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Introduction

The QUADULTRAINERS project is developed in the framework of  EACEA LLP projects: 

142592-LLP-1-2008-1-NL-LEONARDO-LMP.

This  project  develops,  on  the  specific  theme  of  adult  trainers  competence,  the 

previous works of EBTN and his  members on specific competences in the banking 

system  and  particularly  the  results  of  the  CERTIFIED1 project  which  allowed  to 

develop an agreed format for competence description and an agreed method for 

competence based assessment.  

In this document, which summarize the results of the first phase of the project, we 

try to analyse and give a synthetic overview on the present situation in Europe of 

competences and qualifications for trainers of adults.

Starting from the existing  literature and very particularly  form the recent Alpine 

report2 we go through a recognition of the present situation in Europe, providing an 

in-depth analysis of the development from the Partners perspective of two countries 

– Italy and Portugal - and finally a glance to the rest of Europe. 

As reported in the document ALPINE – Adult Learning Professions in Europe: “Adult 

learning staff play a key role in making lifelong learning a reality.  It is they who 

facilitate learners to develop knowledge, competences and skills. However, not much 

is known about this particular group of practitioners. At the European level there is a 

lack of information about various aspects of the profession: such as who they are; 

how they are recruited; what competences/skills/qualifications they are expected or 

required to possess; what their specific roles and tasks are; what their employment 

status is; how their professional development is organised; how they are assessed; 

and how attractive their profession is. Therefore, the European Commission decided 

to contract a study on adult learning professions in Europe.”3 

In  this  report  we  present  a  collection  of  articles  edited  by  the  Partners  of 

Quadultrainers  project:  this  collection  offers  an  interesting  but  still  incomplete 

picture of  the present systems of  competencies  and qualifications  frameworks  in 

1  Certification & Accreditation System for  Financial  services Sector Education and Training, Leonardo da Vinci 
Project LU/06/B/F/PP-156990

2 ALPINE, Research voor Beleid and PLATO. A Study on Adult Learning Professions in Europe Final report.The study has 
been financed by the European Commission. The aim of this study is to provide adeeper understanding of the state of 
professionalisation and professional development of the different groups of practitioners working in Non-Vocational 
Adult Learning across Europe (trends and developments). The findings are used to identify key issues and problems as 
well as areas where action is most urgently needed to make adult learning professionsmore attractive.
Project number: B3276. Zoetermeer, (August 29 2008)
3 See ALPINE – Adult Learning Professions in Europe, pg. 9
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Europe and represent a starting point for the development of one or more common 

qualifications for trainers in the Banking sector. We analyse:

1. the Alpine Report as a starting reference for the study on the present situation 

in Europe

2. a review of the European Qualification Frameworks for Adult Trainers in general 

(not in the banking sector) conducted by HWR Berlin;

3. the existing system in from Portugal which has a very structured type system 

for the certification of Adult Trainers organised at the State level, with a clear 

identification of skills, competences and goals needed to be a certified Adult 

Trainer and perform in this role; 

4. the present situation in Italy which has 5 certified training profiles through the 

Italian  Trainers  Association  (AIF),  which  proposes  a  model  for  assessing  the 

competences related to these profiles. It represents one the first attempt in 

Italy to regulate the sector and provide coherent and clear training profiles 

certifications.  AIF  is  presently  reviewing  the  certification  process  which  is 

expected to be finalised within 2010;

5. the present situation of the qualification frameworks in the Partners Countries 

and in UK, being relevant to obtain a full picture of the systems;

6. the core working processes that are observable in the set of functions that 

support the learning of adults, an excerpt from the ALPINE Study adapted and 

used by AIF and SCIENTER;

7. the  most  recent  review  concerning  the  state  of  the  art  of  the  training 

professions in the Banking sector in Europe, conducted by FEBELFIN / FEBELFIN 

ACADEMY;

8. an article on training roles needed in the Banking sector taking into account the 

necessity of rethinking and innovating the competences in order to be coherent 

for the sector development in times of crises, by Francesco Rinaldi (EBTN);

9. a set of conclusive remarks that should articulate the discussion on the common 

qualification framework.
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Research framework

Aims and Approach

The open review and comparative analysis of existing qualifications and competence 

framework, conducted by the QUADULTRAINERS project, aims:

 to  review  existing  research  on  qualifications  and  competence 
frameworks for trainers of adults;

 to compare existing qualifications, profiles and competence framework;

 to identify change drivers for competence requirements of facilitators of 
adult learning 

 to propose a conceptual framework for a new qualification model

It is not a research on its own but a preliminary study activity to prepare the core 

activities of the QUADULTRAINERS project.

Main issues

The main questions to be addressed were:

 What is the level of attractiveness of the adult training field and the 
actual level of professionalization?

 How regulated are the adult trainer professions?

 How  is  the  growing  relevance  of  work  based  learning  and  informal 
learning  reflected  in  the  professionalization  of  adult  learning 
professionals?

 How is the role of autonomous learning, peer support, ICT and learning 
communities  reflected  in  the  professionalization  of  adult  learning 
professionals?

 What is the role of “part time trainers” and their qualification to teach?

 How is quality assurance/quality development addressed in this sector?

 How is the need addressed to consider adult learners at the centre (by 
facilitating  the  integration  of  corporate-vocational-non  work  related 
learning)?

30/10/09 7
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Fields of analysis

The study covers both full  time trainers and “part time trainers” (those having a 

different  main  job),  supporting  adult  learners  in  their  professional  development 

across  formal,  non-formal  and  informal  learning.  The  analysis  starts  from  the 

financial services sector but looks out at the other sectors as well.

