
Foreword

In recent years lifelong learning has become increasingly important within the European Un-

ion. Everyone living and working in the EU needs to continuously develop competences 

throughout life. Lifelong learning enables citizens to engage with society and to participate 

in the world of work. For the latest, one sees that skills needs are changing fast, as jobs 

and the labour market evolve in response to new challenges – technological change, global 

competition, ageing populations, energy challenges. We must keep investing in education 

and training to enable people to acquire skills for new and existing jobs, to keep learning 

throughout their lives, and to equip them to take full advantage of new opportunities.  

A plethora of documents from the European Commission over the last two decades has 

stressed the importance of lifelong learning to national governments. The main rhetoric has 

been that adult lifelong learning is of vital importance to help Europe to become one of the 

most competitive and knowledge productive powers in the world in line with the Lisbon 

Agenda. In September 2007, these policy documents were made operational in the context 

of adult learning in a document drawn up, entitled the Action Plan on Adult learning: it is 

always a good time to learn. The Action plan sets out how Member States and other stake-

holders can be supported at the European level to improve, implement, and / or develop ef-

ficient adult learning systems, and to monitor the results. 

Quality of provision of adult learning is affected by policy, resources, accommodation, and a 

host of other factors. However, it is acknowledged that one vital factor in achieving good 

quality education is the quality of teachers and managers in the adult education sector.  

The importance of high quality educational staff has recently been emphasised again by the 

European Council in 2009. It was stated that it is essential to ensure that teachers and 

school leaders are of the highest calibre and well-suited to the tasks they have to fulfill. 

This high calibre comes with high standard initial education and continuing professional de-

velopment for staff at all levels.  

For developing initial education and continuous professional development of adult learning 

staff one need to have a clear view of the competences needed to fulfill professional tasks in 

the adult learning sector. As already indicated by previous studies funded by the European 

Commission adult learning takes place in a wide variety of contexts ranging from basic edu-

cation, vocational education & training, social & moral education and cultural & art educa-

tion, dealing with different target groups, addressing various learning needs and using dif-

ferent methods. Moreover, adult learning professionals carry out a wide variety of activities 

ranging from teaching to managing adult learning institutes. This wide variety in the sector 

makes it hard to address the question of quality of staff since there is no clear view on the 

competences good staff should posses over the whole sector.  

In order to overcome this situation the European Commission launched a study on key com-

petences of adult learning staff leading to this leaflet: a set of key competences of adult 

learning professionals. This set of key competences is abstracted from the different adult 

learning contexts like e.g. basic education and vocational education & training, and there-

fore provides an overarching framework of common elements for working in the adult learn-

ing sector. This set of key competences can be used as a toolkit by different stakeholders in 

the sector to support the many grass-root initiatives existing throughout Europe and to im-

prove the quality of staff and to make high quality lifelong learning a reality. 



A set of key competences of adult learning profes-
sionals

Improving the quality of staff 

Adult learning staff plays a key role in making lifelong learning a reality. Adult learning staff 

help learners to develop knowledge, skills and attitudes throughout their lives. The profes-

sional development of people working in adult learning is therefore one of the vital meas-

ures to improve quality of adult learning. This has been acknowledged by several European 

wide initiatives and has been reaffirmed during the Stockholm conference on teacher quality 

in November 2009.  

A toolkit for improving the quality of staff 

To improve the quality of staff and support the professional development of adult learning 

professionals throughout Europe, it is necessary to identify what key competences1 are 

needed to deliver good quality provision. This leaflet presents a set of key competences as 

the result from a study funded by the European Commission2. The identified set of key com-

petences can be used on voluntary basis by stakeholders (professionals, employers, training 

providers, sector organisations and governments) as a toolkit to start the discussion on 

competences, to develop job descriptions, educational programmes, to start benchmarks, 

and to help developing policy to improve the quality of staff.  

The key competences are related to the activities professionals carry out and the context in 

which they work. 

