"” (Sternberg et al, 2000). According to
the authors, tacit knowledge is the knowledge that is
learned through personal experience, is procedural
in nature, it is focused on understanding how to do
things, and finally, it is used in everyday life, in many
work situations, and not only. People hold units of tacit
knowledge in their memory in the form of scripts. It
looks like this: “if - and here is the description of some
situation, and — here is more information about this
situation, and - here is more information about this situ-
ation (following conditions), then - here is the descrip-
tion of the best or proper behaviour, because - here is
a reason for this behaviour”. It can be illustrated with
a following example:

“If youre with the boss for a formal meeting
with the client and your boss makes a mistake dur-
ing the presentation and your boss does not ask you
to comment then don't correct your boss because
this will allow you to avoid undermining his authority
and ... keep your position”. There are thousands of such
patterns. This type of knowledge is examined by Situ-
ational Judgment Tests.

Knowledge of this type is an integral component of
competence, because it is necessary for a behaviour
that ensures effective performance of tasks. The ques-
tionnaires to measure practical knowledge were de-
veloped by R. Sternberg, in the context of research on
career success criteria for army officers. Working on
the tool was very time-consuming, and included read-
ing literature on the subject (such as manuals, training
materials, procedures), and conducting interviews with
professionals and officers earning success in their field.
As a result of these actions dozens of descriptions of
situations were created with a unit of procedural knowl-
edge in the form “If X, then Y, because Z..." Then tacit
knowledge units obtained were examined for validity
with the participation of experts in the field, in order
to make sure that the described pattern of behaviour
is appropriate. The last step in creating the test was the

construction of questions. Each question contained
a description of a situation, “If X.."along with many op-
tions”“..thenY1/“..then Y2" ... then Y3, etc. Persons tak-
ing the test were designed to assess (on a scale from 1
t0 9), the extent to which each of the options is a good
solution to the problem described earlier.

STJis a test, which presents a test-taker with hypotheti-
cal scenarios and asks the individual to choose the most
appropriate response or to assess the possible respons-
es in terms of their effectiveness.

An example of a competence test constructed in ac-
cordance with the above rules is the Managerial Com-
petency Test. Among others competencies it allows
examining ‘communication’ A response scale is called
“min / max". This scale is simpler compared to that used
in the tools developed by Sternberg et al. Each ques-
tion consists of a description of a situation and three
possible solutions (behaviours). The person’s task is to
evaluate which option is the best and which is the worst
in a given situation.

Table 1. The competency test question.

Question
Your co-worker
shows you a detailed
idea for a solution
of a problem you are
dealing with. After just
a few sentences you
think that this solution
has no chance of
success, because you
tested something similar
before. What do you do
in this situation?
min | max Answers
You allow a colleague
to finish, and then you
share your experiences
on the proposed
solution.
You allow a colleague to
finish and then you ask
a few questions about
the solution in order to
assess how similar his
1 solution is to the one
' that previously did not
work.

Your
assessment
Question of possible

number answers

You interrupt your
colleague and tell him
that you know the
solutions proposed by
him and explain why
they do not apply to
the problem you are
dealing with.
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Source: Own elaboration.

Another example of SJT is the Basic Competence Test
Set (Jurek, 2011), which consists of four tests diagnos-
ing twelve competencies: Influence, Cooperation, Com-
munication skills (Social Competency Test), Analytical
Thinking, Conceptual Thinking, Innovation (Cognitive
Competency Test), Adapting to Change, Focusing on
the Task, Coping (Personal Competency Test), Planning,
Organizing, Controlling (Organizational Competency
Test). Each question examining a particular competen-
cy is composed of a description of a problem, a situa-
tion, a task or an interpersonal situation together with
three possible behaviours or reactions. A person com-
pleting the test is to assess each of the three possible
options according to a 5-point scale (1 - strongly inef-
ficient behaviour; 5 - very efficient behaviour). Answers
provided by subjects are compared with the pattern
established in the standardization studies. The result
of the competence test is the sum of points comput-
ed for a 5-point scale for competence development
(@ competency level).

The third example of the STJ is Tacit Knowledge In-
ventory for Managers (TKIM) developed by Stern-
berg and Wagner at Yale University (sample questions
in a frame below). The questionnaire presents nine ba-
sic managerial problems and asks respondents to eval-
uate different options for each of the problems. This
questionnaire was extensively validated in the 1990s
by its authors so it psychometric properties are detailed
in the many books and articles.

Interpretation of the TKIM results is based on the level
of agreement between expert opinions (e.g. the best
managers in the organization) and answers given by
the test-taker. Average responses from top executives
in the organization determine the results of the test
and equal to the maximum number of points. Results
are calculated using the following formula: z= the result
of the person being tested — the average expert rating /
standard deviation of experts’ evaluation

Competence tests are used in situations where infor-
mation is needed about a competency of many people
in a limited time (e.g. in the situation of pre-selecting
candidates). With the test results, fast information is ob-
tained on the level of knowledge about the expected
behaviour from the area of the competence. Results
of the test can then be used as a negative selection
screen - applicants who have not received the expected
minimum do not go to the next stage of recruitment.

Example question:An employee who reports to one
of your subordinates has asked to talk with you about
waste, poor management practices, and possible
violations of both company policy and the law on

the part of your subordinate. You have been in your
present position only a year, but in that time you have
had no indications of trouble about the subordinate
in question (...).

Rate the quality of the following things you would
considering doing in this situation an a 1- to 7-point
scale:

extremely bad
extremely good

neither good nor bad

e Refuse to meet with the employee unless
the individual first discusses the matter with
your subordinate.

*  Meet with the employee but only with your
subordinate present.

¢ Schedule a meeting with the employee
and then with your subordinate to get both
sides of the story.

o (W)

The advantage of this method is that testing does
not require a large commitment of persons carrying
out the diagnosis.

Another area of application of Situational Judgement
Tests is diagnosing development needs. For example,
testing all employees of a business unit is a source of
information on gaps in the employees’ knowledge
about the expected behaviour. An average score in the
test determines the form of development activities.
In the case of low test results there are recommended
actions designed to develop knowledge, to present in-
formation about the expected patterns of behaviour,
etc. Due to the fact that Situational Judgement Tests
relate to the measurement of knowledge, they can
also be used in assessing the effectiveness of training.
Each participant of the training solves the test twice
and both results are analysed in order to tell whether
as a result of the training a significant change occurred.



Stages of Situational Judgment Tests construction

The process of creating SJT includes activities associat-
ed with collection of behavioural material, creating test
units and test standardization (including verification of
psychometric parameters). In short, these activities can
be summarized in the following steps:

Creating descriptions of hypothetical situations that re-
quire the tested competency

Creating possible responses to the situation. The first
and second step requires conducting interviews with
people doing the work, which demands competencies
to be assessed.

Choosing a method for assessing possible respons-
es (rating scale). The examples have been discussed
previously in the article: min / max, 5-point scale,
and 7-point scales.

Evaluating the effectiveness of possible responses.
Examining the reliability and validity of the test. This
step requires studies involving several thousand peo-
ple, and the use, of external evaluation of competency
(e.g., other tests, interviews, Assessment Center).

In conclusion, constructing SJT requires a lot of effort,
but it might bring many benefits. In contrast to self-
report questionnaires, SJT examine the practical knowl-
edge that is necessary for a competent action. Readers
interested in details on SJT will find a lot of scientific pa-
pers devoted to methodology, psychometric properties
and applications of such tools. Keywords for this topic:
practical knowledge, tacit knowledge tests, competen-
cy tests, and situational tests.

Sternberg, R. J., Forsythe, G. B, Hedlund, J,, Horvath, J. A,
Wagner, R. K., Williams, W. M., Snook, S. A, Grigorenko, E.
(2000). Practical Intelligence in Everyday Life. Cambridge
University Press.

Jurek, P.(2011). Konstrukcja i zastosowanie testéw kom-
petencyjnych na przyktadzie Zestawu Testow Kompe-
tencji Podstawowych. Zeszyty Naukowe Wyzszej Szkoty
Bankowej w Poznaniu, Nr 34/2011, 281-293.

1. 2.
Aims of the workshop
Creating and use of Situational Judgment Tests (SJT)
to diagnose behavioural competencies * presenting participants with knowledge about the design and
use of Situational Judgment Tests (SIT)
* presenting participants with examples of this kind of test
* practicing some steps of creating this type of competency
tests
Cross Border Seminar 2013
METHODS, TECHNIQUES AND TOOLS TO DIAGNOSE COMPETENCES
Creating and use of Situational Judgment Tests... 2
3. 4.

Different understanding of the competency tests

ability tests and personality questionnaires (when
competencies are defined in terms of individual differences)

self-report questionnaires

practical knowledge tests, tacit knowledge tests (Situational
Judgment Tests)

Creating and use of Situational Judgment Tests... 3

Competent Performance Model

w4 [ i
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Creating and use of Situational Judgment Tests... 4
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Situational Judgment Test (SJT)

Test, which presents the test-taker with hypothetical scenarios and asks the
individual to chose the most appropriate response or to assess the possible
responses in terms of their effectiveness.

Creating and use of Situational Judgment Tests... §

Tacit knowledge

A concept that was first introduced into philosophy by Michael
Polanyi and later popularized by Robert Sternberg*

— learned through personal experience
— focused on understanding how to do things
— practically useful for personal success

An example:

If << you're with the boss for a formal meeting with the client >>

and << your boss makes a mistake during the presentation >>

and << your boss does not ask you to comment >>

then << do not correct your boss >>

because << this will allow you to avoid undermining his authority and ... keep your position >>

* Robert Sternberg et al. 2000. Practical Intelligence in Everyday Life. Cambridge University Press

Creating and use of Situational Judgment Tests... 6

JOBFITTER Competencies Tests Set

* 6 tests of practical knowledge

L=} examining a total of 23

¥ competencies

« individual points on a 5-point
scale efficiency of possible
actions to take in a given
situation

[ == * obtained results are taken into
account in the recruitment
process

* more information:
www.jobfitter.pl (in Polish)

Creating and use of Situational Judgment Tests... 7

JOBFITTER Competencies Tests Set - results

* WO - the number of points
awarded for a question
* R-difference between
i responses of individuals, and
.4 the correct response scheme
X (the pattern established by a
lnﬂxR group of experts)
= = *  maxR - the maximum possible
difference between the
responses on the question and
the correct response scheme

Result for competency = total score of answers to all the questions,
calculated (using the standard table) to result in a 5-point scale: 1 - low
level; 5 - outstanding level

Creating and use of Situational Judgment Tests... 8

General Competency Test

test with one correct
answer

* measured five
competencies identified by
Confirmatory Factor
Analysis: Working with
Others, Team Management,
Organizing, Optimizing,
Business Orientation

* Level of competence is
determined according to
the IRT algorithm

Creating and use of Situational Judgment Tests... 9

10.

11.

Tacit Knowledge Inventory for Managers*

An employee who reports to one of your subordinates has asked to talk with you about
waste, poor management practices, and possible violations of both company policy and
the law on the part of your subordinate. You have been in your present position only a
year, but in that time you have had no indications of trouble about the subordinate in
question. Neither ...

Rate the quality of the following things you would considering doing in this situation an
a 1- to 7-point scale:
1 2 3 4 5 6 7
extremely bad

neither good nor bad extremely good

*Refuse to meet with the employee unless the individual first discusses the matter with your
subordinate.

“Meet with the employee but only with your subordinate present.

+Schedule a meeting with the employee and then with your subordinate to get both sides of the
story.

* Robert Sternberg et al. 2000. Practical Intelligence in Everyday Life. Cambridge University Press

Creating and use of Situational Judgment Tests... 10

Tacit Knowledge Inventory for Managers -
results

Analysis of the TKIM results based on the level of agreement
between expert opinions (e.g. the best managers in the
organization) and answers given by the test-taker:

~average responses from top executives in the organization
determine the results of the test equal to the maximum number
of points

eresults are calculated using the following formula:

z = the result of the person being tested — the average expert
rating / standard deviation of experts' evaluation

Creating and use of Situational Judgment Tests... 11

12.

Stages of Situational Judgment Tests
construction

 creating descriptions of hypothetical situations that require
the tested competency

* creating possible responses to the situation

* choice of method for assessing possible responses (rating
scale)

« evaluate the effectiveness of possible responses - determining
the correct response pattern

« examine the reliability and validity of the test

Creating and use of Situational Judgment Tests... 12




Behavioral Anchored Rating Scale - Communicating*

89

Indicator .
No . 1 - Low level 2 - Basic level 3 - Average level 4 - Advanced Level 5 - Expert level
behaviour
He or she speaks He or she often has In standard situations He or she expresses He or she sets out to
vaguely - usually you problems with the and in the case of very clear and precise, | understand speech,
Clarity and cannot understand formulation of clear simple questions, he even in the case of even for specialized
1 conciseness of what he or she wants and concise or she clearly and complex issues and topics. Shares with
expression to say. expression, even in succinctly sets out his difficult others his methods to
typical situations. or her statements. circumstances. formulate a clear
message.
He or she is not He or she rarely He or she makes sure He or she makes sure He or she uses a
. interested in what he makes sure his or her that his or her that is well understood | variety of ways to
Making sure that . .
the messase was | °F she said was statements were speeches are by others, even when make sure that is well
2 g understood by others. understood by others. understood by others, working under understood. Draws the
understood by . . . .
the others Even if he or she is but mostly in pressure. attention of other
doing it often does so situations where he or colleagues on this
inefficiently. she has enough time. issue.
He or she does not ask | In individual cases, he He or she makes sure Even in a situation of He advises workers on
additional questions or she is questioning that understands the pressure and in contact | how to make sure that
when he or she does other people about the people with whom he with a difficult caller, actually understand
. not understand content of their or she speaks. But he or she paraphrases what others have to
Making sure the . . . S .
. something. expression, but only if | mostly in situations his statement and say.
3 | understanding of . . .
the others he or she receives where he or she has communicates to him,

clear signals from the
others.

serious problems with
understanding or if
this statement is
crucial for him.

as he understood
them.

*Jurek, P. (2011). Reliability and Validity of Transferable Competencies Measurement Performed with a Use of Selected Tools and Methods. In S. Konarski, D. Turek (Eds.), Transferable competencies. Diagnosis.
Development. Management (pp. 113-132). Warszawa: Oficyna Wydawnicza SGH
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Here are five test questions, each of which is a description of a work situation. Your task is to choose among three
possible behaviours the one that is in your opinion the worst (mark X for the answer in the column labelled min)
and the one that you think is the best in this situation (mark X on the selected answer in the column labelled max).

Question

Your assessment | Your client shows you a detailed idea on the problem he is dealing with.

Question | of possible After just a few sentences you think that this solution has no chance of
number answers success, because you tested similar before. What do you do in this
situation?
min max Answers
] ] You allow your client to finish the statement, and then you share your

experiences on the proposed solution.

You allow your client to complete the statement and then ask a few
U l questions about the solutions to be able to assess how the solution, which it
refers, is the one that previously has not worked.

You abort statement client, telling him that you understand the solutions
l l proposed by him and explains why these solutions do not apply in the
problem to which he is engaged.

Question

Your One of your clients asked you to prepare some additional statements on the
assessment of | meeting, which will take place the next day. This means that you have to

t. . .o
?1111121;2: possible work today, more than you planned. You have no obligations after work,
answers . . .
but in your organization no one usually works after hours. What do you do
in this situation?
min max Answers

You politely inform your client that due to restrictive terms you cannot
O U prepare for tomorrow the additional statement. If it is necessary, you will
need to move the meeting to another date.