Geographic coverage

The  study  is  considered  as  explorative,  not  exhaustive,  of  the  European  Union 

phenomenology  ,collecting  and  comparing  the  best  known  examples  of   adult 

learning qualifications while field research is only foreseen to collect informations 

from EBTN reference points at national level on competences and qualifications in 

the financial sector.
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1. Adult learning profession in Europe: the Alpine 
study

This  section  takes  into  consideration  the  central  processes  that  are  activated  in 

performing as Adult Trainers. The intent is to analyse these processes in order to 

cross match them with the training profile  with the intention to have a full  and 

comprehensive overview of the Training professions and to define/re-define where 

these processes are more needed and/or developed.

The central processes of the Adult training have been recently defined by the ALPINE 

Study4 as follows:

 Diagnosis

 Design 

 Delivery

 Evaluation and Monitoring

 Marketing

 Quality and Research

 Coordination and Management

 Administration

 Support / Personalise

These processes can correspond to a singular  professional  role  (e.g.  Evaluation = 

Training Evaluator) where in other cases they sum up into the one generic profile of 

the Adult Trainer, who can combine in one person the competences necessary to 

perform different processes.

“Although teaching activities are still  at the heart of NVAL [Non Vocational Adult  

Learning], other fields of activity have become increasingly important. Particularly 

important  in  this  respect  is  NVAL  management,  including  activities  such  as 

counselling,  coaching  and  supervision,  activities  in  the  field  of  financial 

administration, project acquisition and activities relating to strategy development 

and evaluation (Faulstich, Schiersmann, 1999; Kraft 2006).

Some of these activities are closely related to teaching, such as counselling, coaching 

and supervision, even though they involve different tools and agents, and require 

4 ALPINE, Research voor Beleid and PLATO. A Study on Adult Learning Professions in Europe Final report.
The study has been financed by the European Commission.
Project number: B3276. Zoetermeer, (August 29 2008)
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their  own  form  of  training.  Other  activities,  such  as  management,  project 

acquisition,  marketing  and  financial  administration,  are  relatively  new  in  the 

educational field of NVAL. The country studies show that NVAL staff carry out a broad 

range of tasks and sometimes do everything. 5

[…] Most of  the tasks are related to the various positions in the adult education 

sector. It is obvious that the task of teachers is to teach a particular subject and that 

managers have the task of controlling finances, managing the institution, etc. But to 

obtain adequate competence profiles of  the different positions  it  is  necessary  to 

distinguish between the different tasks. The following 13 tasks are distinguished in 

the study:

1) Teaching general subjects

2) Teaching technical and practical subjects

3) Coaching or mentoring people in their personal development

4) Tutoring and supporting people in their self-directed learning processes

5) Intake of participants, needs assessment, accreditation of prior learning

6) Guidance and counselling of people on learning subjects

7) Development of material or methods for educational activities (courses etc.)

8) Development of ICT material for educational activities (courses etc.)

9) Development, planning and organisation of educational activities (courses etc.)

10) Management and coordination of educational activities

11) Evaluation of educational activities

12) Supervision and/or training of adult education staff

13) Technical, administrative or organisational support of educational activities”6

If  we  try  to  take  a  picture  of  European  Trainers  we  can  consider  three  main 

elements:

 Educational Background

 Work experience 

 Age and gender

5 See ALPINE – Adult Learning Professions in Europe, pg 68
6 Ibidem pg 72
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1.1 Educational background of NVAL staff in Europe

“NVAL staff in Europe are highly skilled. Many NVAL staff members have a university 

degree in a specific field,  such as management,  economics,  language, health,  or 

environment.  However,  this  percentage  varies  between  countries,  between  the 

formal and non-formal parts of NVAL and even between providers. In most cases staff 

working  in  formal  NVAL are  more  highly  educated  than  those  in  the  non-formal 

sector. In spite of their high level of education, a large proportion of educators do 

not hold a pedagogical degree. In other words they are not qualified teachers. The 

main reason for this lack of teaching qualifications is the fact that graduating as an 

(adult)  educator  is  rarely a necessary  condition for  doing the job, except in  the 

formal sector”7. 

1.2 Work experience

“The largest proportion enters the work after 5-15 years of work experience outside 

the sector. This previous work experience is usually at least connected with teaching. 

Either  the  teaching  staff  have  already  worked  in  secondary  or  higher  education 

institutes, or they still work there and take the part-time job to earn a little extra, 

develop themselves in other fields that interest them [...].”8

1.3 Age and gender

“The vast majority of adult educators enter the adult learning field only after gaining 

work experience elsewhere. Consequently, a lot of people working in adult learning 

are relatively old.

The main age range therefore runs from 30-50 and older.” 9 […]

7 Ibidem pg. 95
8 Ibidem pg. 97
9 Ibidem pg. 97
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“The  study  reveals  that  the  profession  is  dominated  by  women.  This  gender 

imbalance is clear in almost all countries. The percentage of women in teaching staff 

may be as high as 75 percent in some countries. In management positions the relative 

number of men involved is higher. This does not mean that there are more men than 

women, only the relative numbers are higher”.10 

1.4 Change in practice

This  analysis  confirms  the  great  need  for  changing  and  increasing  Adult  Trainers 

competences,  starting  from  the  core  competences  and  defining  new  innovative 

professional competences.

“In some European countries competence profiles and standards for adult 

learning  staff  have  been  developed  and  implemented.  Their  scope  of 

application differs considerably between institutional and regional levels

The complexity of the adult-education field and the wide variety of 

adult-education contexts make this field a particularly demanding one 

for adult-learning staff. Adult-learning staff need particular competences 

(skills, knowledge and attitudes) in order to carry out their (professional) 

tasks such as teaching, managing, programme planning, etc. This includes 

basic  requirements,  such  as  knowledge  of  adult  lifelong  learning  and 

development (theory);  social  and communications  competence in adult 

learning (methodology),  and the ability to link theory and practice. In 

addition,  NVAL staff  need  additional  requirements  like  work  and  life 

experience  (experiential  knowledge),  subject  specific  knowledge 

(knowledge  of  particular  disciplines),  and  applied  knowledge 

(expertise).”11

While  there  is  a  well  recognised  need  to  systematise  and  create  clear  training 

programmes for trainers according to their different specialisations, it is not clear 

how to achieve this goal. As said earlier there are a number of Countries which have 

certified  systems  of  train  the  trainer  (e.g.  Portugal  and  UK),  while  others  have 

Regional systems, and others none of both.