Activities carried out in the adult learning sector 

In total 13 fields of activity have been identified, noting that not all activities need to be 

carried out by one professional but can be divided amongst a group of professionals (for 

e.g., managers, teachers, or support staff, etc.). The figure below represents the activities 

that adult learning professionals carry out in an adult learning institute. 

1 Competences should be understood as a complex combination of knowledge, skills and abili-
ties/attitudes needed to carry out a specific activity, leading to results. Knowledge should be under-
stood as a body of facts, concepts, ideas, principles, theories and practices related to a field of prac-
tice, work or study. Skills should be understood as a capacity learned or acquired through training in 
order to perform actions by applying knowledge. Abilities/attitudes should be understood as the physi-
cal, mental or emotional capacity to perform a task. 

2 Research voor Beleid (2010), Key competences of adult learning professionals, Contribution to the de-
velopment of a reference framework of key competences of adult learning professionals, Zoetermeer. 



The context in which professionals work 

The context in which adult education is provided affects the exact shaping of the compe-

tences and the weight they receive. The context depends on variables like the target 

groups, the team composition, the programmes used in the institute, the attention for pro-

fessional development, the exact mission of the institute, etc. Additionally, the level of re-

sponsibility which comes with working in this context should be assessed. The context can 

be mapped by answering four clusters of questions presented in the figure below. 

A set of key competences 

The set of key competences consists in two parts: Generic and specific competences. The 

generic competences are competences that are relevant for carrying out all activities in 

the adult learning sector. Every professional working in the sector ought to possess these 

competences regardless of whether they carry out teaching, managing, counselling or ad-

ministrative activities. The specific competences are competences that are needed to 

carry out a specific array of activities. These competences are needed for professionals re-

sponsible for a specific field of activity (e.g. facilitating learning, managing the institute, 

etc.). The specific competences are therefore not required for all the professionals working 

in the adult learning sector. A distinction is made between specific competences directly 

linked to the learning process (upper half), such as teaching or counselling and specific 

competences indirectly or supportive for the learning process (lower half), such as man-

agement and administrative support. The next figure presents a graphic representation of 

set the key competences, needed to carry out a repertoire of activities in a certain context.  



* For professionals not directly involved in the learning process or supportive in a managerial, administrative 

way, the expertise concerns not subject knowledge, but specific (for example managerial, administrative 

or ICT) expertise. 

** For professionals not directly involved in the learning process or supportive in a managerial, administrative 

way, the didactical competence is less relevant.

Generic competences 

The cluster of generic competences consists of seven competences, which are described in 

more detail here below: 

A1) Personal competence in systematic reflection on their own practice, learning and 

personal development: being a fully autonomous lifelong learner.

A2) Interpersonal competence in communicating and collaborating with adult learners, 

colleagues and stakeholders: being a communicator, team player and net-

worker.

A3) Competence in being aware of and taking responsibility for the institutional setting 

in which adult learning takes place at all levels (institute, sector, the profession as 

such and society): being responsible for the further development of adult le-

arning.

A4) Competence in making use of their own expertise and the available learning re-

sources: being an expert.

A5) Competence in making use of different learning methods, styles and techniques in-

cluding new media and be aware of new possibilities and e-skills and assess them 

critically: being able to deploy different learning methods, styles and tech-

niques in working with adults.

A6) Competence in empowering adult learners to learn and support themselves in their 

development into, or as, fully autonomous lifelong learners: being a motivator.

A7) Competence in dealing with group dynamics and heterogeneity in the background, 

learning needs, motivation and prior experience of adult learners: being able to 

deal with heterogeneity and groups.

Specific competences 

The competences, which are directly linked to specific activities carried out by adult learning 

professionals in the learning process, consists of six separate competences: 



B1) Competence for assessment of prior experience, learning needs, demands, motiva-

tions and wishes of adult learners: being capable of assessment of adult learn-

ers’ learning needs.

B2) Competence in selecting appropriate learning styles and didactical methods for the 

adult learning process: being capable in designing the learning process.

B3) Competence in facilitating the learning process for adult learners: being a facilitator 

of knowledge (practical and/or theoretical) and a stimulator for own devel-

opment of adult learners.