You refuse, saying that the statement had already been made in accordance

2. O . with previous findings. You declare that you send no more than the source
data from which the client himself will be able to make an additional
statement.

. . You agree to prepare the additional statement, but persuade the client that
you are doing it exceptionally, with a view to further cooperation.




Question

Your
; assessment of | You present your client several service options that interested him. After a
?:;iibl:rn possible detailed presentation and thorough discussion client chose the one that you
ANSWELS think not quite meet his expectations. What do you do in this situation?
min max Answers
. . You persuade the client that this is a bad choice for him and that he should
choose the option that you think is best.
3 = 0 You ask the client what convinced him to this particular version of the
' service, and than you persuade him that it is actually a very good choice.
. . You accept customer's decision and proceed to complete the formalities.
You tell the client that if he changed his mind he should let you know.
Question
asses:ﬁgm of One of your clients wants to know about the details about one of the
Question possible services. You cannot answer all the questions. This service is accurately
number answers described in the brochure and on the website of the organization. What do
you do in this situation?
min max Answers
You write down all the questions that you cannot answer and consult with a
U O colleague who is an expert in the field. After a few minutes, you give the
customer the information that you were able to collect.
You politely explain that you do not have such expertise on these services
4. U Ol and tell him that all necessary information can be found in this leaflet, you
give him.
You answer all the questions as if you know the answer. If you do not
U O know something, you give the most likely response, or refer to the
description in the brochure.
Question
Your Your client asks for a solution that can help him solve his problem. You
. assessment of | listen carefully to his needs, and than present him an ideal solution. In
%ﬁiﬁﬁgrn possible response, the client says that the idea you're talking about does not meet his
answers expectations but you are convinced that there is no better proposal. What
do you do in this situation?
min max Answers
= 0 You tell him that you're sorry, but you do not know a solution that would
better meet his needs.
You are asking what exactly does not meet his expectations and suggest
5. l Ol other solutions, even though you think they are not as great as the previous
one.
= 0 You persuade your client that the solution provided by you is perfect and
you explain why.
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One of your customers asked you for a service (funded training program on entrepreneurship), which is not currently
available. He really cared about the service because he is thinking seriously about starting his own business activi-
ties, and that is why he left you his phone number with a request to let him know if anything changes in this case.
You have just received information that in the near future the service will not be available. Rate the quality of the following
things you can do in this situation on a 1- to 7-point scale:

1 -2 3 -4 5 6 7
extremely bad neither good nor bad extremely good
Your assessment of
No. Answers

possible answers

You call your client and inform him that the training start
1 | date is not at this time to predict and that you shall say,as | 1| 2| 3| 4| 5| 6| 7
soon as you get more information.

Before you call back to the client you check the
2 | availability of other services that can help solve his 1|2 3|4|5|6|7
problems.

You call the client and inform him that he has no chance
to participate in a training program.

You're waiting for a call from the client, and when he
4 | calls you pass everything you know about the possibility 11234567
of starting training.

You call your client, explain the situation and say that
5 | you are sorry for it. Dating to the next, real time, when 12| 3|4|5]6]|7
you call to inform him of the status of the case.
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National survey

How do you define “competences”in your country?

In the education sector, the definition of the compe-
tence is the one offered by the National Educational
Law (1/2011): “the proved capacity to select, combine
and utilize in appropriate manner knowledge, skills
and other acquisitions like values and attitudes for suc-
cessfully solving specific work or learning related situ-
ations, or for personal/professional development, in an
efficient and effective way".

The same regulation act defines also other types of
competences. For example, the professional competence
is “a unitary and dynamic set of knowledge and skills.
The knowledge can be described by the following
set of descriptors: knowing, understanding and using
the specific terminology, explain and interpret. Abili-
ties are expressed by the following descriptors: applica-
tion, transfer, problem solving, critical and constructive
reflection, creativity and innovation” while the transver-
sal competencies are “values and attitudes which break
the border of a specific domain/study program and can
be expressed by the following descriptors: autonomy,
responsibility, social interaction, personal and profes-
sional development”.

Recently (April 2013) the competence based curricu-
lum for Grades O, 1 and 2 has been approved'. Within
the curriculum, a common definition of the “compe-
tence” was agreed: competences are “structured sets
of knowledge, skills and attitudes developed through
learning, which allow solving problems of a specific do-
main or solving general problems in specific contexts”
For the labour sector there are other definitions of
the competence, explicitly focused on the performance
in a specific occupation. For example, in relation to the
Technical and Vocational Education and Training?, it
is mentioned that “in a professional context this [com-
petence] means a person’s ability to use and combine
theoretical knowledge, practical skills and specific atti-
tudes, in order to carry out work activities of the quality
required in the workplace’, while in relation to the Adult
Educational and Professional Training area®, the pro-
fessional competence means: ,the capacity to perform

1. The Curriculum for the grades 0, 1 and 2 available on http://
programe.ise.ro

2. ,Aglossary of technical terms used in technical and
vocational education and training in Romania” available on
http://www.tvet.ro/Anexe/x/Glossary%20Eng-Rom.pdf

3. Regulation 76/2004, available on http://www.anc.gov.ro/
uploads/Autorizare/OG_76-2004.pdf

4. Reccomendation of the European Parliament and of the
Council of 18th December 2006 of the key competences for
lifelong learning http://eur-lex.europa.eu/LexUriServ/Lex-
UriServ.do?uri=0J:L:2006:394:0010:0018:EN:PDF

5. CNFPA regulation 86/2008 available at http://www.anc.
gov.ro/index.php?page=lista-competentelor-comune-mai-
multor-ocupatii

the activities required at the workplace, according to
the qualitative requirements of the occupational stan-
dard”. The occupational standard is the document which
«defines the competences needed in an occupation”
while the professional training standard is the document
which “defines the professional competencies required
in a qualification’.

What kind of competences

are diagnosed in your country?

According to the different frameworks and contexts,
competencies included in the broad definition of
the competence can vary.

The National Education Law 1/2011 underlines the fact
that the National Curriculum should be based on
the development of 8 competence domains in primary
education and gymnasium (article 68.1.), according to
the 8 key-competences established at European level*:
o Communication in Romanian language

and in mother tongue

o Communication in foreign languages

o Mathematical competence and competences

in science and technology

o Digital competence

o Social and civic competences

o Entrepreneurial competences

o Cultural awareness and expression

oLearning to learn

The recently approved curriculum for grades 0, 1 and 2
specify that each discipline should establish general
competences (developed during an entire cycle of edu-
cation) and specific competences (developed during
one school year). For example, the discipline Personal
Development aims to develop children’s competences
in the following fields: personal development, social in-
teractions (communication, management of emotions),
learning and career management skills (8 specific com-
petences for each grade).

The same 8 key-competencies are also established
as “common competences for different occupations”
and for them are not required occupational standards
when elaborating training programs for adults®.

In the Technical and Vocational Education and Training,
the curriculum comprises competencies units for each
grade.

Different tools developed in international projects di-
agnose different set of competences. More information
about the specific list of competencies can be found on
the web pages of the mentioned projects:

The Back to Work project (http://www.backwork.
eu/) deals with identification of the competences
used in social activities, family life, hobbies, voluntary sec-
tor and work.




Family Portfolio project (www.famcompass.eu) pro-
posed tools and methodologies for identifying compe-
tences acquired in family life;

The IMPROVE project (www.improveguidance.eu) pro-
posed tools for validations counsellors’ competences
for: performing career guidance interviews;

The VINEPAC project (www.vinepac.eu) proposed
methodologies for validation of nonformal and informal
psycho-pedagogical competencies of adult educators;
ICOVET project (www.icovet.eu) propose instruments
for validation the social skills and competences, organiza-
tional skills and competences, technical skills and compe-
tences, computer skills and competences, artistic skills and
competences, other skills and competences.

What are the regulations governing the use of diagnosis
tools in your country?

Psychological diagnosis tools are allowed to be used
by psychologists. According to the law, psychologists
“elaborate and apply tests for measuring intelligence,
skills, aptitudes and other personality traits” as well as
“psychological testing ” and are responsible for the “in-
terpretation of the results”.

Different private organizations are offering certifica-
tion for the use of different tests either to psychologists,
or to persons following a specific training course (eg.:
D&D Research (http://www.ddresearch.ro), TestCentral
(http://romania.testcentral.ro/ro), COGNITROM (http://
WWW.COgNitrom.ro).

Who in your country is entitled to make the diagnosis of
competences? (profession/required qualifications)

The ANC - National Authority for Qualifications (www.
anc.gov.ro) is a recently established organization’, born
from the merge of former organizations with responsi-
bility in the adult education and training/qualification
area. ANC authorizes the Centres for evaluation of the
professional competences, it accredits the Evaluation
bodies and certifies the Evaluators. Interested bodies/
individuals are to pass a specific procedure in order to
become authorized centres/evaluators for evaluation
of the professional competence. The entire methodol-
ogy is available on the ANC website. At present, only
one centre is authorized to offer evaluation services for
the Career guidance practitioner occupation (COGNI-
TROM) and two centres - for the vocational counsellor

6. Law 213/2004 article 5 available at http://www.copsi.ro/
index.php?option=com_content&view=article&id=751:leg
ea-nr-2132004-privind-exercitarea-profesiei-de-psiholog-cu-
drept-de-libera-practica-infiintarea-organizarea-si-function-
area-colegiului-psihologilor-din-romania&catid=62:legi&lte
mid=200039

7. ANCwas established by the Education Law 1/2011 and it
functions according to 556/2011 regulation.

occupation. Evaluation done within these centres leads
to a certification in the respective occupation.

There are also private initiatives offering assessments
of professional and transversal competences within “as-
sessment centres” (eg.. D&D Research), at the requests
of companies/employers, with the view to support
the development of the organization.

Diagnostic and evaluation of the competences is done
also when individuals are seeking accreditation/super-
vision. For example, psychologists in order to obtain
licence have to pass interviews and practical tests in or-
der to demonstrate their competence at the Colegiul
Psihologilor din Romania (www.copsi.ro).

Within the framework of international project, differ-
ent organizations have developed evaluation method-
ologies (especially in the field of validation of informal
and nonformal learning): Institute of Education Sci-
ences (ISE), Romanian Institute for Adult Education
(IREA), Observatory for the Development of Lifelong
Learning (ODIP).

The reform in education and the new competence-
based school curriculum (which is currently under prog-
ress), entitle teachers to evaluate the children’s compe-
tence developed in a specific discipline.

Specific Questions

What tools have been used in your country to diagnose
competences?

The evaluators working in the Evaluation centres (au-
thorized by the ANC - National Authority for Qualifica-
tions) are using a specific evaluation methodology, cus-
tomized for each profession under which an individual
is seeking validation. Tools usually include: presentation
of case studies, demonstrating practice competences,
interviews with the evaluator(s)’.

The Education Law 1/2011 introduced the Educational
Portofolio as a tool to make visible and evaluate the chil-
dren competences. More efforts should be made in or-
der to implement this instrument at a national scale.
Consortium of national and international partners
in different international projects developed and pilot-
ed methodologies and tools for evaluation of compe-
tences, especially in the field of validation of nonformal
and informal learning. For example, within the IMPROVE
project the Performance Focused interview (PFl) was
used in order to validate the career counsellors com-
petences. In the VINEPAC project different methods are
proposed: mind mapping, guided reflections on their
own biography, structured professional discussions,
essays, case analysis or tests, building up of a portfolio
of learning outcomes. The ICOVET project proposes an

95



~N

Aanins [euonen | euewoy

96

interview which requires identification of prior experi-
ence/activities and reflections on abilities required.

The psychological tools recommended by private
organiozations (eg. TestCentral http://romania.testcen-
tral.ro/ro/) are:

o General Ability Measures for Adults (GAMA ) and Mul-
tidimensional Aptitude Battery Il (MAB II) - for evaluat-
ing the cognitive aptitudes.

oPoppleton-Allen Sales Aptitude Test (PASAT) —for eval-
uating the sales aptitudes.

o Barron Welsh Art Scale (BWAS) —for evaluating creativ-
ity and openness to experience.

The same NGO provides access to the Fleishman Job
Analysis Survey (FJAS) which can be used in Assess-
ment Centres. It is based on the Fleishman taxonomy
on aptitudes and it helps employers/organizations
to describe the work tasks in terms of aptitudes, skills
and knowledge.

Please describe 3 tools that are the most useful (in your
opinion). Are they dedicated to pupils and students,
academic students or adults?

a. ICOVET project developed a validation metho-
dology in order to make visible competencies that
have been acquired by young people in various are-
as of activities outside formal learning. This valida-
tion methodology is focused on the interview process
between the interviewer (facilitator) and the young
person trying to clarify how specific activities and expe-
riences of the young person relate to competencies or
abilities. Activities and competencies will be recorded
in a document that will be owned by the young person
and can be used at her/his will. In addition, the inter-
viewer and young person will cooperate to translate
these competencies into the terminology of the Euro-
PASS. With the EuroPASS the young person will own
a document that has been specifically designed for ef-
fective presentation of one’s competencies and expe-
riences to prospective employers and institutions of
education and training and has found wide acceptance
in many European countries.

Starting questions may be:

oWhat are your interests, hobbies, sports you engage in?
oHow much time do you spend doing it/them?

oHow important is this in your life?

oWhat else do you do in your free time?

o Do you do this alone or with other people?

Example Interests, hobbies, sports, socializing: Things that you do in your “Down time”

The facilitator will want to find out: What exactly does the young person do? How much time does she/he spend on this
activity? What skills/abilities does she/he need to do the things she/he does? At what level of competence does she/he
engage in activities? What kind of responsibility does she/her bear for tasks and persons?

What are you doing?

Activity Areas of Competence
Which abilities do you need in
doing so? What did you learn?

EuroPASS
Skills/Abilities

formed at two neighborhood events and these
were great successes.

| have been a dancer in a break dance group | | have learned how to control my body. | Social skills
for a half year. We are 8 dancers, 6 boys || am able to contribute to shaping our per-
and 2 girls. We train for three hours once a week | formance. | have learned to be a reliable | Organizational skills
and | take part very regularly. At home | practice | and considerate member of our group. After
the figures and positions by myself. | have come | having had two public performances | man- | Technical skills
up with ideas for our choreography and | have | age a lot better my nervousness in similar
created my own solo part. Last month we per- | situations.

Computer skills
Artistic skills

Others skills




b. IMPROVE project developed and tested a guide
for the validation of competences acquired by ca-
reer guidance practitioners through non-formal le-
arning. The methodology used was based on the Pro-
fessional Check-up (PC) and the instrument used was
the Performance Focused Interview (PFl). The goal
of the PC was to assess current performance in work

(career guidance) and therefore 3 main tasks were de-
fined then further divided into subtasks (assessed ele-

ments).

<. FamCompass project -Family Competencies Port-
folio developed tools to identify the competencies ac-

quired informally by adults from everyday life.