These training programmes should take into account the necessity of developing new 

competences to increase the use of technology and improve their social, problem 

solving and language skills.12

10 Ibidem pg 100
11 Ibidem pg 165
12  See “I FORMATORI DELLA FORMAZIONE PROFESSIONALE Come (e perché) cambia una professione”,  ISFOL, Roma, 

2002, pg 23
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Taking into consideration the need for regulation and flexibility for the Adult Training 

profession, the necessity of introducing elements of innovation and coherence for the 

development  of  competences  that  would  match  different  sectors  demands, 

QUADULTRAINERS  Project  aims  at  developing  a  shared  and  common  competence 

framework for the certification of a selected set of training qualifications within the 

Banking sector, which has shown a great interest in developing such certifications at 

the European level.
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2. Research on certification of trainers and train-
the-trainer-institutions

By HWR Berlin

HWR Berlin (formerly FHVR Berlin) has undertaken research activities to:

a) identify  relevant European Learning Networks  for  Adult  Training  (Training of 

Trainers)

b) to support the mapping of existing accreditation and certification competences 

framework used in Europe. 

The  following  table  gives  an  overview  of  the  findings,  i.e.  existing  projects, 

initiatives,  networks  and  frameworks  in  the  area  of  standards  for  trainer 

competences and qualifications used on European level13. Beyond these frameworks 

there are several national initiatives, which have not been taken into consideration 

in the research activities because the project QUADULTRAINERS aims at a European 

Qualification Prototype. 

The findings of the research conducted by HWR Berlin are presented in the following 

tables.

In the first column there is a short description of the organisation being responsible 

for the initiative.

In the second column the organisation’s activities with regard to quality of training 

can be found. Under the term “activity” programmes, standards and certifications as 

well as network cooperation have been summarized.

The  third  column  focuses  the  mentioned  activities  in  terms  of  certification  and 

quality  standards.  Here  frameworks,  principles,  actions  plans,  guidelines  and 

recommendations which have been published can be found. 

Finally,  in  the  fourth  column  the  services  of  the  organisation,  e.g.  links  and 

databases, are mentioned.

This overview shows that the topic is of utmost relevance on European level and that 

an important challenge is the coordination and conjunction of those approaches and 

first results.

Based  on  these  findings,  the  following  conclusions  for  the  development  of  the 

competence profile can be made.

The developmental activities should take the following desiderata into consideration:

13 Information was researched and compiled in January 2009.
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 A clear definition of training in the different contexts of IVET, CVET and 
further education.

 The development of consistent standards

 A clear correlation with the EQF

 The testing of a qualification framework in a pilot  phase in different 
European countries

 A profound evaluation of the pilot testing and

 Instruments  for  a  successful  dissemination  of  the  results  and 
implementation of new procedures or certifications.

QUADULTRAINERS’s  project  target  and  scheduled  activities  widely  correspond  to 

these desiderata. 
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Organisation Activity towards certification Services

European Commission

Education and Culture

Mission  is  to  reinforce  and 

promote  lifelong  learning, 

linguistic and cultural diversity, 

mobility and the engagement of 

European citizens, in particular 

the young.

Lifelong  Learning  Policy  and 

Programme

Focus  group  on  VET  teachers 

and trainers and Peer learning 

activities

An  updated  strategic 

framework  for  European 

cooperation in education and 

training (2008)

Common European Principles 

for  Teacher  Competences 

and Qualifications 

(including key competences)

Action Plan on Adult Learning 

(2007)

Promotion of projects

Information

Events

Links

Networks

EURYDICE

The  Information  Network  on 

Education in Europe
• Digests

• comparative studies

• databases for preparing 

indicators
• reports containing indicators 

and Figures (diagrams) with 

commentary
• country descriptions

• national terms with their 

Structures  of  education, 

vocational  training  and  adult 

education systems in Europe - 

2008

Non-Vocational  Adult 

Education in Europe (2007)

Eurybase

The database on education systems 

in Europe

16 30/10/09
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Organisation Activity towards certification Services

explanations

www.eurydice.org

TTnet

The Training of Trainers Network 

–  TTnet  –  is  a  network  of 

national  networks  set  up  by 

Cedefop  in  1998  as  a  Pan-

European forum for key players 

and  decision-makers  in  the 

training  and  professional 

development  of  vocational 

teachers and trainers.

www.trainingvillage.gr/etv/ 

projects_networks/ttnet/

TTnet  final  seminar  on 

'Defining  VET  professions  - 

competence  framework'  19.-

20.01.09

The  seminar  will  aim  at 

debating the main outcomes of 

the  TTnet  study  on  'Defining 

VET professions', with a special 

focus on the validation of the 

common  competence 

framework  for  VET  teachers 

and  trainers.  Participants  will 

plan the final validation stage 

involving external stakeholders 

and  agree  on  shared  tasks 

among partners.

Conference  on  'Teachers  and 

Trainers  at  the  hear  of 

innovation  and  VET  reforms' 

23.-24.02.09

inter  alia:  new  competence 

and qualification requirements 

Common  competence 

framework for  VET teachers 

and  trainers  is  being 

developed

TTnet  works  on  a  number  of 

themes as for example:
• Professionalisation of VET 

teachers for the future
• E-Learning for VET teachers and 

trainers 
• Recognition and validation of 

non-formal and informal 

learning for VET teachers and 

trainers 
• VET teachers and trainers within 

quality approaches 
• Professionalisation of VET 

teachers and trainers

Miscellaneous publications
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Organisation Activity towards certification Services

linked  to  VET  reforms  and 

innovation in the world of work

ENQA-VET-  the  European 

Network for  Quality Assurance 

in  Vocational  Education  and 

Training

ENQA-VET's  mission  is  to 

develop,  disseminate  and 

promote best European practice 

and governance in  the field  of 

Quality  Assurance  in  VET  at 

systems and provider level.

www.enqavet.eu

Work Programme
• Set out the expectations of 

European quality systems in 

VET
• Add significant value to the 

development of quality 

assurance within VET across 

Europe through European 

cooperation
• Promote the development 

of synergies and avoid 

duplication of work across a 

range of European agencies, 

organisations and Networks. 