B4) Competence for continuously monitoring and evaluating the adult learning process in 

order to improve the learning process: being an evaluator of the learning proc-

ess.

B5) Competence in advising on career, life, further development and, if necessary, the 

use of professional help: being an advisor/counsellor.

B6) Competence in designing and constructing study programmes: being a programme 

developer.

There are six additional specific competences supportive to, or indirectly related to the lear-

ning process: 

B7) Competence in managing financial resources and assessing the social and economic 

benefits of the provision: being financially responsible.

B8) Competence in managing human resources in an adult learning institute: being a 

(people) manager.

B9) Competence in managing and leading the adult learning institute in general and man-

aging the quality of the provision of the adult learning institute: being a general 

manager.

B10) Competence in marketing and public relations: being able to reach the target 

groups, and promote the institute.

B11) Competence in dealing with administrative issues and informing adult learners and 

adult learning professionals: being supportive in administrative issues.

B12) Competence in facilitating ICT-based learning environments and support in using the-

se learning environment by adult learning professionals and adult learners: being a 

ICT-facilitator.

The above described competences are further elaborated in terms of knowledge, skills and 

attitudes in Annex 1.

What makes this set of key competences different to other frameworks? 

The adult learning sector is closely interwoven with all other education and training sectors, 

i.e., general, vocational and higher education. Therefore, the set of key competences shows 

similarities with those developed for other educational sectors.  A key question in this re-

spect is what makes these set competences different as opposed to other sectors?  The 

European Commission has addressed the issue of competences of teaching staff in a wide 

range of documents, not only with regard to the competences of adult learning profession-

als, but also the competences of people working in closely related fields (language teachers, 

VET-professionals and overarching fields (general teacher competences).3 Compared to 

these documents a number of issues could be identified that can be considered specific for 

the adult learning sector. Two of them are highlighted below. 

o First of all, adult learning professionals often deal with heterogeneity, a wide variety 

of target groups of adults each having different background in educational level, social 

origin, family background, social class, or social milieus; earned income; gender; age or 

generation; employment status; ethnic origin; or urban or ruralness. Especially regard-

ing the prior experience and expertise the adult learning sector differs from other edu-

cational sectors. 

3 See for instance: European Commission (2003), Common European Principles for Teacher Competences 
and Qualifications; Kelly, et al. (2004) European profile for language teacher education- a Frame of 
Reference (funded by EC DG EAC); Cedefop (2009), Competence framework for VET professionals. 



o Secondly, in addition to the target groups, teaching methods also differ considerably. 

Adult learning often focuses on encouraging participation and improving performance, 

and results through adopting a more learner-centered approach. It is considered desir-

able that the adult learner is placed at the centre, both when designing adult educa-

tional programmes and when determining their outcomes. The emphasis is not only on 

providing instruction but also on focusing on the broader concept of learning, which in-

volves paying attention to the well-being, motivation, and transformation of the individ-

ual instead of on formation. Aspects to take into account are, for instance, providing a 

safe and suitable learning environment, reinforcing positive attitudes toward the learn-

ers’ potential for success, and encouraging independent study skills. In addition, it is 

recommended that several teaching methods are used throughout a course, if possible, 

with the purpose of catering to the different needs of learners and enhancing their pro-

gress. 

The overlap of the competences described in this leaflet and the competences described in 

other educational sectors emphasises that the adult learning sector is not as distinct from 

initial education as is sometimes assumed. The leaflet can be read therefore as a plea for 

more professional awareness and a means of distilling the competences which are addition-

ally needed to work with adults. In this way we are able to develop training programmes 

and train people working on the segments of education in order to become an adult learning 

professional.  