II. Perform career guidance interviews

Ill. Carry out career guidance activities in small groups

For main tasks Il and lll the following sub-tasks were defined:

Example The main task identified for the Careerg Guidance occupation were:

I. Deliver information related to career guidance as a separate activity

1. Use appropriate interview techniques to manage the interview

2. Use appropriate group facilitation techniques to manage small groups

3. Assist adult clients to identify their professional goals

4. Assist young clients in their educational and training choices

5. Assist clients to determine and implement action plans related to work or learning

6. Assist adult client s in their job search

7. Working relationships of the Candidate with practitioner belonging to external organizations

8. Deliver updated and reliable career guidance information

9. Develop clients’ career skills

10. Develop and apply ethical practice

11. Continuously improve own knowledge and skills and the service

vice are the following:

The questions used to collect evidence about element 11. Continuously improve own knowledge and skills and the ser-

Questions (PFI)

Criteria to be considered under the cut off

1. Could you please list resources / tools you can you use to
improve your own skills and knowledge related to Career
Guidance?

2. What have you done in the last year to improve your
knowledge and skills?
3. What will you do in the next 12 months?

4. What have you done in the last year to improve
the service where you work?
5. What will you do in the next 12 months?

For question 1: Candidate doesn’t know most of
The resources listed in the document Informative
for Candidates.

For questions2, 3: In the last 12 months Candidate has not
carried out any activity to improve knowledge or skills (read
books, articles, web sites, specialized mailing lists, attended
conferences, shared cases with colleagues, etc.) or has no
plans for the future.

For questions 4,5: In the last 12 months Candidate has
not carried out nor planned any activity except in case
this depends by strict procedures and not space given to
suggestions of employees.

To be successfully validated in the PC the Candidate must give answers above the cut off levels for all
the questions within all elements, that is to say that if in one question of one element the response is under
the cut off point, then the validation of the related main task is considered unsuccessful.
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The first step is to self-evaluate the own competences
acquired during family life (using a check-list), accord-
ing to the following scale: 0-The competence seems
relevant to me, but | am not familiar with it; 4-The com-
petence is an integrated part of myself, | used it readily
also in unpredictable situations and | reflect on how to
improve it.

The second step is to reflect upon and to discuss in de-
tail about the strengths and weaknesses identified
in the first step.

All instruments supports clients in mapping their com-
petences, empower them, facilitate self knowledge.
The results of the diagnose can be use in a variety of
contexts, from self-development to employment.

The results obtained in authorized evaluation centres
leads to certifications and thus the connexion with
the labour market and employment is very strong.

The role given to guidance and counselling is very
important, as a necessary preparatory step before go-
ing to an authorized validation centre (for validating

Relationship with, education of and care of children

1. the starting point when you needed the competence;
. the task you had in the given situation;

. which action you took;

. theresult;

u b W N

result;
eventually want to grow.

Competence... level...
Description

o What problem did you have to solve, what was your task ?
o What did you feel at that time

o What actions did you take

o What was the result and how do you evaluate the result

ols there anything you would like to learn

Example: Strengths-weaknesses analysis in relation as to Relationship with education and care of children

Please review the competences listed in the check list. And discuss in your own words what you think you already do well
and in what respect do you want to grow. Be concrete and give examples of what do you think about.

Choose at least 2 competences from the competences from the check-list

Elaborate on them by giving a clear example of a situation that shows how you applied each competence. Feel free to assess more
competences and extend the number of competences you describe using examples. In discussing them, please describe:

. your evaluation of the way you dealt with the situation and your evaluation of the

6. your reflection about what you are already capable of and in which respect you

o When was this competence useful? What happened at that time? Describe the situation.

o What do you think now about the way you dealt with the situation? Is there anything you would do in another way

o Where else could you use this competence? For instance in your job or volunteer work

What are the advantages or disadvantages of these
tools for the counsellors and for the clients?

When we are talking about the tools developed through
European projects related to validation of the results
of the nonformal and informal learning, we can draw
the following pros and cons:

Advantages:

The methodologies developed in Romania are divers,
they were developed either under the positivist um-
brella (eg. psychological tests) or under the construc-
tivist framework, so that clients and counsellors can
choose according to their interest and needs the most
suitable instruments.

competences in a specific occupation) or before choos-
ing an educational path.

Disadvantages:

The initiatives developed through European project
were not generalised at national level, they remained
somehow isolated, very much related to the expertise
and funding of the initial developer.

The lack of legislation related to the necessity of specific
training for counsellors for using such instruments with
their clients.

Even if during the project lifetime the services were
free of charge, after the end of the project those



interested in validating their competences had to pay
for the services.

The week connexion of the results of the diagnostic pro-
cess with the educational diplomas/formal education.
Usually school counsellors are overwhelmed by a lot of
tasks (educational, psychological and career counsel-
ling — very much related with the formal learning), so
the task of validation of nonformal/informal learning
should be carried on by a different category of counsel-
lors, especially trained for working with the specific in-
struments (eg. those working in Centres for facilitating
the lifelong learning - this initiative is currently under
progress in Romania).

What kinds of ICT tools (eg. computer programs, soft-
ware, games etc.) are applied in your country to diag-
nose competences? How popular are they?

Within some projects self-evaluation instruments
(check-lists) have been developed (eg. MEVOC project
http://www.mevoc.net/EN/htm/fshtm - self assess-
ment tools for career guidance counsellors - Internet
connexion required, available free of charge)

Holland interest survey is available in Romania as a com-
puter programme. Practitioners can have access to it by
buying a licence (training required).

Cognitrom offers, under a certain fee, access to an on-
line platform for evaluating the interest, skills, values
and occupational profile (http://www.cognitrom.ro/
prezentare_ccp.html)

We can mention also sites like www.go.ise.ro (for pupils
and teenagers), http://www.clubcariere.odip.ro/ (peo-
ple looking for a job), http:/portal.mvp-educational.
ro/ (life skills) which are offering support in finding
out more about ones interests, skills and abilities, as
well a large variety of activities helping individuals
in developing these skills or matching them with occu-
pational profiles.

The tools are quite popular among career guidance
practitioners and teachers, but they are not using them
on a daily basis (usually tools are used within the proj-
ect framework in which they were developed/piloted).
The tools which require a fee are used according to par-
ticular interest of each practitioner.

How are this tools disseminated among guidance prac-
titioners or teachers (via internet, via courses, etc...)?

The tools are disseminated among guidance practi-
tioners/teachers community via conferences, semi-
nars and workshops. If they were developed through
international projects, visibility and dissemination is
assured also by the project web page. Euroguidance
Romania offers information about the latest tools and

innovations through its web page (www.euroguidance.
ise.ro) and Facebook page.

Does the system of diagnosis of adult competences ex-
ist in your country? If yes, is it related to the validation
process of non-formal and informal learning?

Yes, there is a well established system for validation of
non-formal and informal learning for adults. It is man-
aged by national Authority for Qualification which au-
thorizes both centres for validation, as well as the evalu-
ators. The entire list of occupations and authorized
Evaluation centres are available on: http://www.anc.
gov.ro/uploads/RN%20al%200cupatiilor/Registru-
Ocupatii.pdf. The list of authorized evaluators is avail-
able on: http://www.anc.gov.ro/uploads/Lista evalu-
atori_2012/Lista%20evaluatorilor 2012.pdf

What are the free online tools to test competences

in your country?

All tools mentioned at specific question 3 (except Hol-
land and the tools offered by Cognitrom) are free of
charge and available in online format.

Research And Development

Who/what organizations or institutions conduct
research on competences or develop new tools
in the field of diagnosis?

The Institute of Education Sciences was involved in dif-
ferent projects related to the development of tools and
methodologies related to educational area, recently
especially in the validation of nonformal and informal
learning, as well as in the development of the National
Competence-based School Curriculum.

The National Authority for Qualifications and the Na-
tional Agency for Employment ran different European
Social Found Projects with the aim of developing/im-
proving tools and methodologies.

Private organizations were also very active (IREA. ODIP
etc.), as well as the county school counselling centres.
There are specialized organizations in developing
and/or adapting psychological instruments used in
diagnosis of competences, skills, aptitudes (D&D Re-
search, TestCentral, Cognitrom).

What fields or topics are researched?

The topics researched are related to competence, ca-
reer management skills, validation of informal and non-
formal learning, quality assurance etc.

How is the efficiency of tools measured?
The efficiency of the tools is usually measured by
piloting them in a real life-context. For example,
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the IMPROVE methodology has been tested in 6 coun-
tries (the IMPROVE project consortiumé) on ower 100
beneficiaries. Conclusions of the study show that the
instrument was highly appreciated by both the evalu-
ators and clients being tested and its efficiency was
proved towards the formulated hypothesis.

Some private organizations (like for example Cogni-
trom) are using a quality management system (issued
under an audit certification) which offers credibility to
potential users.

Who/what organizations or institutions provide train-
ings for counsellors on diagnosis of competences?
There is no specific institution dealing with this topic.
Usually, the state or private institutions developing/
adapting one instrument are also concerned with train-
ing the practitioners in using that specific instrument.

8. www.improveguidance.eu




Luminita Danes

Using qualitative assessment in employment

“Using qualitative assessment in employment counselling”

Introduction

Since the genesis of career guidance and counselling,
career assessment has played an important role, being
of highlyimportance and relevance for the accuracy and
the value of the counselling process' results. The aim of
career counselling assessment is “to help clients gather
and interpret information relevant to career decision
making” (Forrest & Brooks, 1993, p. 233). Employment
counselling should always start with the stage of client
personal analysis in order to facilitate self-discovering
and self-understanding, in the way of making choosing
the best career path and making the career decisions
that best fits to their needs.

Quantitative or qualitative assessment?

Traditionally, since the early beginning of career guid-
ance and counselling, emphasis has been given to
quantitative assessment. Only recently, career counsel-
lors make increasing use of qualitative assessment with
the post-modern shift from objectivity to subjectivity or
from scores to stories (Savickas, 1993).

Qualitative career assessment has been variously de-
scribed as “informal forms of assessment” (Okocha,

1. Luminita Danes is an expert in employment guidance
and counselling with over 12 years experience in career
development area. She graduated psychology, has a master
degree in career guidance and she is currently pursuing
a doctoral degree at Bucharest University, Faculty of Psychol-
ogy and Educational Sciences. Her research focuses on qual-
ity assurance in providing guidance and counselling. Her
PhD thesis (currently in progress) approaches the Quality
standards in providing career guidance and counselling. Her
professional experience includes: developing and coordina-
tion of 42 career counselling centres national network within
Romanian public employment services (PES); developing
and coordination of 20 special counselling centres for per-
sons with disabilities; designing and attracting European
funds for counselling projects development; project
management (financed by PHARE, World Bank, European
Social Funds, Swedish Government, etc); training of career
counsellors from different public and private organisa-
tions; running assessment centres/development centres
for multinational companies; providing project management
services for ESF projects. She has been involved in develop-
ing learning resources and methodological framework at
national level (the national career guidance and counselling
curricula for employment counsellors from PES network;
national standards and procedures for providing counselling
and support for kids in need), or in European projects.
She managed over 8 years the Department of Career Guid-
ance and Counselling within National Agency for Employ-
ment which is the national authority for all the public
and private counselling providers.

1998, pp. 151-152), and as “methods that are flexible,
open-ended, holistic,c and nonstatistical” (Goldman,
1992, p. 616). Common forms of qualitative career as-
sessment include card sorts, timelines, and genograms,
all of which demand a proactive role for clients in the as-
sessment process.

While quantitative assessment mostly focus on counsel-
lors’ work efficiency, qualitative assessment Mostly fo-
cus on clients’satisfaction. Both of assessment types are
providing important information about the counselling
process with the final aim of improving the results of
the employment counselling process. It doesn't ,sabo-
tage”each other.

What is important to assess during employment coun-
selling?

During the time, the role of employment counselling
assessment has proven its efficiency and was often
analysed by counselling researchers. Counsellors from
public or private employment services usually assess
various sequences of client’s personal and professional
life, using different tools to measure each item. A very
useful tool in career exploration, complete and easy to
use, is ,The Career Decision Wheel’, created by Norman
Amundson & Gray Poehnell which illustrates the 8 main
factors that influence career decisions: interests, values,
skills, personal style, career opportunities, significant
others, work & life experiences, learning experiences.
The best choices with respect to career are made by tak-
ing all 8 factors from the wheel into consideration.
Today, more than ever, skills matter. Europe 2020 focus-
es on the key areas where action is needed: knowledge
and innovation, a more sustainable economy, high
employment and social inclusion. Having an overview,
upgrading individuals’ skills will contribute to all of
these areas.

The crisis has speeded up the pace of change in our
economies and societies. Employers are more and more
concerned about workers knowledge and ability to ap-
ply it, their understanding and most of all their willing-
ness to engage rather than focusing on formal qualifica-
tions. Additionally, there is a growing understanding of
the importance of transversal skills and social compe-
tences, such as communication skills, the ability to learn,
positive attitude and sense of initiative.

This is why, in agreement with this trend, employment
counsellors within public employment services (PES)
should focus not only on the technical skills and com-
petences needed for the jobs (vacancies), but especially
on building client’s positive attitude in job searching
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process in order to better manage the job search tech-
niques, job interview and enhance clients’employability
skills. Some employment services complement their ex-
isting occupational classifications with skills lists.

This shared focus on skills provides an opportunity to
bridge the traditional communication gap between
the 2 key sectors: education and employment. It will
help to increase the relevance and responsiveness
of education and training provision and to improve
the matching of supply and demand on labour markets.

Attitude is the secret...

“Attitude is a secret power working 24 hours a day,

forgood or bad.”
~Tom Blandi ~

Researchers that studied attitude considered that atti-
tudes were learned in a fixed sequence, consisting first
of the formation of beliefs (cognitions) regarding an atti-
tude object, followed by some evaluation of that object
(affect), and then some action (behaviour).

Current theories indicate that there are many impor-
tant factors to consider when helping people in the job
search process. Perhaps the most important among
these are the individual’s attitudes about unemploy-
ment and the job search process.

Our workshop approached the following issues: the role
of employment counselling assessment, factors need-
ed to be assessed during counselling, quantitative
and qualitative assessment, what makes an assessment
qualitative, attitude as an essential factor of success, ex-
ample of assessment tools.

JAttitude is a little thing that makes a big difference”

~ Winston Churchill ~

During the workshop, the participants were
given 2 qualitative assessment tools, with a wide use
in career counselling, for analyse, exercise and than
discuss about it.

Job Search Attitude Inventory (JSAI)

—author John Liptack

JSAl s a tool which provides a quick assessment of how
motivated an individual is likely to be in seeking em-
ployment. The JSAl is particularly useful in identifying
those individuals are who are more likely to get a job
in less time than others as well as those persons whose
will likely need a higher degree of extended attention
in their job search. As a result, the JSAI can be used to
guide the allocation of program resources and clarify

the need and type of intervention that each job seek-
er requires. The JSAl is also well-suited as a program
outcome measure when it is administered as a pre-test
and post-test.

JSAl is a brief, 32-item inventory designed to make job
seekers more aware of their self-directed and other-
directed attitudes about their search for employment.
The purpose of JSAI is to provide individuals with an
overall picture of their attitudes in relation to the job
search process. The attitudes covered in the Inventory
are crucial to an effective job search campaign. They
were identified after a thorough review of the literature,
case studies, and interviews with unemployed adults.

Liptak suggested that there are two types of people
in the world: victors and victims. Victors are more aware
of their own strengths and weaknesses than victims
are.Victors are eager to learn more about their passions
and their potential contributions to society. Victors are
realistic about the time and effort needed to achieve
their goals. You are a victor when what you do, feel,
and think are fairly consistent. Positive self-awareness
is realizing and understanding that we are all blessed
with the ability to fulfil our own potential in life. It is re-
alizing that such things as intelligence, financial status,
religious beliefs, birthplace, sex, or colour of our skin do
not measure our worthiness.