A  coherent  framework  of 

indicators 

2007

A coherent framework of 

indicators and benchmarks 

for monitoring progress 

towards the Lisbon 

objectives in education and 

training

CQAF  –  Common  Quality 

Assurance Framework

2005

European  Guide  on  Self-

Assessment for VET Providers 

2003 

Produced by the Technical 

Working Group on Quality in 

VET 

The main activities of the network 

are  Thematic  Groups,  Peer 

Learning  Activities,  Conferences 

and Research Studies

The  UNESCO-UNEVOC 

International  Centre  for 

UNESCO-UNEVOC  particularly 

focuses on contributing to the 

Revised  Recommendation 

concerning  Technical  and 

UNEVOC network

e-Forum
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Organisation Activity towards certification Services

Technical  and  Vocational 

Education  and  Training 

(UNESCO-UNEVOC)  assists 

UNESCO's  193  member  states 

strengthen  and  upgrade  their 

TVET systems.

TVET  include:  Apprenticeship 

Training,  Vocational  Education, 

Technical  Education,  Technical-

Vocational  Education  (TVE), 

Occupational  Education  (OE), 

Vocational  Education  and 

Training (VET), Professional and 

Vocational  Education  (PVE), 

Career and Technical Education 

(CTE),  Workforce  Education 

(WE),  Workplace  Education 

(WE), etc.

www.unevoc.unesco.org

overarching  UNESCO  goals  in 

TVET.  These  are  to  assist 

member  states  improve  and 

integrate TVET as part  of the 

global  Education  for  All 

Campaign,  and  also  to  assist 

the alignment of TVET with the 

tenets  of  sustainable 

development. 

UNESCO-UNEVOC  is  also  the 

hub  of  a  world-wide  network 

of  key  organisations  and 

institutions  specialising  in 

TVET  in  UNESCO  Member 

States  worldwide.  This 

UNEVOC  Network  includes 

government  ministries, 

research  facilities,  planning 

and  training  institutions.  The 

UNEVOC  Network  serves  as  a 

platform  for  information 

sharing  and  bringing  people 

together  in  meetings  and 

workshops  as  a  means  to 

improve  TVET  in  different 

Vocational  Education 

(UNESCO, 2002)

publications

information service
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Organisation Activity towards certification Services

regions of the world. 

Network of Trainers in Europe

The Network  supports  research 

and  practice  in  training 

throughout Europe. It provides:

–  Access  to  people  and  ideas 

about  research  and  training 

practice;

–  Practical  materials  and  tools 

to  support  the  professional 

development  of  trainers;

–  A  web-site  packed  with 

information  and  a 

communication  platform  for 

exchanging ideas.

www.trainersineurope.org

Consultation Seminars

The  EUROTRAINER I  study  set 

out to provide an overview and 

analysis  of  the  situation  of 

trainers  in  enterprises  in  the 

32  European  countries 

concerning  trainers’ tasks  and 

responsibilities,  competences, 

continuing  professional 

development  and  status, 

among other aspects.

TTPlus project
• Development of a series 

of portraits of training roles 

and professional 

development pathways
• Propose policies and 

measures for implementing 

the Framework for 

Professional Development
• Explore linkages 

between the Framework for 

Framework  for  Continuing 

Professional Development for 

Trainers in Europe

2008

Information on research

Networking

Exchange of experiences
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Organisation Activity towards certification Services

Professional development 

and the European 

Qualification Framework

European  Net-Trainers 

Association ENTA 2004

The  ENTA will  provide  a  legal 

framework  for  the  sustainable 

development of the Net-Trainers 

consortium  after  the  official 

end  of  the  project  funded 

on the  European  Commission 

Leonardo da Vinci programme. 

The primary  roles  of  the ENTA 

are :

-  to  issue  the  European  Net-

Trainers Certificate (ENTC) 

-  to  guarantee  the  long  term 

quality  and  European 

homogeneity of the Net-Trainers 

courses

-  to hold and administrate the 

Net-Trainers trademark

-  to  promote  worldwide  the 

Net-Trainers  course  and 

Following results are the fruit 

of  each  of  the  three  NET-

TRAINERS project phases.
• Two frameworks of 

references:  one regarding 

the job-profile and one for 

the training of on-line 

trainers - in three languages 

(German, English, French). 
• A training scheme for 

trainers, in three languages 

based on an Internet site, 

that proposes a complete set 

of training materials for 

trainers. 

This Internet site will be a 

'virtual resources centre' for 

an alternating training of 

trainers of roundabout 160 

hours. 