Ways of using the set of key competences 

Developing a set of key competences is one thing, but making sure that this set is used for 

further developing policies in the field of adult learning and improving the quality of provi-

sion is another. Member States, sector and institutions are free to make use of the set of 

key competences to increase the quality of provision. The identified competences may serve 

as a base, or rather a frame of reference for improvement or change of existing adult learn-

ing practices in a variety of ways. In this respect it is also important to mention that not all 

policy implications apply equally to all countries included in this study. In some cases policy 

directions are already in place, while for others there may be less relevance due to different 

learning cultures, government structures or regulations. Besides, interesting initiatives from 

one country cannot automatically be replicated in another country. 

In total 19 different instruments have been described for which the set of key competences 

can be used to improve the quality of staff in the adult learning sector. The set of key com-

petences is applicable for many groups and stakeholders playing a role in policy making and 

implementation processes. In this study six groups of stakeholders were identified that can 

take concrete actions to improve the quality of staff through making use of the defined set 

of competences.  

Many instruments can be used on different levels. This is illustrated by the table provided 

here below (1.1). In the left column the instruments have been included and on the right 

side the different levels of stakeholders are presented. The boxes that are coloured orange 

indicate that this particular instrument can be used on that stakeholders’ level. 

Table Fout! Geen tekst met opgegeven opmaakprofiel in document..1 Instruments and 

stakeholders 

 #

Stakeholders

Instruments

Profes-

sionals

Employ-

ers

Train-

ing 

pro-

viders Sector National European

1 Self assessment and evaluation x

2 Selection of training courses x

3 Action research and action learning x



 #

Stakeholders

Instruments

Profes-

sionals

Employ-

ers

Train-

ing 

pro-

viders Sector National European

4 Network of professionals x x x x X

5 Professional associations x x x x x

6 Peer learning x

7 Labour agreements x x x

8 Development qualification structures x x

9 Development of educational programmes x x

10 Probation/induction of new staff x

11 Assessment of competences x x

12 Continuous professional development x x

13 Implementing institutional self evaluation x

14

Developing institutional accreditation cri-

teria x x x x

15

Implementing benchmarks and external 

evaluation x x x x

16 Developing quality certificates x x x x

17 Legislation or sector agreements x

18

National and European Qualifications Fra-

meworks (NQF and EQF) x

19 European tools (ECTS, ECVET, and EQARF) x x

 Source: Research voor Beleid 

The way the set of key competences will be used depends on the stakeholder. Each must 

decide what actions will be taken to use the set of key competences to professionalise the 

sector. The set of key competences should be seen as a toolbox that stakeholders can use.  

In general, most instruments can be implemented on the employers’ level. These instru-

ments range from establishing networks of professionals to institutional self-evaluation. The 

employers of adult learning professionals therefore play a key role in enhancing the quality 

of (their) staff. Furthermore, some instruments involve all, or almost all levels of stake-

holders, such as establishing networks of professionals and developing quality certificates. 

These instruments to increase the quality of staff therefore call for more overall coordina-

tion and alignment of initiatives.  

On an European level the set of key competences can be combined with European tools such 

as the EQF, ECTS, ECVET and EQARF. Special attention needs to be given to the 

Grundtvig programme. Within the European Grundtvig programme a large amount of 

training courses for adult learning professionals have been developed and offered. The set 

of key competences can be used to cluster the training courses provided within the 

Grundtvig programme, to compare them and to identify blank spots. Future calls for pro-

posals within the Grundtvig programme could encourage project organisers to use the set of 

key competences when developing projects or in-service training courses. This could take 

place by, for example, developing modules and courses around some of the identified com-

petences.

Annex



In the following table the generic and specific competences will be described in further de-

tail. First the generic competences (A1-A7) will be presented, secondly the knowledge, skills 

and attitudes included in specific competences (B1-B12) are given. 