After mentioning the assessment tools used by Ro-
manian employment counsellors, JSAl has been
thoroughly described and discussed and the par-
ticipants were challenged to share opinions about
the possible use of it in their own working environ-
ment, for their clients.

The Leadership Architect Competency Sort Cards - cre-
ated by Michael M. Lombardo and Robert W. Eichinger
Card sorts (Gysbers et al., 1998; Knowdell, 1995, 1998;
Stevens, 1997, 1998; Michael M. Lombardo and Rob-
ert W. Eichinger, 2004) are possibly the most common
form of qualitative assessment available to career
counsellors. Most card sorts focus on a particular topic,
for example occupations, work values, or motivation.
The process of the card sort may bring out life themes,
values, beliefs and attitudes.

This card sorting method was chosen and present with
the aim to examine the utility of a qualitative ‘card sort’
research tool help you identify the skills and behaviours
needed to succeed. For many organizations, this afford-
able and easy-to-use card deck marks the beginning of
a commitment to competency-based human resource



processes. Building critical development skills The tool
is made up of single cards devoted to each of 67 com-
petencies and 19 Career Stallers and Stoppers and 7 In-
ternational Focus Areas. The Competencies and Stallers
and Stoppers are further grouped into 26 Clusters and 8
research-based Factors which are noted on each card.
On the front side of each card is the competency defini-
tion (the “skilled” picture); on the back of each card are
the “unskilled” and the “overused skill” (using a skill too
much) definitions. The tool consist of 67 Competencies,
19 Career Stallers and Stoppers, and 7 Global Focus Ar-
eas. Each card includes the skilled, unskilled, and over-
used skill definitions. The cards could be useful for: HR
experts, career counsellors, supervisors and managers,
Coaches, mentors and feedback givers, individual learn-
ers working on their own development. It could be
used in various settings, such as:

o Assessment centre/Development centre - for
recruitment aims or staff reappraisal (staff promotion
or reduction)

o Competency modelling

o Conducting performance appraisals and initiating
performance improvement programs

o Gap analysis

0360° evaluation and team evaluation

o Assessing interview candidates and matching people
to job requirements

Participants (splinted in 2 groups) had the task to cre-
ate the counsellor’s job profile, as they think it should
look like, using the competencies described in this Card
sorting tool. Both groups of participants that exercise
the method found this tool useful and interesting.

Conclusion

It is widely accepted that the place of assessment in ca-
reer counselling is and will remain deeply rooted. There
are voices in career counselling settings that promote
both quantitative and qualitative assessment, although
neither promotes one form of assessment at the ex-
pense of the other.

The multitude of significant changes occurred
in the world of work affected both the peoples’ career
development routes and the career counsellors’ tradi-
tional methodology and approaches (implicitly). This
new professional challenges led to the need for review-
ing the specific context of counsellors’practice to ensure
the relevance of the profession in the 21st century. New
conceptualisations of vocational identity are needed
to conduct career development work with individuals,
taking into consideration the greater diversity of users
accessing career development services. (Savickas, 2011)

It is of critical importance that career counsellors of
the future to be able to use a broader range of assess-
ment devices including those of both a quantitative
and a qualitative nature, being already shown that both
form of assessment brings important benefits that com-
plete each other.

It is also of critical importance for both counsellors
and counselee to review and adjust their attitude, for per-
sonal and professional improvements.

A happy person is not a person in a certain set of circum-

stances, but rather a person with a certain set of attitudes.”
~Hugh Downs ~
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Using qualitative assessment in employment counseling

— workshop presentation

1.

2.

QUALITATIVE ASSESSMENT
IN EMPLOYMENT COUNSELING

WARSAW
2013

l OPTIMISING THE QUALITY OF
B EMPLOYMENT COUNSELING
SERVICES

l = First step:

Craate tha environment for providing
spacific amployment counsaling
services;

I - Seccond step:
Create a quality assurance strategy for
my  providing employment counseling

' sarvices.

Providing quality services
is only possible when:

s Assu the infrastructure - the facilities
where services are provided.:

Assuring qualified human resources;

design a strategy for:

- assessment and recruitment of tha

personnel,

- permanent fraining [confinuous

learning)

-Hnrﬂ;uﬁvrmm

DEFINING THE CONCEPT OF
QUALITY

Meeting the client’s expectation:
Greater efficiency:

Less waste;

Careful managing the resources
Positive feedback from client.

HUMAN RESOURCES

Standards for training:
Standards for practice;
Ethical standards:
Certification

QUALITY ASSURANCE

should ba

- A Government Concern

A Professional Responsibility

Instruments for
Employment counseling assessment|

Job-site-evaluation
Sifuational Assessmant
Paper & pencil- tests [PAR)

Worksampies
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Employment counseling Assessment
as part of general comprohensive seroening
process

OENERAL
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12.

Employment counseling
assessment

QUANTITATIVE

QUANTITATIVE
ASSESSMENT

Mostly focuss on
counselors’ work
efficiency

1

1

QUALITATI

o
. |

Mostly focuss on
CLIENTS'

SATISFACTION
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Both of assessment types are
providing important information
about the counseling process
with the final aim of
IMPROUVING the results.
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1

l Quality refers to...

..involving the client in the process
m ©f counseling

..work togheter with the client and
I for the client in order to guide and

support him/her fulfil his'her needs.
==

HOW TO SUCCED »

Demonstrate our passion in ways
that honour our profession

Stay engaged regardless of the
world around us
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Along the OECD definition also in Slovenia compe-
tences are treated more the just knowledge and skill
that individual possess. When we look at area of com-
petences we talk about: knowledge on the professional
field, skills that can be applied at work and experiences
gained in history within this field. Transfers of compe-
tencies are generally meant mainly for more general
ones, like uses of computer, fluent speaking on foreign
languages etc.

There are general competencies like reading, writing,
counting, mobility, use of foreign language, ability
for learning, enterprise etc. and specific ones which can
be gained by specialization in formal or informal educa-
tion and / or trough praxis on specific area of work.
Slovenian institute of adult education (SIAE) is imple-
menting a major project, financed by European social
found and Slovenian Ministry of education, science,
culture and sport, devoted to development work
in the area of literacy and validation of non-formal
learning in adult education — Literacy development
and assessment and recognition of non-formal learning
2011-2014.

The project focuses on validation (and the develop-
ment of validation tools) of key competences. 15 or-
ganizations have been selected (by means of a public
tender of the Ministry of education, science, culture
and sport) to participate in the pilot testing of the de-
veloped procedures, methods and tools for validating
key competences. However, those organizations will, if
required by their social partners (companies for exam-
ple), also validate occupational competences.

There are no specific regulations in our country yet.
In public institutions diagnosis of competences are usu-
ally run by professionals in sector for human resources
and could be implemented for newcomers in the insti-
tution or for further education of stuff.

Depend of institution those entitled to make such di-
agnosis are: psychologists, educators, pedagogues
in adult education and others who gained at least uni-
versity degree and proper education on the compe-
tences.

The requirements for professionals who validate com-
petences in organizations selected by a public tender
of the Ministry of education, science, culture and sport
to participate in our project (Literacy development
and assessment and recognition of non-formal learning
2011-2014) are:

university education,

work experience in the adult education field

completed basic (3 X 8 hours) and continuous further
training.

For the duration of the project (2012-2014), profes-
sional support is provided by the Slovenian institute of
adult education.

Different tools are in use to diagnose competences,
from general questionnaires to more specific tests
which are employed in various companies.
The project Literacy development and assessment
and recognition of non-formal learning 2011 - 2014
is a continuation of a project Literacy development
and assessment and recognition of non-formal learning
2009 - 2011 (both founded by European social found
and Slovenian Ministry of education, science, culture
and sport); the following tools for evaluating compe-
tences have been developed in both:

questionnaire for evaluating key competence
“learn to learn’”,

questionnaire for evaluating key competence
“digital competence’,

questionnaire for evaluating “career planning
competence’,

questionnaire for evaluating “competences acquired
in everyday life’;

biographic method

e-portfolio.

One of such tools is an interactive computer pro-
gramme for choosing the most suitable vocation
Kam in kako (http://english.ess.gov.si/vicc ncc/vec/
where and how) where special section is dedicated to
questions on skills and competencies. Till now the pro-
gramme was dedicated to all users, young and adults,
but in new web version the programme will be divided
for youngsters separately and for adults and unem-
ployed separately.




The above mentioned questionnaire for evaluating key
competence “learn to learn” is a self-evaluation ques-
tionnaire, created for adults but also suitable for stu-
dents and younger adults.
The main objectives of the questionnaire:

to help counsellors in the process of evaluation
and validation of non-formal learning,

to help counsellors provide individuals with
feedback on their strengths and weaknesses in the field
of learning,

to enable sound planning of individual’s education,
identification of needs for certain educational programs
and support for planning and achieving individual’s
educational goals,

to enable result comparison among individuals
and regions.

The questionnaire can be filled in on a computer
(e-questionnaire) or printed out.

The tool for evaluating key competence “learn to learn”
was designed to measure all of its three components:
knowledge (individuals' knowledge on learning to
learn), skills (development of learning skills) and values,
believes and personal characteristics (attitude towards
lifelong learning). Knowledge about learning or experi-
ence with various learning techniques does not suffice;
individuals must be motivated to learn.

Each component of the competence can be linked
to one of the psychological aspects of learning. Key
competence “learn to learn” is composed of three
broad aspects:

motivational aspects with the social context: internal
(values, beliefs, emotions) and external factors (learning
environment in its narrow and broader meaning),

cognitive aspect: complex thinking, skills for process-
ing information and mental habits, direct learning of
successful learning strategies,

metacognitive aspect: thinking about learning, moni-
toring, controlling and directing learning.

In the case of Kam in kako program advantages are
mainly in support to vocational and career counselors
which can base further counseling, dialogue and re-
search with a client on the field of vocational - career
orientation. Very important is also assistance to client
on way to further education, to those who ruminate on
change of profession if a new field of interest is discov-
ered and for unemployed on the way to new beginning
in employment search. Disadvantage could be when

answers on the questions in the program are not sin-
cere so proposals cannot match with realistic needs and
inspirations.

The most important requirement when evaluat-
ing competences is that the process is agreed upon,
clearly defined, transparent and understandable to all
participating in it (organization, counsellor and client).
For the process to be adequately performed, special at-
tention must be paid to the clients and their needs.

When developing the tools for competence evaluation
(self-evaluation tools for clients and tools used by coun-
sellors), we were especially aware that the tools should:
include the analysis of “individual’s potential’,
promote the ability to express experience acquired
through work and learning achievements,
be comprehensible to clients and therefore flexible
(adjustable to different skill).

When clients are self-evaluating a counsellor must be at
hand to check the results of self-evaluation with them
and advise them on evaluating other competences.

In the case of interactive computer program Kam
in kako which is in use in many elementary and second-
ary schools as well as in the frame of Employment ser-
vice of Slovenia units throughout Slovenia we can say
that this tool is quite popular and wide used.

In the Literacy development and assessment and rec-
ognition of non-formal learning 2009 - 2011 project, an
ICT tool E-portfolio was developed and upgraded
in the current project (and is now being used and test-
ed). The tool is basically an electronic collection of docu-
ments that show and record individual’s knowledge
and skills acquired through formal and non-formal
education and occupational competences acquired
through work experience; all which can be evaluated
and validated for the following purposes:

to acquire formal education (re-entering
or continuing the formal education programme ...),

to acquire a National vocational qualification
certificate,

to document and describe individual’s knowledge
and experience for more flexibility in the labour
market, personal growth and the development of
key competences.

The e-portfolio is based on Mahara, a free, open-source
web application for creating e-portfolios.
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E-portfolio for adults is a new ICT tool and is not yet
very widespread.

Kam in kako program was disseminated for last 12
years via CD units and introductory education where
caretaker got a basis for working with users of the pro-
gram while in the next version this tool will reach all in-
terested via internet.

As a part of the Literacy development and assessment
and recognition of non-formal learning 2011 - 2014 pro-
ject, the tools are being pilot tested in 15 organizations
participating in it. Counsellors from those organiza-
tions will be using our tools in years 2013 - 2014 and at
the same time documenting observations and possible
difficulties to provide us with feedback.

The system of diagnose of adult competencies is partly
developed. It is very well developed the system of Na-
tional vocational qualification (NVQ) in which the voca-
tional competences are validated. But we do not have
very well developed system of diagnosis of adult key
competence. In the project of SIAE we try to develop
it. It based on validation of non-formal and informal
learning of adults.

And there are some other projects in which they try to
develop a certain approach of validation of non-formal
in informal learning of adults which could be the basis
for the recognition of prior leaning and competences.

Free online tools to test competences are published on
internet, for example DNLA programs for measurement
on: management potential, selling potential and so-
cial competencies and we can expect that soon some
additional tools will be developed by centre for com-
petencies which are set up with a support of European
Social Found.

The tools which we have already mentioned: question-
naire for evaluating key competence “learn to learn’,
questionnaire for evaluating key competence “digital
competence’; questionnaire for evaluating ‘“career
planning competence’, questionnaire for evaluating
“competences acquired in everyday life’, e-portfolio
and have been developed at SIAE are free online tools.

But the staff from SIAE suggesting the training for all
who want to use them.

In Slovenia there are two main national institutes
which are developing the tools in the field of diagnosis
the competences:
Slovenian Institute for Adult Education — SIAE

(Andragoski center Slovenije — ACS),

National Institute for Vocational Education (Center za
poklicno izobrazevanije - CPI)
In the frame of Employment service of Slovenia
in the ESF project we will collect competencies in 7 dif-
ferent occupational fields for use in matching between
unemployed people and their competencies and de-
mands of employers.

And there are some other projects or research groups
in public and private sector in which they try to develop
new tools in the field of diagnosis of competences.

descritions of of key kompetences and professional
competences,

the National Qualification Framework,

development of tools for diagnosis of key kompe-
tences and professional competences,

what do they need the adults and what the young
generation,

which approaches are suitable for different purposes
of validation of non-formal and informal learning etc

In the project of SIAE, Literacy development and assess-
ment and recognition of non-formal learning 2011 -2014,
we will evaluate the efficiency of the tools at the end of
the year 2013 and we are planning to represent the re-
sults at the conference in March 2014.

In the project of SIAE, Literacy development and assess-
ment and recognition of non-formal learning 2011 -2014,
the SIAE is responsible for the training for counsellors
on diagnosis competences. In 2012 we prepared initial
training programme of 24 hours which is upgraded
in 2013 with further training of 24 hours. The provid-
ers are staff from SIAE and external experts. Regard-
ing how complex are the knowledge and skills which



the counsellors need for the diagnosis of competences
we believe that a longer initial training programme
for the counsellor is needed.

Prepared by:

Urska Pavli¢ (urska.pavlic@acs.si) in

Mag. Tanja Vili¢ Klenovsek (tanja.vilic klenovsek@acs.si)
Slovenian Institute for Adult Education /Andragoski
center Slovenije

Marko Zupanci¢, Employment service of Slovenia/Euro-
guidance Slovenia
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Brigita Voncina''

iring a new employee can be a complicated

task. During a selection process we usually get

a lot of information about our candidates. Psy-
chologists and HR workers daily use a great set of tools
and methods for getting various pieces of information
about candidates. They assess candidates’ knowledge
and skills, personal traits, values, motives, interests...
but to connect them and understand the candidate
thoroughly is much more demanding. When we are try-
ing to select the best candidate, there’s always a ques-
tion, if it is also possible to predict the candidate’s future
behaviour and success at his/her workplace in an orga-
nization at the time the selection process is going on.