A  European  certification  for 

European  Net-Trainers 

Certificate.  The  ENTC is 

issued  by  the  European  Net-

Trainers  Association which 

guarantees  the  quality 

standards  and  European 

homogeneity of the course.
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Organisation Activity towards certification Services

certification

www.nettrainers.org

'On-line  Trainers'  :  the 

European  Net-Trainers 

Certificate  (ENTC)  with 

corresponding  national 

diplomas  or  credits  in  the 

United  Kingdom,  France  and 

Germany
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3. Overview on the existing certification systems 
and processes for Adult trainers in Europe

By Scienter

The review of the present situation of the certification systems, as provided in the 

previous two chapters, showed us that there are different certifications situations, 

regulations, providers and main actors in Europe:

 Several national, both “professional network and “institutional”

 No established European qualification , although several projects aimed 
at a European framework

 Substantial overlapping, but no common framework really agreed

The  qualification  regulation  is  arranged  by  different  bodies  across  Europe: 

Government (seldom), national lead bodies, professional networks (more frequently), 

academic titles (rarely specific for the training of adults). Placing the focus on the 

countries involved in this project, what emerges is an heterogeneous panorama:

 Portugal:  state  regulation  of  the  activity  of  trainer  in  professional 
context and definition of some general rules to which the certification of 
trainer must obey

 Italy: professional network certificate (AIF)

 Belgium: the entry requirements and qualification for teachers are laid 
down by the Ministry of Education (State regulation)

 Germany:  there  are  several  bodies  responsible  for  the  regulation  of 
trainers arrangements, the qualification and training of the trainers is 
not always regulated.

 The Netherlands: State regulation

 United Kingdom and Ireland: national lead body

In many cases the same bodies which provide training/higher education provide also 

the  certificates  of  qualifications:  pure  examination  bodies  exist  only  in  a  few 

European countries.

The main actors involved with different roles in the certification system are:

 Professional networks and associations

 Teachers college/universities
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 National qualification authorities

 National and regional governments

 Sectoral unions for teachers/trainers

 Employers

 European Union (Mutual learning group on TT, adult learning action plan, 
LLL Programme, EQF)

 CEDEFOP- TTNet

It  is  now evident  that  in  Europe it  is  not  clear  how Adult  Trainers  acquire  their 

competences and what kind of regulatory bodies exist to guarantee quality standards 

for this profession. This represents a problem that is shared by many Countries in 

Europe, and at the same time in other Countries this profession is regulated by the 

State and/or accredited qualifications. This discrepancy among the systems in Europe 

brings  to  the  necessity  to  find  common  elements  for  the  development  of  a 

competence  framework  that  can  be  recognised  and  contextualised  according  to 

different Countries and, in our expectation, modelised as a transectoral prototype 

for the development and specifications of the core competences. The competence 

area is present and relevant in all sectors, but it is articulated differently in profiles; 

Adult  Trainers  are  usually  people  with  a  professional  background  in  a  specific 

industry/sector  (therefore  they  have  strong  sectoral  competences)  who  have 

developed  their  training  skills  through  different  paths  and  working  experiences, 

which have not been assessed and recognised within a standardised and common 

assessment framework. The different level of regulation in the area of continuing 

training as well as the need for a flexible competence and assessing frameworks, 

requires to find solutions that are going to create a “model certification” for the 

training  profiles,  which  at  the  same  time,  would  take  into  consideration  the 

obsolescence level of some competences and the need to include those informal/non 

formal competences that in some cases are widely used but do not acquire any level 

of recognition and/or certification, although crucial for the role acted.

The  following  analysis  takes  into  account  the  existing  European  competence 

frameworks for Trainers in Europe and the network presently working to generate 

consistency and coherence in the training system.
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3.1 Portugal: Portuguese Requirements to Operate as Trainers

By IFB –The Portuguese Bank Training Institute

The  Barcelona  European  Council  (March  2002)  adopted  concrete  objectives  for 

improving  Member  States’  education  and  training  systems,  including  improving 

education and training for teachers and trainers. In March 2006 the Council noted 

that  'Education  and  training  are  critical  factors  to  develop  the  EU's  long-term 

potential for competitiveness as well as for social cohesion'.

Numerous social, cultural, economic and technological changes in society, place new 

demands on the teaching profession and hasten the need for the development of 

more competence centred approaches to teaching, together with a greater emphasis 

on learning outcomes.

Structured action in the field of education and training can help in the preparation of 

individuals for today’s society and are vital for Europe’s future competitiveness and 

innovation. Vocational Education and Training (VET) plays a key role, providing the 

skills, knowledge and competences needed in the labour market.

The  education  and  training  of  teachers  represents  a  crucial  element  in  the 

modernisation of European education and training systems, and future increases in 

the overall  level of educational attainment and the pace of progress towards the 

common objectives  of  the 'Education  and Training  2010'  work programme will  be 

facilitated by the existence of effective systems of teacher education.

The  main  challenges  that  Vet teachers  and  trainers  face  are  the  recruitment  of 

teachers,  the  necessity  for  new  competence  requirements  for  teachers,  the 

possibility for competence development of teachers and trainers and the definition 

of standards at national level to ensure the quality of training.

Improving  the  quality  of  Teacher  Education  is,  therefore,  an  important  goal  for 

Europe's Educational systems if quicker progress is to be made towards meeting the 

common objectives  that  have been established under  the Education and Training 

2010 programme.
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3.1.1 Previous Considerations

The  notions  of  teacher,  trainer  and  tutor,  etc.  are  just  as  ambiguous  as 

professionalisation. 

In EU countries the concept teacher is generally used to name personnel in primary 

schools, secondary schools and initial vocational training colleges.

Tutors are  defined  as  salaried  employees  of  the  enterprise  appointed  by  the 

employer to be responsible for a trainee in initial training, continuing training or 

retraining  within  the  enterprise.  A tutor’s  main  task  is  teaching  trainees.  Many 

countries use the term (workplace) instructor.

A trainer is a professional involved in apprenticeship systems, on-the-job and off-the-

job training activities and, more generally, in private sector training.

3.1.2 Trainer - The Portuguese Reality

In the Portuguese reality there are three different kinds of professionals of training: 

 The trainer of trainers;

 The trainer; 

 The trainer in workplace.

The  trainer of trainers is a professional who is expected to enable the trainer to 

perform the trainer function; for this reason he must have specific competences in 

what concerns: 

 Pedagogical skills:
Ability  to  analyse  and  identify  student  needs,  ability  to  design  training 

programmes to meet these needs, ability  to teach and ability to assess the 

educational and professional outcomes of this teaching. These are generic skills 

needed by all teachers regardless the discipline in which they work.