A: Generic competences
A1 Competence 

in systematic re-

flection on their 

own practice, 

learning and 

personal devel-

opment: being 

a fully autono-

mous lifelong 

learner

Knowledge: The adult learning professional  

� has knowledge of his/her own role within the institutional setting 

� has knowledge of the possibilities for further development of his/her  own professional 

practice 

Skills: The adult learning professional  

� is able to be self-reflective  

� has the ability of critical thinking towards his/her  own professional practice  

� is able to assess his/her own learning needs  

� is able to manage his/her own learning process   

� is able to organise work and time 

Attitudes: The adult learning professional  

� is authentic and consistent in his/her opinion 

� is interested in his/her own professional development 

A2 Competence 

in communicat-

ing and collabo-

rating with adult 

learners, col-

leagues and 

stakeholders: 

being a com-

municator and 

team player

Knowledge: The adult learning professional  

� has knowledge of ways to establish a relationship of trust with adult learners, colleagues 

and stakeholders  

� has knowledge of relevant communications techniques 

Skills: The adult learning professional  

� is able to communicate in a clear fashion with adult learners, colleagues and stake-

holders.  

� is able to work in teams  

� is able to collaborate closely with colleagues,  

� is able to exchange knowledge and experience,  

� is able to identify problems and find solutions together 

� is able to give and receive feedback to and from adult learners, colleagues and stake-

holders  

� is able to use the feedback in the improvement of the professional practice 

Attitudes: The adult learning professional  

� has integrity 

� respects others and their different backgrounds  

� has a positive attitude towards working together 

A3 Competence 

in being aware 

of, and taking 

responsibility for 

the institutional 

setting in which 

adult learning 

takes place at all 

levels (institute,  

sector, the wider 

profession and 

society): being 

responsible for 

the further de-

velopment of 

adult learning

Knowledge: The adult learning professional  

� has knowledge of the institutional setting of the institute 

� is aware of the mission and the role of the institute, the sector and the role the profes-

sion plays in society and within the European context of Lifelong learning 

Skills: The adult learning professional  

� is able to take up responsibility for the further development and improvement of the in-

stitute, the sector and the profession.  

� is able to anticipate change in society that affects the institute and the profession.  

� is able to participate in networks 

� is able to communicate, negotiate and find solutions to problems together with stake-

holders 

Attitudes: The adult learning professional  

� is loyal and committed to his/her  own profession 

� is open to change  

� is solution minded  

� is aware of the social and societal dimension in adult learning 

� is aware of possible political or ethical aspects in adult learning 

A4 Competence 

in making use of 

their own exper-

Knowledge: The adult learning professional  

� has knowledge of the field of study (subject knowledge) or the field of practice (experi-

ence, practical knowledge) 



tise and the 

available learn-

ing resources: 

being an ex-

pert in a field 

of

study/practice4

� has knowledge of relevant recent developments in (academic) literature or study  

� has knowledge of the learning resources learners bring in themselves (knowledge, ex-

perience, expertise). 

� has knowledge concerning the learning resources that can be used in the learning proc-

ess, including those that stimulate adults’ self-directed learning 

Skills: The adult learning professional  

� is able to select the right learning resources  

� is able to choose and attune the resources to the demands of the individual adult learner 

and the group. 

� is able to make use of the learning resources the adult learners bring in. 

� is able to motivate adult learners to learn independently using suggested learning re-

sources

Attitudes: The adult learning professional  

� is aware of relevant recent developments in his/her  own field of expertise  

� has an open mind towards using new learning resources.  

� shows creativity in selecting the resources in order to stimulate adult learners to learn 

independently 

A5 Competence 

in making use of 

different learn-

ing methods, 

styles and tech-

niques including 

new media and 

awareness of 

new possibilities, 

including e-skills 

and ability to 

assess them 

critically: being 

able to deploy 

different learn-

ing methods, 

styles and 

techniques in 

working with 

adults5

Knowledge: The adult learning professional  

� has knowledge of learning methods (didactics) relevant for the learning processes of 

adult learners 

� has knowledge of learning styles (approaches) relevant for the learning processes of 

adult learners 

� has knowledge of learning techniques (ICT, new media and social networks) relevant for 

the learning processes of adult learners  

� oversees relevant recent developments concerning new media and the possibilities that 

comes with it in supporting the learning process 

Skills: The adult learning professional  

� is able to use the learning methods (didactics) to support the learning process of adults 

� is able to use the learning styles (approaches) to support the learning process of adults 

� is able to use the learning techniques, including ICT and new media (social networks) to 

support the learning process of adults.  