That's why every assessor should be aware of can-
didates’ competencies, which comprise more than
just skills and knowledge; they predict effective per-
formance, result in valid selection criteria, recognize
the transferability of someone’s skills and by using
them the counselor is able to say which candidate is
flexible enough to meet the changing needs of future
requirements. Competencies are the human capacities
and work-related behaviour and provide a competitive
advantage to an organization. Therefore competency is
any quality or characteristic of a person which predicts
successful performancein a job.

1. Brigita Voncina graduated from Faculty of Arts at University
of Ljubljana with a degree in psychology.
Now she works at “Employers” Department at Employment
Service of Slovenia, having gained more than ten years of ex-
perience in the organizational, counseling and pedagogical
field. Her work includes recognizing potential competencies,
motivation, personality and skills of an appropriate candi-
date applying for a certain vacancy. She has been cooperat-
ing in selection processes for numerous jobs and counseling
to unsuccessful candidates after the selection processes
have been finished. Previously she was a career counselor
at Vocational Information and Counseling Centre. Her main
responsibilities were providing thorough career counseling
aimed to set appropriate career goals, planning education
and training when necessary, removing obstacles to employ-
ment, changing attitudes that are not helpful and enhancing
motivation.
She has also provided counseling to students and pupils
concerning their choice of studies and their future career.
Besides she has been working as a psychology lecturer
for many years.

Competency iceberg model helps us to explain the
concept of competency:

Encadedge

Tkill

Social Rule

Similarly to an iceberg the competency has some com-
ponents like knowledge and skills, which are visible
and easy to detect, thus protruding from the sea, but
other behavioral components are hidden beneath the
surface. Attitude, personal traits, self-image, the ways
of thinking and motives take more than 75% of ev-
ery competency. The hidden aspect of competency
definitely has a great influence on using knowledge
and skills when an employee wants to complete
his job effectively.

The second very important part in the selection process
of a competency based assessment includes a prelimi-
nary well-defined competency framework of the orga-
nization. In an organization every employee plays his
own role. Every job in an organization has a require-
ment of a specific set of competencies to undertake
it efficiently. When someone new is coming, he needs
to meet the organization needs and fill the gap. Only
when we are able to define well the employers’compe-
tency framework and needs, clarify the role and com-
petencies required for the job, can the result of selec-
tion process bring success.

There are numerous methods to identify competen-
cies, but the one which is regularly used and widely
known is an interview. During a selection process we
can use many different types of interview, such as a be-
havioral, stress, situational or competency interview.
Interviewing can be more or less structured. In some
situations it is possible to use also a group or panel type
of interviewing.

The most difficult task at interviewing is to get objec-
tive data of a candidate, the ones that can also be com-
parable and give us an opportunity to make the right
decision at the end. We can avoid the mistake of mak-
ing the wrong decision by the systematic assessments
and gathering data under standardized conditions.



But there are some other more critical features of
competency based assessment, such as some com-
mon mistakes we usually make in social relationships.
Some of the assessors' biases are:

o the hallow effect,

o contrast errors,

orecency bias,

oleniency and severity bias.

To get the best information about a candidate,
every type of selection interview should be struc-
tured in a similar sequence from very open to open
and closed questions:

In conclusion, the essential thing to every assessor
should be a way of giving feed back after assessment.
The reviewer who may be reporting employer should
present candidates on a following way:
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Self - Awarnes

The goal of providing the feed back to a candidate
is gaining the participant’s awareness of his areas of
strength and areas of development. It should encour-
age introspection, help participants draw interference
and reach conclusions.
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National survey

General questions

How do you define “competences”in your country?
The term “competence” is widely used especially
in the educational sector, and here quite frequently in re-
lation to pre-primary, primary, secondary and post sec-
ondary (not tertiary) levels of education (ISCED 0, 1, 2, 3,
and 4). The term itself is defined by the Act No. 245/2008
Col. on Education as follows: “Competence is a demon-
strated ability to use knowledge, skills, attitudes, value ori-
entation and other capabilities to perform and implement
functions according to given standards in work, while
studying in personal and professional development of
the individual and for his/her active involvement in society,
in the future working and non-working life and in his/her
further education’.

In the educational sector the term “competence” to-
gether with other related terms (knowledge, skills, abili-
ties, etc.) is mentioned in state educational programmes
(curricula), which define what knowledge and skills
graduates of respective education level and area should
have. These documents also refer to key competences
for lifelong learning.

In the labour/employment sector the National Occupa-
tional Framework (NOF) is currently being implemented
as a national integrated information system containing
descriptions of standard labour market requirements
for skilled performance of particular jobs. NOF defines
competence as a set of requirements (general skills,
professional knowledge, and professional skills) neces-
sary for good performance of the selected job.

What kind of competences are diagnosed

in your country?

In educational sector pupils and students at primary
and secondary schools are evaluated by teachers also
according to their level of acquired key competences
in different subjects of curriculum. Pupils and students
might be diagnosed also by different psychodiagnostic
tools and methods by centres for educational and psy-
chological counselling and prevention. These centres
also prepare short-term programmes (according to re-
quirements from schools), in which professionals help
pupils and students to identify their competences, gain
better self-knowledge, knowledge of their qualities, etc.
In labour sector the National Occupational Standards
in NOF cover requirements for a qualified employee’s
performance. NOF contains online application ,register
of competences’, which defines general skills (complex
personal abilities, which are not related to professional
specialisation and are transferable into various work ac-
tivities), professional knowledge (acquired information

gained through education or learning) and professional
skills (individual’s ability to optimally perform certain
work activities based on acquired knowledge as well
as previous work). Employers and human resources
professionals might use this register for identification of
competences. In some cases they also prepare compe-
tence models for occupations.

What are the regulations governing the use of diagnosis
tools in your country?

Law regulates only the use of psychodiagnostic tools
and methods. According to the law No. 199/1994 Col.
on Psychological Activities and the Slovak Chamber of
Psychologists, these tools and methods might be used
only by psychologists.

Who in your country is entitled to make the diagnosis of
competences? (profession/required qualifications)
Qualified psychologists (the only ones allowed to
use psychodiagnostic tools and methods) in Centres
for Educational and Psychological Counselling and Pre-
vention, and other guidance and counselling services
providers in educational sector, teachers and other staff
in education of children with special needs, educational
and career counsellors (who are mainly qualified teach-
ers), professionals working in offices of labour, social af-
fairs and family, in personnel, recruitment and training
agencies, and partly in the health sector (e. g. evaluation
of health limitations).

Specific questions

What tools have been used in your country to diagnose
competences?

In educational sector schools and their teachers in posi-
tion of educational counsellors closely cooperate with
Centres for Educational and Psychological Counselling
and Prevention. These centres are equipped with dif-
ferent tools (mostly psychodiagnostic ones) for iden-
tification and diagnosis of competences of pupils
and students. For pupils and students with disabilities
(sensorial and physical) special educational counselling
centres exist.

Teachers assess learning outcomes, acquired key com-
petencies, personal growth, willingness to cooper-
ate, etc. Ministry of Education, Science and Sports of
the Slovak Republic has published guidelines for evalu-
ation of pupils. These guidelines provide information
also about methods that might be used for evaluation,
e. g. through projects, self-evaluation sheets, personal
records, questionnaires, observations, portfolios.

In the labour/employment services sector at offices of
labour, social affairs and family tools and techniques



for identification of competences, professional skills,
etc. for preparation of Individual action plan are also
used. Some offices also use methods as assessment
centre or skills audit.

In private sector personnel agencies and HR depart-
ments use well-known methods: different psychodi-
agnostic tools, assessment and development centres
and skills audit.

Please describe some tools that are the most useful
(in your opinion). Are they dedicated to pupils and stu-
dents, academic students or adults? What are the ad-
vantages or disadvantages of these tools for the coun-
sellors and for the clients?

Assessment and Development Centre for Adults

This method is used in the process of work with job
seekers at some offices of labour, social affairs and fam-
ily. The Office of Labour, Social Affairs and Family
in Dolny Kubin was the winner of the National Career
Counselling Award 2012 in the category “career guid-
ance and counselling services’; and this institution
was awarded for the implementation of this approach
and tool. This activity can help job seekers to assess their
preconditions and strengths on the basis of a detailed
self-knowledge gained through the ADC. The service
has a positive influence on the motivation, orientation,
self-marketing and self-development of clients. Assess-
ment and development centres are also widely used
in private sector (personnel and recruitment agencies,
and HR departments).

What kinds of ICT tools (e. g. computer programs, soft-
ware, games, etc.) are applied in your country to diag-
nose competences? How popular are they?

The Central Office of Labour, Social Affairs and Family
is responsible for the administration of the Internet
Guide to the Labour Market website (Slovak ac-
ronym - ISTP; http://www.istp.sk). It is a database of
information about the world of work and methods of
using information to facilitate communication on the la-
bour market and make it more efficient. This website
also provides some ICT tools: Individual Potential
Analysis (AIP) — program for collecting information on
individuals’ skills, personal qualities, health conditions
and personal preferences (special interests, aptitudes,
talents, ideas and future job expectations), and Career
Planning (KP) - program that enables to estimate cli-
ent’s ability to perform a certain job, plan his/her career,
it also gives information about the client’s weaknesses
and strengths.

How are these tools disseminated among
guidance practitioners or teachers (via internet, via
courses, etc...)?

Centres for Educational and Psychological Counselling
and Prevention provide methodological support for ed-
ucational counsellors (teachers at schools) through
meetings, seminars, workshops, etc. If there are any tools
for diagnosis of competences available for practitioners
in schools and counselling centres, due to the necessity
of their protection these are disseminated either elec-
tronically (if available in electronic form), more often via
personal contacts at seminars, workshops, etc.

Does the system of diagnosis of adult competences ex-
ist in your country? If yes, is it related to the validation
process of non-formal and informal learning?

No, there is no officially established and/or recog-
nised system allowing diagnosis of competences of
adults in Slovakia.

What are the free online tools to test competences
in your country?

There are no free online tools directly for testing
competences - but as has been already mentioned,
in the Internet Guide to the Labour Market there is
a specific set of tools for self-assessment of various
types of clients (pupils, students, employed or unem-
ployed adults, job seekers, etc.) where it is possible to
assess also one’s competences.

Research and development

Who/what organizations or institutions conduct
research on competences or develop new tools
in the field of diagnosis?

Research in this field is being conducted by research
institutes, academic and scientific institutions and dif-
ferent universities (e.g. faculties and departments of
psychology, pedagogy and sociology).

The Research Institute for Child Psychology and Patho-
psychology (VUDPAP), directly resort-controlled
scientific and research workplace of the Ministry of
Education, Science, Research and Sports of the Slovak
Republic, is focusing on solutions of problems that so-
cial and mostly educational-pedagogic practice consid-
ers as a matter of priority from the aspect of psycho-
logical and pedagogic sciences. The Institute provides
technical and methodological support, guidance and
co-ordination of all components of educational, psy-
chological and career counselling (pedagogic-psy-
chological counseling centers, centers of educational
and psychological prevention, school psychologists,
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and educational counselors). VUDPAP is also focusing
on development of conceptual background materials
and analyses and in collaboration with renowned test
publishers prepares Slovak versions of psychological in-
struments for children and youth.

Website: http://www.vudpap.sk/en/

The National Institute for Education (SPU), directly-
managed organization of the Ministry of Education,
Science, Research and Sports of the Slovak Republic,
conducts applied educational research and experimen-
tal verification, provides professional and methodologi-
cal management of schools (in particular the creation
of school educational programs, preparation of peda-
gogical documentation for schools and school facilities
in the field of education and training of teaching staff),
etc. Website: http://www.statpedu.sk/en/Home.alej
The Institute for Labour and Family Research is state
contributory organization covered by the Ministry of
Labour, Social Affairs and Family of the Slovak Republic
It conducts research in the field of of social and family
policy, labour market and employment policy, industri-
al relations, working conditions and occupational safety
and health.

Website: http://www.ceit.sk/IVPR/index.php?lang=en
The Slovak Academy of Sciences covers 51 scientific so-
cieties and conducts research in various fields.

Website: http://www.sav.sk/?lang=en

What fields or topics are researched?
Key competences, social skills,
communication skills, etc.

How is the efficiency of tools measured?

For psychological questionnaires and tests should be
determined validity and reliability.

For other instruments might be obtained feedback
from users.

Who/what organizations or institutions provide train-
ings for counsellors on diagnosis of competences?
Trainings in this field are provided also by some of above
mentioned institutes - Research Institute for Child Psy-
chology and Pathopsychology and National Institute
for Education.

Also Methodology and Pedagogy Centre (MPC),
state budgetary organization of the Ministry of Edu-
cation, Science, Research and Sport of the Slovak Re-
public, provides continual education for pedagogical
and professional staff in schools and school facilities.
Website: http://www.mpc-edu.sk/o-nas/english
Companies developing and offering tools and methods
are also providing trainings in this field.




Tomas Sprlak

Competences diagnostic or empowerment towards
a real competence based career guidance

Introduction

Career guidance in the “bilan de compétences” ap-
proach in France is the product of a broad social dia-
logue between government, trade unions and employ-
ers' concerning the system of lifelong learning with
roots in the 1970 As such, it has certain peculiarities,
both in terms of system management and financing,
but also in terms of objectives and the methodology.
The initial ambition of bilan de compétences was to be-
come a widely available tool not only for supporting the
management of individual careers, but also a tool that
fosters the communication between the the labor mar-
ket, educational institutions and individuals. This wider
societal, political and institutional context has direct
methodological consequences, such as the emphasis
on analysis of competence - competence is regarded as
a common language, which links these different actors
of the lifelong learning system in France. A key contri-
bution of the bilan de compétences from the point of
view of the beneficiary is to enhance the employability
and career management skills, and therefore a great
importance is given to the pedagogical dimension of
the guidance process.

Possible definition
of competence in guidance

When we try to define the term of competence from
the point of view of guidance, it is preferable to use
intuitive definitions over scientifically rigorous or even
psychometric definitions. The competence in guid-
ance is understood as a multi-dimensional conglom-
erate of acquired individual factors that contribute to
the effective realisation of a specific task within a given
organisational context. There are several specificities
in the French understanding of the term “competence”:
o The notion of competence’is conceptualised in terms
of ‘capacity’ in relation to a broad occupational field
rather than in terms of performance of particular skills.
o The description of competencies is often general
and is rarely defined in terms of precise and discrete
tasks.

o Competences are understood broadly, with a particu-
lar accent on explicit theoretical knowledge and a mas-
tery of a broader set of skills

o Individual competencies are related to each other
and are difficult to dissociate from the overall occupa-
tional or job profile; they are integrative rather than cu-
mulative.

o Competences can sometimes be expressed as dy-
namic processes, that is, an individual is not just capable
of doing something at a given point but is also capable
of developing, learning and passing on knowledge.

