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Introduction

The Leonardo da Vinci Programme (LdV)
aimed at “developing cooperation in the
field of vocational education and
training” was created in 1994 by a Council
decree of the European Union. The main
objective of this program launched in
1995 is to develop vocational education
and training through transnational
cooperation and exchange of best
practices, the harmonization of qualifica-
tion frameworks and the diffusion of the
European  Community's  vocational
training policy. The long term aim of the
projects supported by the programme is
that experiences gained through mobili-
ties and professional cooperation
materialise as actual methodological
innovation in the vocational education
systems of the member states. Hungary
joined the LdV Programme in September
1997.

The Leonardo da Vinci Programme is
aimed at improving and strengthening
the system of vocational education and
training through partnerships. It also
aims at relating individual National
Qualification  Frameworks to the
European Qualification Framework and
thus enhancing professional mobility.
Our partnership programme entitled ,All
Inclusive”- partnership for strengthening
social inclusion” realised the below
described project with the support of the

LdV Programme.
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We named our partnership programme ,All
Inclusive” — partnership for strengthening social
inclusion” The expression “all inclusive”is often used
by the catering and hotel trade, but in our case it
refers to inclusive education. The programme
started in 2011 and ends in 2013.

Our partnership programme focuses on two main
target groups, and the professional activities related
to these groups. One was the group of infants and
small children living with disabilities, in the years
preceding their entering formal education
(kindergarten). During the mobilities we examined
the methods used in early intervention and how the
inclusive approach is applied from the very
beginning. We have been also looking for examples
of how the early integration of this group is realised,
what kind of inclusion strategies and early interven-
tion methods are being used in the partner
countries.

The other target group of our project was adults
leaving formal education and/or with reduced
capacity to work. During the mobilities in the
partner-countries we got to know the activity and
actual projects of our partner-organisations. We
have seen many creative projects, mainly aimed at
placing these individuals in integrated employ-
ment. In case of several projects we had the oppor-
tunity to observe various phases of the process,
from the selection to the actual placement of the
clients.

Our partnership programme included seven
partner organisations from five different countries.
During the programme we have visited all of these
countries. Below we describe very briefly the
organisations participating in the programme.

1. Cooperativa Sociale ARCA, Italy: the
second biggest social ,cooperative”in Toscana, with
more than five hundred employees. The organisa-
tion provides various services for people living with
disabilities, from home-care to training
programmes and recreational activities.

2. Pegaso Network della Cooperazione
Sociale, Italy: this network also operates in
Tuscany, as a consortium it comprises several other
organisations operating in the social field. They
provide vocational training programmes for profes-
sionals working in the social field and for adults with
reduced capacity to work, to improve their chances
to be employed on the labour market.

3. FORTSCHRITT Konduktives Forderzen-
trum gemeinniitzige GmbH, Germany: the
biggest conductive educational organisation of
Germany, with more than forty institutions all over
the country. The organisation focuses on people
with impairment due to cerebral palsy (including all
age groups from infants subject to early interven-
tion to the elderly). They operate several integrated
nurseries and kindergartens, a network of travelling
conductors and they also organise recreational
programmes for the young disabled. (Conductors
are specially trained educators who deal with the
complex development of motor disordered
children and adults whose disfunction was due to
damages to the central nervous system. Conductive
education is based on the idea that despite the
damage, the nervous system still possesses the
capacity to form new neural connections, and this
ability can be mobilised with the help of an active
learning process guided by conductors. Conductor
convey the needs of the socio-cultural environment
to the child and create concrete educational
content through specific requirements with the
final aim of helping disabled people reintegrate into
society and lead an independent life.)

4. Laura House, Transylvania, Romania:
the organisation operates in Bardt, a small town in
Kovaszna county. They try to help young adults
living with disabilities to find employment and also
organise recreational programmes for them.