� is able to adjust the style of guiding the learning process to the individual adult learner 

and the group 

Attitudes: The adult learning professional  

� is confident in applying different learning methods, styles and techniques 

� has a positive, though critical view towards new developments in methods, styles and 

techniques.  

� is open to change in using new technologies  

� is creative in using different methods, styles and techniques in the learning process to 

stimulate adult learners.  

� has a critical and reflective attitude towards available information and takes responsibil-

ity for the use of information 

A6 Competence 

in empowering 

the adult learn-

ers to learn and 

support them-

selves in their 

development 

into, or as, fully 

autonomous life-

long learners: 

being a moti-

Knowledge:  The adult learning professional  

� has knowledge on methods and techniques to stimulate, motivate and empower adult 

learners to learn and develop themselves 

� has knowledge of cultural differences of learners 

Skills: The adult learning professional  

� is able to motivate, stimulate and empower adult learners  

� is able to communicate the relevance of the learning process within a wider perspective 

� is able to bring in daily life 

Attitudes: The adult learning professional  

� is empathic  

� is inspiring for adult learners 

4 For professionals supportive for the learning process, the expertise concerns not subject knowledge, 
but specific (for example managerial, administrative or ICT) expertise. 

5 For professionals supportive for the learning process, the didactical competence is less relevant. 



vator

A7 Competence 

in dealing with 

group dynamics 

and heterogene-

ity in the back-

ground, learning 

needs, motiva-

tion and prior 

experience of 

adult learners: 

being able to 

deal with het-

erogeneity and 

diversity in 

groups

Knowledge: The adult learning professional  

� has knowledge of the value of diversity and heterogeneity in a group  

� has knowledge of the stages of human development in adulthood 

� has knowledge of group dynamics  

� has knowledge of methods to deal with possible conflict situations 

Skills: The adult learning professional  

� is able to recognise diversity in backgrounds  

� is able to recognise the value of diversity  

� is able to deal with heterogeneity 

� is able to analyse behaviour  

� is able to recognise tensions, problems and possible conflicts  

� is able to act strategically to prevent and/or manage these possible conflicts 

Attitudes: The adult learning professional  

� is reliable  

� is consistent 

� is to be trusted 

� is empathic  

� has respect for difference in order to deal with heterogeneity and group dynamics 

Specific competences 
B1 Competence 
in assessment of 
prior experience, 
perceived learn-
ing needs, de-
mands, motiva-
tions and wishes 
of adult learn-
ers: being ca-
pable of as-
sessing adult 
learning needs

Knowledge: The adult learning professional  
� has knowledge of assessment techniques 
� has knowledge of human development
� has knowledge of cultural, social and religious background of adult learners in order to 

understand the context for the development of the adult learner and the motivation (in-
trinsic, extrinsic) that she/he has

Skills: The adult learning professional  
� is able to use adequately assessment techniques 
� is able to relate the prior experience and knowledge of adult learners to the learning ob-

jectives and the course of the learning process  
� is able to make use of the experience, knowledge and skills of adult learners in order to 

let them learn in a self-directed way.  
� is able to listen carefully,  
� is able to assess non-verbal communication  
� is able to deal with possible language difficulties and other disadvantages 
� is able to deploy a wide range of teaching strategies 
Attitudes: The adult learning professional  
� is interested in the motivations of adult learners 
� is open to the knowledge, skills and experience that adult learners bring with them 
� is aware of the life of the adult learners and their background in order to use that as a 

learning resource   
B2 Competence 
in selecting ap-
propriate learn-
ing styles and 
didactical meth-
ods for the adult 
learning proc-
ess: being ca-
pable in de-
signing the 
learning proc-
ess.