 Knowledge:
Need to understand and perform the tasks trainees will be asked to perform 

and also have a firm grounding in the theory underlying these skills.

The  trainer,  once qualified  by  the training  of  trainers,  is  a  person who  able  to 

perform his technical training as long as he owns a solid ground in the subject area 

he is about to transmit information.
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The trainer in workplace (many times called tutor), also needs to have pedagogical 

skills, but besides the solid ground in the technical area he has to be able to prepare, 

develop and assess the process of teaching/learning in a real working context.  

Legal Framework of the Trainers Profile

The Portuguese law (Decreto Regulamentar n. 66/94, from 19 th November, with the 

modifications  introduced  by  Decreto  Regulamentar  n.  26/97,  from  18th  June) 

regulates the activity of trainer in professional context and defines some general 

rules to which the certification of trainers must obey. 

The law provides the following definition of trainer:

Trainer  is the professional who, when developing a training session, is able to 
encompass a pedagogical relationship with the trainees, fostering knowledge and 
competences acquirement, as well as the attitudes and behaviours development, 
suitable to professional performance.

Therefore a competent trainer must have: 

 The  technical,  up  dated,  domain  over  the  subject  in  which  he/she  is 

specialised;

 The pedagogical control of the methods and techniques, suitable to the kind 

and  level  of  training  developed,  namely  pedagogical  relationship,  training 

planning and learning assessment and training evaluation;

 Communication skills to facilitate the teaching/learning process. 

To perform as trainer professional one must have:

 Psychosocial  preparation,  involving,  namely  cooperation  spirit  and 

communication and relational  skills, always adapted to the particularities of 

each  target  group,  as  a  way   to  seek  efficiently  the  cultural,  social  and 

economics  function of the training;

 Scientific,  technical,  technological  and  practical  training, evolving  an 

academic qualification  of equal or superior level to the level the students have 

on completion of the course, in the subject areas where  training is developed;

 Attendance,  with  success,  of  the  pedagogical  training  of  trainers  course, 
homologated  by  the  Portuguese  Institute  of  Employment  and Vocational 
Training – IEFP;
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 The Pedagogical Aptitude Certificate (CAP), as it is known in Portugal – with the 

up dated pedagogical competency, issued in the EU or other country (in case of 

international agreements).

Exceptions:

 When justified by pedagogical or technical reasons of the training sessions, IEFP 

can allow the participation of professionals who not fulfil one or more of the 

requirements referred before, but own special academic and/or professional 

qualification or special knowledge, not accessible in the market. 

Internal or External Trainer

The trainers can be internal trainers – when they are employees of a training entity – 

or external trainers in the other situations.

Professional Certification as Trainer

In Portugal, since the 1 st of January 1998, the pedagogical certification of trainers is 

compulsory for the training actions supported by governmental funds. 

The  professional  certification  guarantees  that  a  worker  is  able  to  perform,  with 

quality,  a  specific  professional  activity.  Certification  can  contribute,  through 

recognition of titles, to the mobility of workers in the European area. 

Behind each certificate of professional aptitude there is a professional profile used to 

evaluate the competences  of  the candidate.  This  profile,  conceived specially  for 

each profession, indicates the activities that a professional must perform as well as 

the knowledge that he must have.

As far as the training activity in a professional context is concerned, the Portuguese 

law (Portaria n. 1119/97 from 5  th November) establishes several  general rules to 

which the certification of trainers must obey. This law settles the certification rules 

that refer to the requisites of homologation of pedagogical training needed to obtain 

the pedagogical aptitude certificate as well as its renewing conditions.
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The Pedagogical Aptitude Certificate (CAP)

Definition 

CAP is a certificate offered by a Portuguese Governmental Institution (IEFP) to those 

who attend with success a Pedagogical Training of Trainers course, containing the 

syllabus and number of training hours indicated by IEFP.  

The course  can be provided by an allowed institution of  training or  similar.  This 

Institution gives a diploma of attendance which generally  indicates the mark the 

student obtains in the end of the course. Only with this diploma the student can go 

to the IEFP to ask for the trainer certificate. 

The Pedagogical Training 

The pedagogical training, to be homologated by the IEFP, as certifying entity, should 

have a minimum duration of 90 hours and be organised and developed to be able to 

accomplish the criteria defined by IEFP concerning the methodologies, trainers of 

trainer’s profile, spaces, equipments, didactical resources, acceding conditions and 

the process of trainer’s evaluation.

The pedagogical training should encompass the following contents:

 The trainer and the context in which training is developed;

 Theories, factors and processes of learning;

 Pedagogical relation, groups animation in training; 

 Pedagogical methods and techniques; 

 Pedagogical relation, groups animation and managing different routes in 
learning;

 Training Planning;

 Designing training objectives;

 Resources  in  training  and  the  new  information  and  communication 
technologies; 

 Learning assessment;

 Training evaluation. 

The  pedagogical  training  should  include  the  planning  and  presentation,  by  the 

trainees, of two sessions of training – initial simulation and final simulation.
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Degrees that allow acceding to CAP

Some  certificates,  however,  are  seen  as  relevant  to  consider  a  candidate  to  be 

certified for the trainer ability, through training. 

Those certificates can be presented by candidates who have completed the degrees 

in  Education,  Psychology,  Human  Resources  and  others,  whose  syllabus  include 

subjects essentially pedagogical or specifically in the area of the training that, some 

how,  can  be  considered  equivalent  to  the  syllabus  required  for  the  pedagogical 

training of trainers, ruled by the Portuguese law (Portaria n.er 1119/97, from 5 th of 

November).

CAP´s Validity and Renovation

CAP - Period of 

Validation
Requirements

5 years

…if  another  validity 

period  is  not 

established  in  a 

specific rule. 