5. NBDN-VTC (National Business Devel-
opment Network Vocational Training Centre),
Bulgaria: the organisation is one of the most impor-
tant vocational training organisations in Bulgaria,
they provide more than ninety training
programmes all over the country. This is the only
one of our partner organisations dealing uniquely
with vocational training, and they joined the
partnership with the definite aim of finding new
elements and contents to include in their training
system.

6. Progetti Italian-Hungarian Non-profit
Ltd.,, Hungary: the only non-profit Ltd. of the
partnership. The Ltd. has vast experience in assisting
adults with reduced work capacity in finding
employment. The organisation had previously
successfully managed a Ldv TOI (Transfer of Innova-
tion) partnership programme.

7. Orokmozgé Non-profit Association,
Hungary: the association focuses mainly at helping
the rehabilitation and social integration of young
adults with impairment due to cerebral palsy,
through organising non-formal learning opportuni-
ties and assisting them in finding proper employ-
ment. The organisation has managed several
national and international youth exchange
programmes, meetings and summer camps for
mixed groups of disabled and,healthy” participants.
Members of the Orékmozgé association worked as
the coordinating team of the present research.



The participating organisations can be divided into
two major groups: vocational training organisations
and NGOs (civil organisations, non-profit Itd.-s)
working directly with the disabled. The diagram 1
shows the percentage distribution of the two groups

Diagram 1. : Percentage distribution of the
participating organisations.
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Our research was triggered by this need, we aimed
at mapping the key elements that made the
projects and organisations examined during this
partnership programme successful. We are
convinced that the key of this success lies in the
personal skills and attitudes of the professionals,
therefore we attempted to define more precisely
the main conditions of outstanding professional
success through “analysing” them personally. The
validity of our research and results is in reality also
based on the fact that the participating profession-
als have all worked very successfully within their
own organisations in the inclusive education of
people living with disabilities.

tightly fixed rules, since it has to be applicable to the
specific organisational and training systems of
different countries.

g structures and contents of these
ofessions, which could be transferred to another,
or to a new vocational training system. Our attempt
failed, since we haven't found logical, comparable
descriptions of the participants’ qualifications, for
several reasons:

. The professionals working with our target
groups have very different qualification levels, for
instance psychologist, conductor, social worker,
pedagogues, special need teachers and assistants,
etc.

. Only younger professionals were able to
provide detailed and specific curricula related to
their qualifications, since in the times the older and
more experiences colleagues got their degrees, it
wasn’t common in education.

. Many professionals participating in our
research had several diplomas, degrees and other
professional qualifications.

. The structure of national
educational/training systems is very different in the
countries participating in the programme

. Last, but not least we have realised, that
the competences we were looking for in the
curricula were in fact mainly acquired in non-formal
learning.

The above listed factors lead us to change our
methodology and aim at collecting those compe-
tences that are considered vital by the professionals
working with people with disabilities. In order to
collect and define those competences, and create a
competence-profile we needed a model for this
competence-profile. This model is a tool which
helps to define the elements, that is: competences
which constitute our competence-profile. Creating
such model naturally doesn't (and cannot) have
tightly fixed rules, since it has to be applicable to the
specific organisational and training systems of
different countries.

A brief theoretical
background of our
research

In the recent years it has beco
accepted expectation towards adu
(vocational education and training, hig
tion) to prepare students for the demands
labour market, that is, to meet the requireme
further employers. This trend was first true
vocational education and training, but it has
become generally accepted in all higher education.
This phenomenon has also transformed our percep-
tion of education in general: higher education and
vocational training have to function as up-to-date
services. This can only be achieved if the institutions
of education take into consideration the actual
demand for professionals defined by the economy
and the world of employers. The labour market
defines its demand in competences. These are the
competences that form a bridge between educa-
tion and the labour market.