Knowledge: The adult learning professional  
� has knowledge of a wide range of learning styles and didactical methods to be used in 

the learning process  
� has knowledge of how to design a curriculum 
Skills: The adult learning professional  
� is able to use the learning styles and didactical methods in the learning process  
� is able to translate the objectives in a learning process, given a specific time frame  
� is able to adjust the learning process to the needs of the individual adult learner and the 

group
Attitudes: The adult learning professional  
� is creative  
� is open-minded towards new strategies and changes in the learning process 

B3 Competence 
in facilitating the 
learning process 
for adult learn-
ers: being a fa-
cilitator of 
knowledge 
(practical
and/or theo-

Knowledge: The adult learning professional  
� has knowledge of human development and the stages of adult development  
� has knowledge of different didactical methods 
� has knowledge of different learning and teaching styles (approaches)  
� has knowledge of different techniques, including knowledge of ICT and the ways ICT can 

be used in the learning process 
Skills: The adult learning professional  
� has the ability to use different methods,  
� has the ability to use different styles  



retical) and a 
stimulator of 
adult learners’ 
own develop-
ment

� has the ability to use different techniques  
� is able to deal with heterogeneity in group of adult learners 
� has the ability to guide and stimulate adult learners to learn independently  
� is able to bring everyday life into the learning process 
� is able to attune the learning process to the living world of the adult learners.  
� is able to steer the learning process by providing appropriate contextualised assign-

ments or tasks to the adult learners and to assess the outcomes 
Attitudes: The adult learning professional  
� is aware of different backgrounds of the adult learners, their different styles of learning 

habits
� portrays flexibility in attuning or changing the learning process to the needs and the 

progress of the adult learners 

B4 Competence 

to continuously 

monitor and 

evaluate the 

adult learning 

process in order 

to improve it on 

an ongoing ba-

sis: being an 

evaluator of 

the learning 

process

Knowledge: The adult learning professional  
� has knowledge of different monitoring and evaluation techniques  
� has knowledge of the ways that outcomes can be used to improve the learning process, 

learning strategies and his/her  own practice 
Skills: The adult learning professional  
� is able to use the different techniques 
� is able to listen carefully  
� is able to interpret the outcomes of the monitoring or evaluation process 
Attitudes: The adult learning professional  
� is self-reflective  
� is willing to invest in the further development  
� is willing to improve the learning process and the strategy used in his/her  own practice 

B5 Competence 

in advising on 

career, life, fur-

ther develop-

ment and, if 

necessary, the 

use of profes-

sional help: be-

ing an advi-

sor/counsellor

Knowledge: The adult learning professional  
� has knowledge of the career and work environment of the adult learner 
� has knowledge of the stage of human development of the adult learner 
� has knowledge of the educational offer 
� has knowledge of to use of tests  
� has knowledge of the organisations for professional help and support 
Skills: The adult learning professional  
� has the skills to advise adult learners on their career, work, further development and 

link this to educational offers 
� has the ability to use tests to collect information on characteristics of the adult learner  
� has the ability to refer adult learners who need professional help and support 
Attitudes: The adult learning professional  
� is communicative 
� is reliable 
� is honest 
� is able to establish a relationship of trust with the adult learner 
� respects the background of the adult learner 

B6 Competence 

in designing and 

constructing 

study pro-

grammes: being 

a programme 

developer

Knowledge: The adult learning professional  
� has thorough knowledge of curriculum design, adult learning theory, resources and 

methods that can be used in the delivery of the programme  
� has thorough knowledge of assessment techniques 
Skills: The adult learning professional  
� is able to design and construct the study programmes according to relevant adult learn-

ing theory and the needs and demands of the adult learners  
� is able to use assessment techniques  
� is able to direct other adult learning professionals in the use of the study programme 
Attitudes: The adult learning professional  
� is aware of the need for flexible programmes  
� is able to attune the programme to the adult learners’ circumstances  
� is aware that others must be able to work with the programme 

B7 Competence 

in managing fi-

nancial re-

sources and as-

sessing the so-

cial and eco-

nomic benefits 

of the provision:

being finan-

Knowledge: The adult learning professional  
� has knowledge on how financial resources should be managed  
� has knowledge on possible external resources 
Skills: The adult learning professional  
� has the skills to use financial data, techniques and software to manage the finances of 

the institute 
� is able to see, assess and describe the social and economic benefits 
Attitudes: The adult learning professional  
� is strict 
� is responsible 
� is reliable 



cially respon-

sible.