Concerning the structure of the competence, is possible
to use simple and effective didactic models in which we
can distinguish:
o Cognitive component: knowledge (savoir) - based on
a body of scientific and/or technological knowledge
that can be acquired by teaching or by self-directed
learning. We can distinguish:
- declarative knowledge (theories,
terminology, classifications...)
- procedural knowledge (instructions, working
procedures...)

o Functional component: Know-how (savoir-faire) -
based on the implementation of knowledge and expe-
rience in a specific situation (such as the manual dexter-
ity, the ability to deal with breakdowns or malfunctions).
These ‘empirical’ forms of savoir-faire may be acquired
both through learning and through professional experi-
ence.

o Social component: attitudes (savoir-étre) - relates
more to inter-personal relationships than to technical
matters and that may also relate to communication

(for example with peers or clients), to problem-solving
capacity (aptitudes, capacités) within a team, or to

the level of autonomy.

Cognitive
component

A

Social Functional

component component

Image 1: The multidimensional model of competence used
in bilan de compétences

Using some kind of competence analysis in career guid-
ance has following advantages:
Helps client reflect his experiences (professional

and non-professional)

Structures his competences in order to gain better
legibility

Helps the client express and“sell” his competences on
the labour market

Positions the client in relation to similar jobs on the la-
bour market

Identifies “motivated skills’, “burn-out skills” and “po-
tential-skills"in relation to his career development (guid-
ance perspective)
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Risks linked to “competence
diagnostic”

When working with competencies, a particular empha-
sis is given to the educational aspect of the counseling
process — the client should be able to adopt a certain
vision of himself, that should correspond to the pro-
fessional role. This allows him to better understand his
competences and requirements of the labour market
and respond adequately to the expectations of employ-
ers. A variety of tools can be used to analyse the career
path of the client in terms of acquired knowledge, skills,
attitudes and personal qualities. Indirect product of this
work is the more complete and positive professional
self-image and increased self-esteem of the client. Us-
ing expert methods, such as psychological assessment
is highly discouraged: they are rarely adapted to pro-
vide a compleximage of client’s acquired competences,
but most of all, they hinder the pedagogical dimension
of the guidance. There are several reasons for this:

o Analytical grip: Asymmetric relationship between
counsellor and client, in which the client perceives him-
self as an object of an expert analysis instead of an
active subject of the procedure.

o The fortune-teller syndrome - The client expects

the counsellor to reveal magical solutions.

o Testing encourages client’s dependency and gives
the counsellor a false authority

o Assessment methods show little predictive validity

in terms of on the job success

o Testing can be used as a“shortcut”in counselling,

but ignoring the complexity of the various factors that
are important in career decision-taking can drive the
client further away from himself.

Examples of tools and techniques
of competence analysis

Regarding specific ways of working with competences,
intuitive and transparent tools and procedures should
be used. They help the beneficiary formulate explicitly
acquired competences and provide him with a logical
framework in the next step. This framework may have
different forms depending on the client’s needs and ex-
pectations, it is important to ensure the clarity and use-
fulness in relation to the initial objectives of the guid-
ance.

Competence portfolio

Competence portfolio is an instrument par excellence
of competence analysis. It is a very useful tool for differ-
ent reasons:

o Long-term guidance process - if well presented,

the competence portfolio can be used beyond the du-
ration of the guidance process and without any input of
a guidance counsellor.

o Career memory - it helps the client trace his profes-
sional and extraprofessional experiences in a detailed
and structured way.

o Valorisation of experiences — the analytical and
summarizing work brings better legibility to his ac-
quired competences. Often a mere fact of “putting
things down”in a written form can has an immense ef-
fect on beneficiaries.

o Career transitions management — a systematic
approach to competences facilitates the identification
of transferable skills during career transitions

o Active involvement — the competence portfolio

is a property of the beneficiary and requires his

active involvement

o Communication and marketing tool - data indicated
in the competence portfolio (proofs, certificates, diplo-
mas, etc.) can be used to confirm one’s competences

The competence portfolio leads the client to record,
sort, analyse, synthesise and evaluate his experience
through different support sheets. It may take the form
of personal file, however, electronic versions can also
be used. The pedagogical clarity and guidance process
that necessarily accompanies the portfolio are more
important than the actual form. In this process, the cli-
ent is guided through four levels of analysis of his own
experience:

o simple reconstitution of facts (e.g. describing a typical
working day)

o evidencing client’s personal input (similar to the
behavioural events interview, where we try to “trans-
late” the activity into the language of competences)

o identifying one’s transformation through working
activity (monitoring professional, personal, relational,
cognitive, emotional transformation induced by

the experience)

oanalysing meta-competences, or career
management skills.



2001-2004 knowledge of main Prospecting and Perseverance

Account manager  regional actors in - finding new clients  Credibility

(at Comp. Inc.) industrial air- Maintaining client  Aggressiveness
conditioning portfolio

Developing new

markets

Image 2: Example of the analytical sheet
of a competence portfolio

Career tree

This is a supportive technique for filling out the com-
petence portfolio. It is particularly useful for clients with
experiences that include a wide variety of tasks and re-
sponsibilities. The client is guided to elaborate a very
detailed professional profile. The benefits are obvious

Responsibility

1
=

Action 1

|
Image 3: Exam- m
ple of a career ‘ ‘
tree for analys-
ing complex
in terms of professional self-image and self-esteem; cli-
ents sometimes experience a sort of “aha” experience
in terms of the valorisation of their acquired compe-
tences. This work also generates competences for fur-
ther analysis and classification.

Cards and checklists

Many different methods exist that can facilitate the pro-
cess of competence emergence. This process is always
very time consuming, because the idea is to make
a thorough analysis of one’s career path (the notion of
audit, bilan or bilanzierung). Different cards or predefined
checklists with competence descriptions can be used
in order to give the beneficiary the necessary vocabu-
lary to express his skills and competences. Such cards
can be derived from different national occupational

|
|
|
1 1
=n

classifications or other sources (see Knowdel motivated
skills cards or other existing methods for inspiration).

Competence?

Providing framework for competence analysis
Providing a logical and coherent framework can be
a very useful way of bringing more legibility to the cli-
ents'competences and harnessing the effects of the pre-
vious work of competence listing. After the analytical
phase when client’s experience is detailed and trans-
lated into the language of competences, we can offer
them some structure in terms of different categories,
dimensions etc...

Different more-or-less sophisticated ways of compe-
tences classification and formalization exist. The sim-
plest ones is identifying priorities and constructing
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hierarchies (e.g., identifying five most important hard
skills, 5 most important transversal skills, etc..),
Categorized that we can use can be relatively broad
(e.g. transferrable and non-transferrable competences),
based on personal resources mobilized in action (com-
petences in creativity, communication, reflection, ac-
tion...) or occupational areas (linguistic, technical, com-
puter, organizational skills from Europass). Alternatively,
you can use any other more or less specific categorisa-
tion that is useful for the client and that contributes to
the objectives that were initially set. It is possible to rely
on already existing systems that work with the concept
of competence (e.g. different national competence
frameworks). This enables the counselling process
and career plan of the client to be rooted in a broader
educational or socio-economic framework (e.g. system
of recognition of prior and experiential learning).

From the guidance perspective, it is interesting to use
a two-dimensional grid for competence classification
into four groups:

o Assets — competences with high level of interest
(passion) and expertise, that represent the most valu-
able individual “assets”

o Burn-out skills — skills with high level of expertise but
little level of interest, a usual situation for individuals
contemplating career change

o Future career potential - this group can indicate long
forgotten or neglected interests, that can potentially be
transformed into career projects

0"Dogs’, competences with low level of interest and ex-
pertise, rarely worth of further exploration.

Future career

= TENI]]

potential

—
expertise

Burn-out skills

Image 4: Sorting acquired knowledge, skills and competences on
atwo-dimensional diagramme

Conclusion

Competence analysis in career guidance has of course
also its limitations — it is particularly usefull in guid-
ance and counselling in employment services or in
work with specific groups (e.g. experienced workers).
The results of this work can also be relatively more in-
teresting in an environment in which a system of rec-
ognition and validation of informal learning is well es-
tablished and lifelong learning is accessible to a wide
audience. Nevertheless, competence analysis can be
a useful and empowering method in guidance. It uses
non-scientific methods of analysis that are transparent
for the client and that can help foster his employabil-
ity. It also has positive impact on client’s professional
self-image and self-esteem. Moreover, well-structured
competence analysis can contribute to generation or
concretisation of career project ideas.
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18.

Competence analysis: Competence portfolio

= Know poursell and get recognized)

= Personal workbook | portfolio with description of
competences atquired during edusalan, piofesdicnal and
wilundady xpsiisnoes

Can contaln & colfection of proofs

= Poasible structuie:
L. Competences and knowladge soquired through
S alon
2. Compstences and knowlsdge scquired during
professional exparienos
3, Compatences and khowladoe acquired during astrs-
professicnal expanence

20.

EXERCISE 1: IDENTIFYING RELEVANT KNOWLEDGE

Al Loantify svary possible subject you know somathing sbout.
Bresh them down e 5 calegorias [ [sast 10 subject wilhin 3
minutes]:
i, Studied in high school
1. Loarmed on the job
Learmed from conferences, workshops, maimings, seminams
o Lnarmed a1 home: reading, T
¢ Learresd (n beasure fime: woluntesr work, habbies

B: Maka a mabny; Entrsiasm+/Eapartigas-

23.

EXERCICEZ - ENUMERATING COMPETENCES FOR A
SPECIFICIOB

In greas: And &8 mach a4 {eognitive, Amctional, socisl
commmorants | for volasteer’ joba

FILLING IN COMPETENCE PORTFOLIO 0L
Em ©w
]
0

mml
§ $
= R

I

e noetantot

24,

EXERCICE 3 - Transforming unstructured job
detcription 1o campetences

En group(a]

Sdentify &= many competences a3 pousibde | vert-Fcomplement )
Wihat questions could be used to gain more Bfemation?

AREMINDER:
Emple reconsntuon of facrs
PVSERZIND FIAET PerEANN ATALT
dentafring one’s rransformation through iocking acoiviy,
AL TR ORI ACES
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25.

EXERCISE 4: Identilying talents — personal "key
COmpetences”

Every client has specific talents that are manifested by their
oy campsstsice,

SUCORE BRITHES
waur goalr what you wanied to sccoamplish
Cbstacien, limits to by overcoma
Step by step actions - detailed description
i Descnpticn of results - measurable
Ressouioes - competences

27.

Transversal competences and employability

The ultimats chiective of & BaC s better smployability.

« Jobe-related {zometimes also called
“technical =kills", or "professional competeroes™). We meaan
by thesa all the knowladge and skills that are directly linked
1o tha apecfic accupation ar igecihc sducational curmcula

-« Tr Ferabil Fe {persanal, trarmversal, key

competences] - a large group of skills and competences
that are rot linked to specific cocupation or educational
curricula and can b2 used in 8 large variaty of contaxts.
This categery includes groups of skills that are somatimes
refermed to as "social®, "methodological®, "scft”™ or other
skills:

29.

Pedagogical utility wy. scientific rigor

= Varous goals of the competancs snalysis:

I Halp chees raflect his avpariences {frofessional and pon-
pralegdenal]
SErorturg Bl EAMMBBRZE (A crrer 12 SE better lagbilny
Haelp ths elsint ey and “isll” hit competendsd cn the
labour market
Porsition. Bus cliant in refaries be similsr jobs on the e
markat
[adartily “motisated shills®, *burn-can skills® and “potenhal-
shills” In relation & his canssr development | guidance
paripettis]

« Any classification or competence framework that
fosters these objectives can be used.

26.

Ill. Diagnosing competences
B) Providing structure

28.

EXERCICES — JOB-RELATEN AND TRANSFERRABLE
COMPETENCES

I Wk on previous shaets of paper and mark traivelermabie
sumpdsea
Find at lewit 1 poieitie job for avary bradalarmable compatencs

30.

31.

EXERCICE 6: Competence analysis: card and checklist
methods

Basic principle: prioritising, numbering and
graphic organisation -> creating structure and
reducing chaos

1. Competence checklist with cathegories
2. Enowdell’s motivated skills cards

Competence portiollo: wnthesks

Key professional compelonces (top 5):
L

ey babayiomnlfascial components (ko 5}

W0 Ll

32.

Other approaches to competence analysis

+ Fisid=-based classificaian (2.9, Eurcpaes):

Lisqubti competetoes

Techaicdl competancen

Compulsr compalamcnd

Socisl compatented.

Ceganaticnl ¢ patance

AMHEE compabancni

CAbkeroompatencen

+ Resource-based classrfication:
et
Brtacton
Communsaon
Creation

« MOTE: always use the same framework (for the sake of
pedagagy ]




33.

Canclusion

Compstencs analysis can ba & usefil and ampowenng methed
in guidarce.

1t uses “unscientific™ methods of analysis, that are
Lrangpacant for the clienl and thal can balp foster Faa
emglyabiliby,

1t sleo has positive impazt on clisnts profescional salf-imags
mind self-asteem.

Harsoyaer, well-structuned compatence analysis can contribte
to genaration or conoretication of career project ideas

34,

Thank you for your attention|
Comtact:

FEDERATION EURCPEENE DES CENTRES DE BILAN ET
DORIENTATION PROFESSIONNELLE
. Techop s

Tomas Serak
Intarnaticaal ralstions
rapriak Qfackbop. su
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Ivana Listiakova '

Creative, expressive techniques in competence

diagnostics and enhancement

tic fields of psychotherapy, art, music, drama and
other expressive therapies. The term “therapy”
might have a connotation of being used with clients
(patients) who are sick, have a disorder or a disability.
Nevertheless, the usage of creative techniques serves for
self-development and self-healing of anyone involved
in the process. For these reasons | find it important to
start with an introduction about my background which
gives a shape to an approach towards clients and the us-

age of expressive techniques.

Expressive techniques have their basis in therapeu-

Therapeutic Education in Slovakia

Slovakia has got a very specific field of study that does
not exist in other countries in this form. We translate it
as “Therapeutic Education”. In German it would be “Hei-
Ipadagogik’, in Hungarian “Gyogypedagdégia” However,
it has got a different content compared to Hungary
where the pedagogues study to be special teachers
and therapists as well and they choose a field focused
on a specific disability. In Slovakia, there are special
educators, who are teachers for special schools, or
they do assessments and re-education, correction, etc.
And then, there is the field of therapeutic education that
prepares students to become therapists. Therapeutic
pedagogues can work, e.g.:

oin the school system, as professional pedagogical
employees (together with school psychologists
and school special educators);

oin the social care system, in social care institutions with
people with disabilities, mental health vulnerability,

or with elderly patients; or in children homes;

oin the health care system in early intervention, at psy-
chiatry clinics, or as supportive therapists in hospitals;

o in their own practice (after gaining qualifications
for opening a private office);

o or as psychotherapists (after completing an addi-
tional psychotherapy training and being registered
in the Slovak psychotherapy association).

The focus of therapeutic educationis on a person in a dif-
ficult life situation who needs support in development
and self-employment. The main principle is a holistic
approach to clients, perceiving them as human beings
in their environment in the context of their strengths

1. Contact: Mgr. Ivana Listiakova, PhD.

Institute of Social Sciences and Therapeutic Education
Faculty of Education Comenius University in Bratislava
Racianska 59, 813 34 Bratislava
ivana.listiakova@gmail.com
Tel.: +421 908 548 339

and vulnerabilities and their relationships with them-
selves, the others and the world. Respect and values
are an inherent part of therapeutic-pedagogical work.
The therapist must have an attitude of deep respect
towards the clients, regardless their disability or way of
thinking. Our work is in supporting clients’competenc-
es in all areas of life. The authors (Moor, 1974; Speck,
1998; Hornakova, 2007) of philosophy of therapeutic
education say, helping means being close.