 To  have  attended  a  Training  of  Trainer’s  Course, 
homologated by the IEFP, with duration equal or superior to 

90 hours; 

or

 To own a certificate that enables him/her to act as a trainer, 

issued inside the European Union or in other country, in case 

an international agreement is valid.

This  certificate  can  be  renewed  (for  several  periods) if  the 

following cumulative conditions are present:

 60  hours  of  training  in  pedagogical  up  dating  (all 
together or separated) or other significant experiences 
in  the  pedagogical  area,  during  the  validation  of  the 
certificate, considered adequate by the certifying body 
such  as  books  publication,  articles  in  the  pedagogical 
area, participation in seminars or similar;

 300 hours of proved training experience. 
2 years

…for  the  trainers 

who  were  in  the 

market  before  1  st 

January of 1998

The Trainer must  meet one of the following requirements:

 To have attended a training of trainer’s course, before 
the 1st of January 1998, with a minimum of  60 hours; 
this  course  must  include  the  programmatic  contents 
considerate  adequate  by  the  IEFP  -  Institute  of 
Employment and Vocational Training; 
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CAP - Period of 

Validation
Requirements

or

 To  have  a  minimum  of  180  hours of  training  experience 

developed  between the  1st of  January  1990  and  the  1st  of 

January 1998. 

This  certificate  can  be  renewed (for  several  periods)  if  the 

following conditions are gathered cumulatively:

 60 hours of training of pedagogical updating (all together or 
separated), during the validation of the certificate;

 120 hours of training experience.

The Portuguese law – Decreto Regulamentar ner 26/97 from 18 th  June – states that 

the renewal of the CAP can only be effectuated if cumulatively, during the period of 

validation of the certificate, the owner of it meets the following requirements:

 Scientific and technical up date in the area of training in which he is an 
expert;

 Developing of a continuous pedagogical adjustment to the aims, subjects 
and target group namely through pedagogical training;

 Proved number of training hours and performance as trainer. 
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Courses to Obtain the CAP for Trainer

Initial Pedagogical Training of Trainers

Introduction

This  course  aims  at  qualifying  professionals  for  the  training  role/activity  in  the 

thematic  areas  of  their  academic  qualifications,  promoting  their  psychosocial 

development and providing them with pedagogical  competences that will  allow a 

proper transference of scientific and technological knowledge.

It also intends to broaden the professional outcomes of the trainees.

By the end of the course the trainee must be able to plan and prepare, to develop 

and animate and to evaluate a training session, showing the competences he was 

able to obtain in the course concerning the knowledge domains: attitudinal - to be, 

knowledge -to know, behavioural - to know how to do.

Target group

People older than 18, with or without pedagogical experience who want to minister 

actions for professional training purposes, and gather the compulsory education.

However, it is recommended that the trainer has a higher qualification level than the 

trainee’s output profile.

It is also recommended that the trainer has professional experience in the training 

area, in order to contextualise and make the course more experiential.
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Syllabus 

Modules Subject

Module 1   Pedagogical initial simulation

Module 2   The trainer and the context in which training is developed

Module 3   Theories, factors and processes of learning

Module 4   Pedagogical relation, groups animation in training

Module 5   Pedagogical Methods and Techniques

Module 6   Designing training objectives

Module 7 Resources in training and the new information and communication 

technologies 

Module 8   Learning assessment

Module 9   Training assessment 

Module 10 Training Planning

Module 11 Pedagogical final simulation

Methodology

The  Initial  Pedagogical  Training  of  Trainers  courses  can  adopt  face-to-face 

methodology or the Blended learning methodology.

The methods used in the training sessions can be the expositive, demonstrative and 

active methods.

The subjects are generally introduced by a theoretical introduction by the trainer 

and worked in class  by the trainees by the use of  exercises  that go through the 

subject’s  focus  of  each  training session.  The active  methods in  the resolution of 

problems are stressed as well as the experimental, practical work, individual or in 

groups, to contribute to the acquisition of knowledge by the trainee, making a real 

active agent of his learning process.

Learning Assessment

The trainees  are  evaluated  through  different  processes  of  assessment:  diagnosis, 

continuous and final.

The  participation  of  the  trainers  during  the  training  sessions  is  also  important 

contribution to the continuous assessment.
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For the final assessment there are two elements:

 The pedagogical simulation, which represents the most important component 

of the final assessment. 

As the course aims at certifying professionals of training it is evident that they 

should  have  competencies  to train  others,  therefore  all  the competencies 

required to perform the function of trainer should be carefully looked at, 

evaluated and criticised – the final simulation is the best moment for it.

 For  the theoretical  aspects  (knowledge)  there is  a  final  written  exam or  a 

practical assignment that aims at applying the competences developed within 

the course.  

It is considered a frequency of the course with success, if the trainee:

 Gets a final mark equal or superior to fair, good or very good – 50% or more;

 Attends 95% of the total hours of the course.

Certification

The conclusion of the Initial Pedagogical Training of Trainers Course, with approval, 

leads to the CAP – Certificate of Professional Aptitude – issued by IEFP – after being 

asked by the trainee who owns the course diploma.

Continuous Training of Trainers

The requirements needed to renew the CAP of trainer / pedagogical competency, 

namely the frequency of pedagogical training during the period that CAP is valid, is 

considered a priority to the governmental entity - IEFP and other training entities. 

The IEFP, as well as other entities, indicates a significant training offer of continuous 

training to be selected by trainers to meet certification purposes.

The structure of training is organised in four main domains:

 Educational Systems, Training and Certification;

 Training Management;

 Technology in training;

 Training methodologies.
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The Continuous Training of Trainers integrates several courses, with an approximate 

duration of 30 hours as in the case of IEFP or other duration.

The requisite is that the trainer has 60 or more continuous training hours.

The trainer can choose the course according to his/her preferences in order to fulfil 

the minimum period of time required to renew the certificate.