When dealing with this issue, the concept of
Learning Outcomes (LeO) has a major importance,
our research is also based on this approach. A
learning outcome is the particular knowledge, skill
or behaviour that a student is expected to exhibit
after a period of study. In case of vocational educa-
tion and training this outcome is defined as compe-
tences. The concept of outcome-based learning
doesn't only prevail in the world of higher education
and vocational training, but is present on all levels.
In our case we approach this trend in relation to
vocational education. This is even more justified, as
the concept of learning outcomes appeared first, in
the eighties, in the field of vocational education and
training, parallel to the above mentioned reforms
aiming at improve labour market relevancy of
qualifications in order to decrease unemployment
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In the first phase of the work the coordinating team
reviewed the relevant literature and prepared
suggestions for the competence-definitions to be
used during the research. (We gave a brief overview
of this work in the “theoretical background” section.)
During the first workshop (March 2012, Florence)
the coordinating team presented its suggestions to

the participating professionals. After this the profes-
sionals were divided into three mixed nationality
groups, with a member of the coordinating team in
each group to discuss the proposed concepts. The
participating experts (around thirty persons)
accepted the suggestions of the coordinating team.
The agreed reference framework was sent to all
participants after the meeting.
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training and education systems. That is, these
“generic” (i.e.: important for all jobs in the field)
competences can later be linked to certain training
modules and be complemented with more specific
competences according to the content of the
training. During our research we tried to discover
the so-called tacit knowledge of the professionals as
well.



Between the fourth and fifth workshop the coordi-
nating team recorded the selected competences
according to the fields they belonged into an
electronic chart. The chart was shared with the
participants (using online documents, community
websites and other web2 techniques), who could edit
it before the next workshop in Munich, by modifying
the listed competences or adding new ones (second
selection). Members of the partner organisation were
very active in this online work, and the list underwent
some serious changes. New competences were
added, some were refined, some were suggested to
be eliminated from the list.

During the same period of time the coordinating
team elaborated an online questionnaire (annexed to
this study) with the aim of further selecting (third
selection) and arranging the competences. The other
objective of the questionnaire was to gather more
information about the participant professionals, for
instance about their original qualifications and actual

0 jobs. ;

During the fifth workshop (November 2012, Munich)
a general overview of the project was presented to
the participants including the actual stand of the
research and the next steps to be taken towards the
creation of the competence-profile. The objective
and structure of the online questionnaire was also
discussed, and later modified according to the
suggestions made by the participants. A final joint
editing of the list of competences was also carried out
during this workshop (fourth selection). Participants
were divided into national groups (to facilitate
- communication). Each group discussed one or two of
the eight fields and the related competences. As a
result several competences were modified or
eliminated from the list, which, at the end comprised
56 competences.
In the period following the Munich meeting the
coordinating team edited and sent out the final
online questionnaire. The questionnaire contained
several questions related to each of the 56 selected
competences, and some general questions. In the
questions related to the competences respondents
had to evaluate the particular competencies from
four different aspects.
All together 60 questionnaires were duly filled and
returned to the coordinating team.
In the introductory questions participants had to give
general information about themselves. Besides
naming the country of their workplace they had to
describe their actual jobs and their original
qualifications/professions. Based on the answers the
respondents could be divided into seven categories
according to their actual jobs.
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tion of the results:

In the first questions respondents had:
1-4 scale to what degree they themselves.p
the given competence. One of the reasons behinc
this question was to help respondents identifying
with the given competence by rating themselves at
the first place. From the result it can also be seen on
what level respondents possess the actual compe-
tence. We had naturally assumed that once a
competence went through three selections and
thus was judged very important by the participants
of the research, they would also possess the given
competency. Through this group of questions we
also gathered further information concerning the
specificities of certain professions — which are the
professions characterised by the possession of a
given competence. On the basis of the results of the
questionnaires only eight of the 56 competencies
are those, which are not (or not fully) possessed by
more than 30% of the respondents.