It is also necessary to work in a multidisciplinary team.
It becomes a cliché in the area of helping professions
to say we need to work in a team. But it has not been
transferred to practice fully, at least not in Slovakia.
In our qualitative research that was based on inter-
views with primary education teachers, we found out
that teachers at schools think they work in a team.
What actually happens is that when they meet a col-
league in the school corridors they talk and discuss
the issues they have with a problematic child. Informal
talks can be considered a first step towards establish-
ing a team. Or they talk about the child with a school
psychologist. And then in the afternoon they talk to
the parents and give them advice or assignments of
what to do with the child at home. They feel that when
parents listen to them and work with the child at home,
they are cooperative. Not many teachers have an expe-
rience of working on a team based on partnership of
all parties — regular meetings of all participating sides
— teachers, psychologists, therapists, school directors,
and the parents meet and discuss issues together, they
set goals and regularly check on the process together.
They are all partners in the process without hierarchy of
anybody being an expert. Suggestions of the parents
are as accepted as those of the professionals. Parents
trust the teachers that they know what they are doing
in the educational process. It is very important to learn
from examples of good practice that exist in some
institutions. Inclusive education that respects differ-
ences provides opportunities for each person to de-
velop their skills.

Expressive techniques, from the point of view of
therapeutic education, offer a chance for self-devel-
opment. | would like to present the concept of salu-
togenis, which is crucial to the understanding of clients
in the way expressive methods approach them. An-
tonovsky (1996) talks about salutogenis in the context
of medical health care. He explains his understanding
of health and sickness, or disease. He plays with words
and says that a disease is not an illness in the common
perspective but just a lack of wellbeing, dis-ease. Our
task as doctors or therapists is to help people to feel at



ease. Antonovsky (ibidem) uses a metaphor of a river.
He says that the traditional medicine divides people
into the healthy ones standing on the shore and the sick
ones drowning in the water. Professionals are standing
on the shore throw life buoys to their patients and pull
them out of the sickness. Then people realized that it
would be better to prevent this from happening so
they created various preventive tools, they build fences
on the shore so that people do not fall into the river of
disease. Health care is preventing against symptoms
and diseases. But Antnonovsky (ibidem) says that in re-
ality it is not quite like that. He states that we are all a lit-
tle bit sick and healthy at the same time, that health is
a continuum of health and sickness. There is no division
of people into categories of healthy/intact and ill/dis-
abled. Everyone is actually in the water. The difference is
in how well we can swim. The task of the therapists is to
teach people to swim and to teach them to swim well in
their personal river. Each of us has a different river, some
so have calm water, no hard obstacles and they just
float through life. Some have got waterfalls and rocks
in their river and they need to become very strong
and courageous swimmers — some people naturally
are, and some people need to learn - that is our job, to
help them to build up their resilience (Komarik, 2009).
This concept is transferable from the medical field to
other helping professions as well. It is about changing
the standpoint from symptomatic and pathogenic to-
wards client centred and holistic approaches. Therapeu-
tic education has its base on these principles and ap-
plies them in the process. Creative expressive therapies
offered by a therapeutic educator have a philosophy
personality and social development in the background
- competence and skills enhancement, self-awareness,
and positive self-esteem support.

Expressive Techniques

Therapeutic education works with expressive therapies
or art therapies in the broad sense. It uses art and its
methods as a therapeutic means of change. In psycho-
therapy, itis words that help the client to grasp the ideas.
Only after we name something it becomes real. Talking
about the contents that are on a semi-conscious level or
they are just a dim picture or an unspecific feeling, are
explored through words. Often it is hard to name them
immediately. The therapy is a process of finding the core
of the issues. Creative expressive therapies work with
even more tangible means. Artistic products stand
somewhere between words and emotions in their abil-
ity to show meanings and help us understand.

o They offer a personalized symbolic way of expression
that is easier for reaching deep concepts than trying to
find the correct words.

o They offer tangible products that can be physically
changed which enhances the inner psychological
change (Sickova, 2002).

o They are a path connecting the concept to the words
through a discussion about the product.

In the current studies of therapeutic education in Slo-
vakia, the offered areas are: art therapy - using visual
art (collage, painting, and drawing) and working with
clay; music therapy, dramatherapy — using theatrical
and drama techniques (including puppet therapy); play
therapy focused on children; occupational therapy/
ergotherapy - using crafts supporting fine motor skills
and life skills, also enhancing everyday life skills, self care
and professional competence; bibliotherapy - using
literature, text, novels, poems or short pieces of written
language, identification and contrast with characters;
psychomotor therapy — working with body awareness,
connection between physical and psychological world,
including dance therapy.

The clients of therapeutic pedagogues are children,
youth, adults and seniors. They are prepared to work
with people with different kinds of problems and later
in practice they can specialize. The focus is always on
supporting competences of clients - life skills, helping
to find and use hidden resources, learning support, de-
cision making, etc. The principles of providing relief are
not to work against the symptoms, but for the person,
promoting development and health.

Currently, there are two international projects running
focused on early intervention and supporting compe-
tences of professionals working with families in early
intervention (www.carly-intervention.eu, which offers
ready to use materials for parents, and www.icf-training.
eu, which offers training for professionals in the usage
of International Classification of Functionality, Disability
and Health for Children and Youth - ICF-CY).

Competence Enhancement

Stemming from the philosophical background
and the approach towards clients, it is a key concept
of therapeutic education to support competence of
the person in need. Generally, it is thought, as well as
Hornakova (2007) has written that the care or services
are provided for people in difficult life situation, which
in the traditional way of looking at special education,
or psychotherapy would be people with disabilities,
physical or mental health problems. As we see it now,
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the resources of expressive therapies can be very useful
for the “intact” population, too. However, returning to
Antonovsky (1996),“intact”is a very tricky term and with
regard to inclusive thinking it does not exist. Differ-
ences are “natural, acceptable, and ordinary” (Baglieri,
Knopf, 2004, p. 525). Each person has got issues to work
on and each person is entitled to help and support.
The enhancement of competences should be the goal
and the means of the process of education or therapy.
The definition of a difficult life situation needs to be con-
sidered from a subjective point of view of the person
involved. The approach of a therapeutic pedagogue is
similar to the strategy of a life coach (Williams, Davis,
2002) regarding the client centred orientation and help-
ing people in discovering their own solutions.

Competence support is a general principle, but it can
also be understood as a narrower concept of discover-
ing and enhancing life skills and their usage in a pro-
fessional career. Everyone possesses skills for various
things. It is often the role of the counsellor to help clients
discover their skills. Not to identify the skills for them, but
to create an environment where in the safe conditions
skills can be discovered. Competence awareness is one
of the goals that create a solid basis for building up ca-
reer orientation. Thus in this article, we present activities
based on expressive therapies and applied in the area
of career counselling and we demonstrate their usage
in the competence diagnostics and enhancement.

These techniques can be modified and used in the con-
text of adult — individual or group counselling, career
counselling when there is a need for change in the pro-
fessional life or the client is trying to find employment.
Often it is necessary to support client’s self-confidence,
especially after an experience of a failure at a job inter-
view or fear from attending one. School counsellors
may find inspiration here as well. Expressive techniques
are not limited by age or mental capacity. They work
through means of arts and self-expression that allow
variations and do not have “wrong answers”. The only
condition is ethical — we offer the techniques in a way
that is based on our professional expertise. We have
to make sure that the aim of our endeavour matches
our professional competence and we know how to
deal with possible processes that might be triggered
in the client’s thinking or feeling. As teachers, our goals
will be educational or focused on the social relation-
ships in the classroom. As special educators our goals
will try to compensate for disabilities or difficulties. As
psychologists our goals will be personality oriented. As
psychotherapists our goals will be touching the level of
a deep change in cognition, actions and emotions. As

coaches our goals will be in offering questions rather
than answers and following the client’s way of thinking.
All of these are valid and correct goals and we naturally
engage in the counselling process from our own pro-
fessional perspective. It can be considered a limitation
that we do not fully use the potential of expressive ther-
apies, only their constricted form, but | would rather see
that as a protective factor. Expressive techniques have
alot to offer and the outcome will depend on the client
as well on the way the professionals have used them
and set their goals according to their professional com-
petences.

Practical part Introduction

=> The focus is on ice-breakers; creating welcoming
and safe atmosphere; experiencing a feeling of being
accepted in the group; releasing stress and hesitation
about movement activities, being visible in the group
or presenting; opening creativity channels.

o Say your name together with an adjective that starts
with the same letter. Add a movement. E.g.: Crazy
Catherine (and jump). The others repeat the name
and the movement. => It gives a message of being
welcomed. The focus is not only on remembering
the name as it is in regular introduction. Participants
fully focus on the person and show acceptance by re-
peating the movement and feeling the person through
their own body. It is an activity suitable as a warm-up
exercise. It needs a bit of creativity. It is fun.

o Giving a signal around in a circle. Make an eye-con-
tact with the person on your right, both of you clap at
the same time. Then the next person turns to the right
at does the same with the next person. The signal goes
around in a circle. To change direction, you can wave
your hand in front of your nose. Go as fast as possible.
=>This game is focused on loosening hesitation, break-
ing barriers, tuning the group on the same wavelength.
o Elephant, toaster, Paris Hilton — One person stands
in the middle and points at a person in the circle. He/
she has to make an elephant’s trunk with their hands
and the people standing on the sides make the el-
ephant’s ears. Toaster: the person in the middle jumps,
the two others on the sides make a box around him/
her. Paris Hilton poses for the photographers and they
take pictures. => Participants must focus and react
quickly. Itis fun. It is an introduction to acting in a role.
o Using a chair and making a statue — one person starts,
the others join. Then the first one stands up and looks
at the picture. => empathy, acting, connections
in the group.

o Different kinds of walking. We are walking around
in a forest, we are running, we are tired, there is a river.



Itis muddy. There is a bear! Jump on the stones. We are
walking towards a city. We meet a farmer, and a hunter.
Now we meet different people in the city. A postman.
A teacher. A businessman. A secretary. Participants can
suggest their own ideas. We imagine we are in the role
and we act it out. => Introduction to acting. Introduc-
tion to the topic of career.

Directed imagination

Close your eyes, you can move around as you
wish, imagine...

You just returned from a really good holiday. You feel
fresh and relaxed. You are full of energy and you are
looking forward to a new day at work. You woke up
just as you like it — did you get up early? Did you sleep
long? Maybe you have a coffee, maybe you drink a tea.
You do your morning ritual and you go to work. Do you
take a bus/drive/walk? You are enjoying the day. Do
you work outside or inside? Do you work alone or on
ateam? Are you the boss? What are you responsible for?
You feel strong. You know you can manage everything.
This is your dream job.

=> realizing what is important for us to be happy. It is
an orientation towards being successful, happy at work
without sacrificing our lives.

Visual art expression

o Individual work - Draw the feeling you have now
in any way you want — abstract or symbolic...=> real-
izing feelings connected with our work, job — drawing
is medium that helps us to focus on our inner world. We
bring our images from the previous activity.

o Group interactions — Each group of 3-4 people has
got a big paper. Put your mood from your individual
pictures together on the big paper. Try to draw your
mood on the big paper now. Do not talk too much to
the others. Just observe how you can communicate in
the drawing.

oDiscussion-How did youfeel? Howwasitin the group?
Who started drawing? Did you understand each other?
Did you have enough room for expression?
=>Thefocusis on group interactions, keeping or chang-
ing our emotions according to the group interactions.

Trace your hand

o Trace your hand. Write your name into the drawing.
Write something you really really like doing into the fin-
gers, one hobby for one finger. It is followed by a quick
sharing.

o Now, think about skills and personal characteristics,
personality traits that you need for being good at these

things you love doing. E.g.: Cooking — following instruc-
tion, creativity, patience, etc.

o Do you apply these characteristics also at your work?
=> It is important to this activity in connection with
the body - tracing a hand (or the whole body with
a help of another person). We make a deep connection
to ourselves through the body. The five fingers give us
a limit — we have to be creative but it is not stressful. It is
the best to focus this activity on hobbies that are seem-
ingly absolutely different from the person’s job and just
then find the connections.

Who |l am..., who | should be...,
and who | want to be...

o Divide the paper into three parts — you can just draw
three lines, you can use bubbiles, circles, turn the paper
any way you want. The first part is: Who | am.. ., the sec-
ond partis:Who I should be. .., and the third part is:Who
| want to be... Draw these three things. You can draw
yourself, or you can make it abstract or symbolic.

o Come to the circle again. Act out all three parts. You
can explain it afterwards.

=> This activity is bringing the focus on realizing how
content we are or if there are any discrepancies be-
tween our wishes, social pressures and the way we
see ourselves. It is important to realize who we are be-
fore we talk about particular jobs. Jobs give us a mask.
As Jung explains (1921. In Gordon, 1987 & Pitruzzella,
2004), each profession has its own mask — persona —
that is represented as a socially accepted acting in a role
of a doctor, lawyer, etc. The risk is when we stop being
ourselves and our personality becomes only that of the
particular professional role.

Train game

Three people make a train. The first one leads, the others
close their eyes and follow. Then they change positions.
Each person tries all the positions. It is followed by a dis-
cussion about how people felt in each position and why.
A question can be raised — are you a leader?

=>The goal of a game at the end is relaxation, lightning-
up, switching from serious and deep focus on oneself
back on reality around us, interactions and cooperation.

Closure

Express your feeling at the moment, from this session,
what was important or interesting or just how you
are with one or two words and a movement — show it
and the others repeat the word, and the movement.
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=>The opening and closing is similar. We start and fin-
ish in a ritualized way. By repeating each others’ words
and movements we share the experience.
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pomdhajice profesie. Bratislava : OF Socidlna praca, 2007. Art
176 5. ISBM 978-B0-89185-28-3.
* SPECK, 0. 1998, System Hellpbdagogik. Eine Skalogische Peychomotorics = Music
reflexive Grundiogung. Manchen : Reinhardt, 1998. 15BN 3- “3_ it
437-01411-7. TN
T
» MONTESSORI, M. 1936. The Secret of Childhood. Piay 4\ Drama
* ANTONOWSKY, A, 1996, The salutogenetic model as
atheory to guide health promotion. In Health Promotion : |
International, 1996, 11, 1, p. 11-18. Cecupation Utaratune
5. 6.
i, e PO
j wesww Current projects
Therapeutic background . .
P g Department of Therapeutic Education
* JENNINGS, 5. 1999, Introduction to
Developmental Playtherapy. ec 2.0 TR
+ LANDY, R. J. 1994. Drama Therapy. Concepts, et (e . ) "r' i l:'r. e
Theories and Practices. e
Early childhood intervention =~ , 55ins tralning of
* JONES, P. 1996, Drama as Therapy: Theatre as Eurppean Competence Inltiative i hr
I.“”ﬂ,g WWW. By -Iinterventhon. e peiEsinab Ky Thy Nieli o
KIELHOFNER, G. 2008. Model of H o
= : . el of Auman *  Ready-to-use materiats for B
Occupation: Theory and Application. professionals and parents g::?;:;“:m:;z:‘m
* KIPHARD, E. 1994, Psychomotorik in Praxis und about chidd devalopmant R el
Theorie. Ausgewdhlte Themen der * Coordinated by BISEV,
Motopddagogik und Mototherapie. Turkey I CF,
7. 8.