� can be highly trusted  
� is aware not only of the financial, but also of the social dimension of adult education 

B8 Competence 

in managing 

human re-

sources in an 

adult learning 

institute: being 

a (people) 

manager

Knowledge: The adult learning professional  
� has knowledge of human resource management, selection and recruitment policies and 

practices in adult learning 
� has knowledge of team building 
� has knowledge of assessment techniques  
� has knowledge of continuous development of staff 
Skills: The adult learning professional  
� has the ability to assess the work and competences of staff 
� has the ability to read group processes and body language 
� is able to build teams  
� has the ability to select and recruit appropriate staff 
� has leadership qualities 

Attitudes: The adult learning professional  
� has authority 
� is reliable 
� is strict 
� has empathy 
� is aware of individual behaviour, group processes and human development 

B9 Competence 

in managing and 

leading the adult 

learning institute 

in general and 

managing the 

quality of the 

provision of the 

adult learning 

institute: being 

a general man-

ager.

Knowledge: The adult learning professional  
� has knowledge of the organisational and institutional procedures  
� has knowledge of quality management and relevant policies (including European policy) 
Skills: The adult learning professional  
� has the ability to formulate and defend the mission of the institute 
� has the ability to manage and lead the institute according to that mission  
� has the ability to implement organisational procedures and systems for accountability 

(quality management) 
� understands the learning needs of society and adults and is able to attune the institute 

towards those needs 

Attitudes: The adult learning professional  
� has authority in leading the institute  
� is aware of the specific characteristics of the sector 
� has leadership qualities 
� is open minded 
� is aware of the political context in which the institute works 

B10 Competence 

in marketing and 

public relations: 

being able to 

reach the tar-

get groups, 

and promote 

the institute

Knowledge: The adult learning professional  
� has knowledge of PR, marketing, mobilisation and outreach strategies 
� has knowledge of the characteristics of the target groups  
� has knowledge of relevant stakeholders 
Skills: The adult learning professional  
� is able to use different PR and marketing strategies 
� is able to see new opportunities for new programmes and directions 
� is able to communicate with stakeholders, external parties and organisations 
Attitudes: The adult learning professional  
� is sensitive for new chances, possibilities and developments  
� is able to critically assess the institutional role given the wider context 
� is a communicator  
� is aware of political nuances

B11 Competence 

in dealing with 

administrative 

issues involving 

adult learners 

and adult learn-

ing profession-

als: being sup-

portive in ad-

ministrative

issues

Knowledge: The adult learning professional  
� has knowledge of the systems, programmes and software used for administrative pur-

poses
� has knowledge of the responsibilities in the institute 
Skills: The adult learning professional 
� has the skills to work with the administrative systems, programmes and software  
� is skilled in administrative work 
� is able to deal with information requests from (potential) adult learners and adult learn-

ing professionals 
Attitudes: The adult learning professional  
� is precise in carrying out administrative work  
� is friendly and cooperative in dealing with questions and requests

B12 Competence 

in facilitating 

ICT-based learn-

ing environ-

Knowledge: The adult learning professional  
� has knowledge of ICT design and ICT-based learning environments 
� has knowledge of the possibilities and constraints of ICT-learning environments and the 

hardware supporting the environments  
 Skills: The adult learning professional  



ments and sup-

port adult learn-

ing professionals 

and adult learn-

ers in using 

these learning 

environments: 

being a ICT-

facilitator

� has the ability to design and facilitate ICT-based learning environments 
� is able to support the learning environment and the people who work and study within 

this ICT-based learning environment 
� is able to assess the effectiveness of the environment. 
Attitudes: The adult learning professional  
� is aware of the behaviour of adult learners in the ICT-based learning environment 
� thinks critically on the use of ICT and the impact ICT can have on the behaviour of adult 

learners (and adult learning professionals)