In the second group of questions respondents had
to rate the importance of the given competence
from the point of view of their actual scope of
activities. From this question the general impor-
tance of the selected competencies can be well
assessed, since all of the respondents work in the
field our research is focused on: the field of working
with the disabled. On the basis of the result the
selected competences can be ranked according to
theirimportance, and those considered crucial in all
of the concerned professions can be defined.
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In the third group of questions respondents had to
decide whether a given competence is important in
respect of their original profession/qualification.
From the results it can be observed, which are the
competencies considered very important for a job,
but the respondents couldn't acquire them (well)
during their education. These competences are
different according to the different professions in
the field. Among others this phenomenon can be
observed by chart 3. (The limitations of the present
study don't allow us to examine all of the 56 compe-
tences in relation to the 7 professions of the respon-
dents).

Finally in the fourth question respondents had to
mark in case of every competence whether they
had acquired the given competence mainly in
formal or non-formal education. This question has a
vital importance for our research. We had presumed
that the majority of the competences consisting the
competence-profile would be those to be acquired
mainly outside formal education. This hypothesis as
fully justified by the results of the questionnaire. The
below diagram illustrates the ratio of competences
acquired within formal and non-formal education.

Diagram 8: Percentage distribution of compe-
tences acquired within formal and non-formal
education

I Competences acquired within
non-formal education

Competences acquired within
formal education

The result of the fourth question also reveals those
professions where the acquisition of certain compe-
tences is part of the formal curriculum. For instance
medical knowledge can be acquired in formal
education of conductors, while it is not part of the
curriculum of social workers. The chart 3 presents
the example of a competence considered equally
important for two professions, while acquired in a
different way.

Chart 3 : Comparison of two professions through
one competence

“The ability to plan the therapeutic process”

Acquired in

Importantin | Important | o oo gin formal
non-formal

% his/her actual | for his/her adiciticn
work profession education

Conductor 100% 100% 100%

Social worker £4% 27% 27%

Results of the research, the competence profile

The chart no 4 displays the 56 competencies
creating our competence profile.

It was the unanimous conviction of all participants
of the partnership programme that successful
inclusion in any organisation of the field can only be
realised if professionals working on all levels and
positions of the organisation possess the following
competences. This is a base that may well be
completed by specific competences related to
specific tasks, but without these (previously called
generic) competences inclusive education cannot
be carried out successfully.

They are arranged into two groups: those acquired
in formal education and those acquired in
non-formal learning.

C acquiredin ~—skills, k
attitude

To be able to assess the individual needs of clients through verbal and non-
verbal communication (i.e.by playing or leaming situations.)

Empathy with the problem of clients and their families
Proper use of formal/ informal language according to the context
Being professionally up to date (following the “news” of the profession)
of ge and insti of the field

Knowledge of relevant EU projects, processes, funding opportunities
Knowledge of the area and its opportunities where the clients operate

To be able to give positive, accurate feedback to clients and to offer possible
solutions

To avoid too high expectations, to set realistic aims.
Good cooperation with the parents of clients
Ability to maintain a team

Ability to constantly monitor the learning situations and reflect on its
outcomes

To focus on what clients can do. not on what they cannot do.
To be open minded —to listen, to observe

To be able to create a learning environment which takes account of the
individual learning preferences of the clients

The ability to organise a great variety of (formal and non-formal) leaming
activities

To be able to use the creativity of the clients, using arts in the learning
situations

Ability to work well with other people, e.g. teachers, therapists, etc

To be able to facilitate the learning situation based on the client’s personal
dynamic

To offer the clients a variety of tools and methods for individual leaming
To be able to work in team.

To learn with and from others.

To be persistent in learning

Purposeful leaming within the profession

Interest in new leaming methods

Toidentify your realistic learming needs according to the goals you have set
up

Good communication with network-members and clients

Ability to mediate conflicts (with clients, network, partners)

Good collaboration with clients, parents, institutions, stakeholders, etc.
Problem-solving thinking focused on the objectives of the clients
Ability to stimulate active participation of the clients

Ability to encourage and involve other team-members

To be able to represent the aim of inclusion in different platforms (parents,
institution, decision-makers)

Capacity to create, run and monitor programmes and activities aimed at
enhancing social inclusion

To be suggestive when facing the bureaucratic system.