QOur clients

People in Difficult Life Situations

Children — Youth — Adults - Seniors

Focus on supporting competences of clents = e skills,
helping to find and use hidden resources, learming suppart,
decision making, etc.

Principles and goals of support

Relieving from and lowering symptoms

* Mot against symptoms but for the person

* Changes in attitudes and behavioural patterns
Changes in cognitive and emotional area
Promoting development and health
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10.

Practical part

Trace your hand

* Trace your hand

* Write your name in the middle and write a
sentence: | am good at...

* What activities are you good at? What are your
hobbies? Write them into your hand, one in each
finger.

* What skills, special personal characteristics do
you need and employ when doing these
activities?

* How do these characteristics get a use in your job
or future job?

11.

12.

JUSWIdURYUS pue sonsoubelp soua1adwod U ssnbiuydal aAISsaIdXs ‘DAeal) | epferols O

How do | feel when..?

Imaginative movement technigue

Imagine you work as a... How do you feel? How
do you walk? Are you proud? Are you tired?
Follow-up exercise — collage and paint — This is
what my choice will bring me. This is what it will
cost me, How do | feel about it?

Write a poem about yourself in this position [you
can use a play with words or hints - poem for
starting letters of a word or poem using particular
chosen words)

What is in my head?

* Work in pairs = trace around each others
heads — the papers can be on the wall or on
the floor. Look into your head. What thoughts
are in there? What can our mind do? Think,
learn, dream, remember...

* What characterizes you?

* Collage, drawing, pantomime, drama sketch

13.

14.

For more ideas ...

MAJZLANOVA, K. 2011, Siéasnd
dramatoterapia= pristupy, vwavy.
KOVACOVA, B. 2011. Wvinovo orientovana
dramatoterapia.

WVALENTA, M. 2011. Dramaterapie.
SICKOVA, ). 2002, Zaklady arteterapie,

SZABOVA, M. — STUPKOVA, M. — VODICKOVA,
B. 2012. Dieta v centre pozornosti.

Thank you!

-_—

ivana.listiakova@gmail.com
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National survey

General questions:

How do you define “competences”in Switzerland?

There is no unique definition of competences in Switzer-
land and various categories of caracteristics are included
concerning this domain. However, a generally accepted
- yet quite broad and ambiguous - definition would be:
Competence is the validated ability to combine knowl-
edge and skills in order to carry out efficient behaviors
and achieve expected results in a specific professional
situation. Thus it refers not only to technical and academic
knowledge, but also to more general cognitive abilities
(such as reasoning and problem-solving) and personal
qualities (self-regulation, resistance to stress, interper-
sonal skills...).

According to such a definition, competence is the combi-
nation of different knowledges in a specific context and
aiming to achieve a specific result. Three groups of knowl-
edge are generaly considered:

oFactual knowledge (know that): The available theoretical
background that can be mobilized in situation;

o Nomological knowledge (know why): The capacity to
conduct abstract and critical reasoning to extract gen-
eral laws and methods from the availabl knowledge,
hierarchise information, and perceive and understand
specific dimensions and demands of the encountered
professional situations;

o Nomopragmatice or technological knowledge (know
how): The capacity to carry out efficient behaviors that
actually help achieving the expected results; this part
implies that comptences can only be observed in situ,
and that the assessment requires the expertise of the ob-
server (e.g. only experienced professionals can attest that
competences are present).

When looking to identify and assess competences, one
must take into account the importance of soft skills that
contribute to communication, collaboration, planification
and coping with environmental demands and pressure.

Specific further questions:

What are the advantages or disadvantages of these tools
for the counsellors and for the clients?

The main disadvantage is that competence assessment
usually focus on academic achievement and technical or
hard skills. This seems insufficient, since a significant part
of academic and professional performance and success
may be predicted by more subjective and psychological
features (e.g. dipositions or self judgments) as well as by
contextual and psychosocial facors (socio-economic sta-
tus, cultural origin and immigration status, gender....).
Such interventions may lack efficiency when it comes to
supporting marginalized or at-risk populations.

What kind of ICT tools (eg. computer programs, software,
games etc.) are applied in Switzerland to diagnose com-
petences? How popular are they?

Such tools are not very developed in Switzerland.

How are these tools disseminated among guidance
practitioners or teachers (via internet, via courses, etc.)?
Career counseling centers have access to national dis-
trubutors of psychometric instruments (e.g. www.Tes-
tzentrale.ch) or collaborate with research institutes to
develop specific instruments. The practitioners within
these public institutions receive proper training to use
different instruments, via internal or external (univer-
sity) courses. They are integrated in the school system
and present in school insititutions, and therefore en-
sure the diagnosis process themselves.

Research and development:

Who/what organizations or institutions conduct research
on competences or develop new tools in the field of di-
agnosis?

o Swiss Federal Institute for Vocational

Education and Training

o Laboratory of developmental, Counseling,
and Intervention Psychology, University of Lausanne

o School of Applied psychology, Ziirich

What fields or topics are researched?

o Development, validation and investigation of psycho-
metric properties of diagnosis tools and instruments

- Assessment of the effects of counseling and diagnosis
on performance and success

o Anylsis of different job situations and identification
in terms of demands, ressources and competence needs
in modern professional environments

How is the efficiency of tools measured?

the efficiency studies generaly investigate the effects

at two distinct levels:

oAt a personal level (e.g. effects on personal health

and well-being, self-esteem, self-awareness,
employability....)

oAtan environmental level (e.g. effects on the labor-mar-
ket, efficiency in terms of re-employment rate, adequa-
tion with organizational needs and demands....)

Who/what organizations or institutions provide trainings
for counsellors on diagnosis of competences?

Swiss Federal Institute for Vocational Education

and Training Institute of Psychology, University

of Lausanne School of Applied psychology, Ziirich
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Introduction

The swiss educational system: Compulsory education

o Strongly de-centralized: 26 cantons and three languages;

i hived

e Highly selective: assi to
primary school;

after 5 to 7 yearsof

e Three main « tracks » or school levels: Basic, medium and extended academic
requirements;

o The compulsory track highly determines the post-compulsory trajectory and t he
career options available (Hupka, et al., 2006);

Cross Border Seminar-2013

Introduction
The swiss educational system: Post-compulsory education

e VET represents almost 2/3 of post-compulsory education;

e Access to VET highly dependent of market conditions;

e Strong decrease of VET opportunities and high increase of competition;

e Transition from compulsory to upper secondary is not automatic: 1/4 of temporary
preparatory programmes

e Accesst o and completiono f upper secondary educationa s a social norm:

Aggravation of poverty and social exclusion risk for « the forgotten few » (Streuli
& Bauer, 2001);

e At-risk transitions (Masd i, 2007; Masd: i& M di, 2012)

Cross Border Seminar-2013

e Reinforcement of self-concepts (self-esteem, self-efficacy, self-competence)
o (Re)-entering the labor-market

o Professional transitions

e Validation of professional experience

Cross Border Seminar-2013

5. 6.
Introduction Introduction
[ra——— Competences or Sociodemographics?
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7. 8.
Introduction Introduction
Competence assessment in Switzerland Competence assessment in Switzerland
Assessment methods:
o From 4 to 12 weeks depending on the aim of the process .
o Exploration of career/training options * Psychometric tests; * Self-reports;
o Information gathering (self, labor market and the decision-making process) *  Systematic observation (e.g. AC) * Narrative tools and techniques;

Dimensions:

Cognitive (abstract reasoning, memory);

Motivational (interests, values);

Affective (personnality, emotions)
Behovioral (hard vs soft skills)

« Self-concepts (perceived self-efficacy, self-esteem)

Cross Border Seminar-2013

(Amundson et al., 2003)
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Efficacy of interventions

Immediate and long-term e ffects o f a one-week intervention (30-40 hours) on a
group of 71 jobseekers (58 women, mean age = 34.87, SD = 10.76)

RSE = Rosenberg’s Self-Esteem scale; LOC = Locus of control (Gangloff et al.,
1995)

4

) —*— RSE

3 d= 85 —=<— LOC

3 /\

S 3 d%‘

(7]

= d=232 d=52
Beginning End 2months

Gross Border Seminar-2013

10.

11.

Efficacy of interventions

Immediate and long-term e ffects o f a five-sessions intervention (10-12 hours) on a
group of 134 clients (69 women, mean age =21.5, SD =7.1)

Efficacy of interventions

Taxonomy of difficulties in career decision (Gati & Saka, 2001)

554 - +———  Subjective
PR well-being
§.:
2454 -
E o4l
[
53,3 -
w34 -
25
24
Beginning End 3 months
Temps
12.
Definition

Competence is the individual’s ability to combine different types of knowledge and
experience i n a specific situation,in ordert o acheivea s pecific result. T hree
dimensions are considered :

o Declarative knowledge (theoretical and educational background)
e Procedural knowledge (know how, skills and capacities)

o Individual style and characteristics (motives, dispositions, attitudes)

Competence is tightly associated with experience and entirely contextualized, thus it
can only be observed in a specific personal or professional situation.

Cross Border Seminar-2013
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13.

Definition

Zarifian (2001) gives a broad definition of competencies, comprising of several

dimensions:

1. Ability to take intitiatives and responsabilities, and to carry out actions in order
to cope with the d Is of d p ional situatic (individual
involvement).

2. A practical intelligence that feeds on available knowledge and skills and
transforms them to meet the demands of a novel situation (ability to adapt and
transpose).

3. The ability to mobilize a network of agents, to share goals and responsabilities
(collective involvement).

Cross Border Seminar-2013
15.

Definition

Competence is the result of the conceptualisation of professional experiences and

their ition into novel si (Le Boterf, 2002)

Ability to conceptualise

& communicate
Competence

e~
Ability to transpose

Cross Border Seminar-2013

Development process

Abilities, competencies and expertise (Sternberg, 2005)

Cioss Border Sernar-2013

16.

Competence and performance

Kanfer & Ackerman (2005)

Ak Pyt




17.

18.

Cognitive abilities

o Single general intellectual ability (g)

Lower order factors of intellectual abilities (spatial, verbal, numerical)

General fluid i ntelligence ( Gf): Abstract reasoning, m emory and novel problem

solving

e General cristallised intelligence (Ge): accumulation o f educational and experiential
knowledge and skills

Spearman’s model Thurstone’s model

[-{] = @E
)]

Cross Border Seminar-2013

Cognitive abilities

Three-Stratum Theory (Carroll, 1993):
e Stratum I: specific factors

o Stratum II: 8 broad factors

af

Ge

Memory and learning

Visual perception

Auditory perception

Retrieval ability (long-term memory)
Cognitive speediness

Processing speed

o Stratum III: General level of
intelligence (g)

Cross Border Seminar-2013

20.

Cognitive abilities

Fluid Intelligence (Gf) :

e Highly associated with genetic factors;

e Peaks carly in an individual’s work life then decreases with age;

e Mainly an indicator of the ability to learn, thus a good predictor of academic success
and achievement for adolescents and young adults;

o Indicates potential for d eveloping ¢ in cognitively c hallenging j obs a nd
novel situations;

e Interindividual differences are stable, but vulnerable to pathologies;

Crystallised Intelligence (Gc):

o Represents a wide range of academic, ional and ext i e
and skills, thus it is critically associated with work competence;

o Develops until relatively old age;

e Seen to be a better predictor of work competence (since it is easier and more effective
tosolvea problemb ased on experience, rather t han througha novel information
processing

e Interindividual differences are unstable, depending on learning opportunities a nd
motivational factors

Cross Border Seminar-2013

Cognitive abilities
® The evolution of Gf'and Ge with age (Ackerman, 1996; Cattel, 1971)

Fluid intelligence Cristallised intelligence

BaTP IR S X e [FEE e A

Cross Border Seminar-2013
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21.

22,

Cognitive abilities

Batterie Romande de Tests d’Aptitudes (BRTA): General factor, abstract
reasoning, numerical, spatial and verbal factors

Comparison by age and education level

[ R e e
o m— 0 DT M g W
e e Al A s -

e . R N - L e W

Cross Border Seminar-2013

Cognitive abilities

e Numerous studies show high (around .60) correlation between cognitive abilities
and academic performances (Zimmerman et al., 1997);

e This correlation decreases w hen the level o f education i ncreases: Elementary
school, 0.6-0.7; High school, 0.5-0.6; College, 0.4-0.5; Graduate school, 0.3-0.4
(Jensen;1980)

e The link between cognitive abilities and performances depends on the complexity
of the tasks performed (Salgado et al., 2003)

Job performance Training success
Hight complexity .64. 74
Medium complexity 535 3
Low complexity S, 36

Cross Border Seminar-2013

23.

24,

Non cognitive abilities

Emotional-social intelligence (Bar-On, 2000) :

A range o f non ¢ ognitive abilities t hat allow individuals to effectively understand and
express t hemselves, understand and relate w ith o thers, a nd ¢ ope w ith e nvironmental
demands and pressures:

| 1f i i and self-actualisation)
> Interpersonal (empathy, social responsability and relationship)

Adaptability (reality-testing, flexibility and problem-solving)

Stress management (stress tolerance and impulse control)

5 General mood (optimism and hapiness)

Cross Border Seminar-2013

Non cognitive abilities

Mayer-Salovey-Caruso Emotional Intelligence Test (MSCEIT, 2002)
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26.

Non cognitive abilities
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28.

Affective dispositions

NEO-PI-R (Costa & McCrae, 1992): Stable dispositions through time and

situations
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30.

Motivational orientation

Opus: Inventory of activities and professional roles (geca-psytest.com)

25.
Non cognitive abilities
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Non cognitive abilities
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29.
Motivational orientation
Correspondence between Holland’s hexagonal model (1975) and Tracey’s
tridimensional model (2002)
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31.

Motivational orientation

Schwartz (1996, 2004): 4 value categories (self- d self-enh.
openness to change and conservation) and 10 motivational types.

[
f .

32.

Motivational orientation

LV.P.G.: Inventory of general and professional values (geca-psytest.com)
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34,

Self-concepts and personal resources

Although self-realisation (and thus development of competences) is a basic human
motive, people do not engage in activities unless they expect some success!

Cross Border Seminar-2013

Self-concepts and personal resources

Career Adaptabilities (Savickas, 1997, 2005; Savickas & Porfeli, 2012):

o Individual's resources for copingw ith current and anticipatedt asks,
transitions, and traumas in their occupational roles t hat alter their social
integration

e Four dimensions:

1. Concern — about one’s future role as a worker

2. Control — perceived personal control over vocational future

3. Curiosity — tendency to explore one's environment

4. Confidence — self-confidence in the ability to solve concrete career
problems

Cross Border Seminar-2013

35.

36.

Self-concepts and personal resources

“High security
Low security

1
1
1
]
I

Mean scoe

Adaptability Concen Contrd Curiosity Confidence

(Maggiori, 2013)
NotesN = 1'098; Scale 110 5;°p < .10,p* .05, p*¢ .01, p*< 001

Conclusion

The interview remains the main instrument when it comes to assessing
competences;

Narrative techniques enhance clients’ autonomy and reflexivity, thus
reinforcing the self-concepts;

Cognitive abilities are robust predictors of competence. However, the use of
cognitive tests may be most usefull with clients lacking official training or
diplomas (the educational background being a sufficient indicator of cognitive

abilities for others)

Personality assessment offers useful information on personal style and affective

tendencies;

Vocational interests and values assessment offer information on motivational
direction and intensity.

Cross Border Seminar-2013
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