Knowledge of relevant laws, funding opportunities and competent
bodies/organizations.

Good organizational and diplomatic skills
Knowledge (and good use) of the tools of assessing good results in inclusion

Interest in and knowledge of the family and all the people who work with
your clients

The ability to recognise the expectations of the clients
Being open to change
To focus on the strengths of the clients.

To stimulate (mobilise) individual knowledge of the clients (group or
individual).

To facilitate the connection between knowledge and action —to enable
clients to use acquired competences in practice

To be able to maintain a good personal relation to the clients while
respecting the objectives and ethical requirements of a therapeutic
relationship

To improve commitment and determination of the clients based on their
individual motivation and particular learing preferences

C din f ledt

Ability to support clients to identify their own needs
Thorough theoretical knowledge of special needs of the target groups
The ability to assess and analyse the needs of the clients

Ability to choose a methodology that fits the objectives and the needs of
the clients

The ability to analyse the need of the clients

To be able to assess the existing competences of the clients
To be able to plan the therapeutic process

To have medical background knowledge

Ability to analyse the knowledge and skills of the clients —ability to build on
them

Knowledge of relevant methods 1 jical, jical

The majority of the competences figuring in the
chart may be acquired primarily in practice (field
work?), that is, in non-formal learning. This also
underlines the importance of practice-oriented
vocational training.

However we can find several competencies among
those acquired via non-formal learning, which
could easily be part of formal education curriculum,
although our respondent professionals declared
having acquired them in informal learning environ-
ment (Such competencies are for instance “Knowl-
edge of governmental and non-governmental
institutions of the field” ( C10), “Knowledge of
relevant EU projects, processes, funding opportuni-
ties” (C11) or “Knowledge of the relevant laws,
funding  opportunities and  competent
bodies/organizations” (C46).

Conclusion

Professionals working in the field of social inclusion
of the disabled have very different backgrounds, we
can find among them educators, social workers,
conductors, special need teachers, etc. Their
training and qualifications also show a great variety
on national and European level. For instance educa-
tors usually have a university degree in Italy or in
Hungary, while in Germany this qualification is
acquired in vocational training. This makes the
validation of qualifications and international
mobility very difficult.

On the basis of the experience gathered by the
participants of our partnership programme we
think that our competence profile is an inventory of
basic competences that all professionals working in
this field have to possess, regardless of their
different qualifications. We consider an important
future task to build these competences into the
learning outcomes of actual curricula on all levels of
training and education related to this field.

We have all agreed on the fact that the key to
successful inclusion lies in the actual professionals
possessing the above competences. As, according
to our research, 82% of these competences were
acquired by the participants in non-formal learning,
it would be vital to create the guidelines and appro-
priate methods of recognising, validating and
certifying the possession of these competences on
a European level.

Our original aim was to write a comprehensive
study with comparative analysis of relevant profes-
sions and trainings that could serve as the basis for
developing training modules based on ECVET
planned within the frame of the LdV DOI
programme. However at present we think that the
first and most urgent task is the creation of a system
of recognition, validation and certification for these
competences.




Orokmozgo Kozhaszni Egyesiilet - HUNGARY
| wwwishareyourworld.eu | www.nonprofithu/orokmozgo

Cooperativa Sociale ARCA - ITALY | www.arcacoop.it

FORTSCHRITT Konduktives Forderzentrum gemeinniitz-
ige gGmbH - GERMANY | www fortschritt-ggmbh.de

Asociatia "Credem ca suntimportanti” (RDA) - ROMANIA
wwwihhisszukhogyfontosak.co.cc

National Business Development Network - BULGARIA
www.nbdn-bg.org

Pegaso Network della Cooperazione Sociale Toscana -
ITALY | www.pegasonet.net

Progetti Olasz-Magyar Nonprofit Kft - HUNGARY
| claudia.piovano@liberoit
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