Examples of courses:

 Group animation in training context;

 Design and production of self-study materials; 

 Training management;

 Conflict management in training context;

 Methods and strategies in training;

 Principles and methodologies of working with adults;  

 Assessment techniques in training;

 Power Point as a tool to develop interactive products to training.

Conclusion

The quality of teaching / training represents one key factor in determining whether 

the European Union can increase its  competitiveness in the globalise world. Only 

qualified  persons,  with  theoretical  and  practical  knowledge  of  the  respective 

subject, may be engaged as trainers in adult education.

In Portugal the technical domain over the subject is not sufficient for a trainer to be 

considered a competent trainer; also pedagogical and relational skills are required. 

The Portuguese Institute of  Employment and Vocational  Training –  IEFP offers  the 

trainer the possibility of obtaining the Pedagogical Aptitude Certificate (CAP) through 

the attendance, with success, of a Pedagogical Training of Trainers Course.

This  certification  is  already  compulsory  for  the  training  actions  supported  by 

governmental  funds,  and  constitutes  an  important  reference  for  the  rest  of  the 

actions as it guarantees that a person is able to perform, with quality, the training of 

a specific professional activity. 

Briefly, the CAP for trainers has been considered an added value to the professionals 

who are in the field of training and, on the other hand, a decisive tool to all the 

contractors who look for qualified trainers.
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3.2 Italy: the Certification Process for Professional Trainers

By AIF (Italian Trainers Association)

The training sector has been crossed since a long time by deep and rapid processes of 

innovation:   new  subjects   operating  in  the  field,   the  impact  of  new learning 

paradigms and of new technologies,  just to remind some of the main factors of 

change. In such a scenario,  a growing attention has been  devoted to the outcomes 

of learning as well as to the relevance of  Return on Investment and, more generally, 

to a more attentive control of training costs.

Therefore, it has become more and more necessary to reflect upon and implement a 

model to assess the professionalism of the players acting in the learning processes of 

adults. To this end, AIF, which from its birth in 1975 has always carefully pursued the 

issues  of  professional  quality  and  ethic  standards  for  trainers,   has  specifically 

developed  and established a certification process  in order to translate those issues 

into reality. 

The  process  for  certification   gives  all  the  Italian  trainers  the  possibility  to 

demonstrate  their cognitive and educational requirements and the expertise and 

competencies deemed as crucial  for a qualified trainer. 

The main profiles in adult training  have been identified as follows:

 Teaching Trainer

 Training Planner

 Project manager

 Training centre/Department Manager

More  recently,  a  new  profile  has  been  elaborated  and  implemented  within  the 

process:

 E-Tutor (composed by  4 different Profiles) 

The aims pursued by the process of certification, together with the adoption of the 

first  code  of  professional  ethics  of  Italian  trainers  (“AIF  Charter  of  Values  and 

Behaviors”), can be identified as follows:

a) to improve the quality of training in Italy, also beyond the limits of the formal 

accreditation systems and processes;

36 30/10/09



State of the art Report on existing qualifications and competence
 framework for adult trainers in Europe

b) to protect all the targets and stakeholders of training actions from trainers who 

fail  to  meet  minimum  qualitative  levels  in  terms  of  specialization  and 

experience in learning processes;

c) to formally define professional models and profiles that can be recognized and 

assessed;

d) to identify and promote strict  criteria  for an ethical vision of the profession.

The annual publication of a register containing all the AIF certified trainers, together 

with the renewal of certification requested every five years, aims to guarantee a 

system of  quality  control  for  training  professionals,   clients  and  for   the  whole 

training market.

The  individual  profiles  matrixes  with  the  corresponding  information  and   the 

requirements for each of them, are detailed below. 

3.2.1 The teaching trainer

The  Teaching  Trainer  is  a  specialist  of  the  subject  and  an  expert  on  training 

processes who can adequately integrate his/her personal/professional skills with the 

requirements  of  the training course  assigned in  order  to reach the objectives  as 

defined.

The teaching trainer is familiar with the training process and its systemic variables, 

the  specialistic  content  issues  and  the  principles  of  organizational  management. 

He/she  has  also   a  good  methodological  knowledge  of   planning,  delivering, 

implementing  and  evaluating  the  didactical  phases  and  units  and  of  the  main 

variables relative to group dynamics and interpersonal relations in different training 

settings and contexts.

The  teaching  trainer  is  capable  of  acting  independently  in  order  to  acquire  the 

information regarding the assigned task and to reach the assigned training objectives 

through appropriate planning, implementation and monitoring of his/her action.

He/she is also capable of orienting the participants'/target's attention, adequately 

co-ordinating  the  climate  in  the  classroom  and  encouraging  participation  and 

interaction.  He/she  re-elaborates  and  integrate   the  contents  according  to  the 

participants’  competencies,  using  traditional  classroom  aids  and  techniques  and 

respecting  the  training  planning  variables.  He/she  verifies  the  relevance  and 

coherence of the contents in relation with the course objectives.
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Professional qualification 

indicators
Entry Requirements Documents

High school - University

A university degree in line 

with  the  area  of  training 

(or  high  school  level  if 

supplemented  by  further 

specialization  which  will 

be  assessed  by  the 

certifying commission).

Copy  of  degree  and 

certificates  proving  the 

studies and specialization.

Professional experience

At  least  5  years’ 

experience in training

Self-certification  of 

activities  declared  by  the 

applicant with attached at 

least 5 signed declarations 

by clients/employers.

Educational competencies

Expertise  in  meeting 

training  objectives 

assigned  through 

appropriate  planning, 

implementation  and 

monitoring  of  activity.  A 

minimum  of  500  hours  of 

training  in  a  period  from 

three to five years. 

At least 5 daily microplans 

(project  outlines) 

articulated  in  objectives, 

contents,  exercises, 

methods,  supports  and 

ways  of  measuring 

learning.

3.2.2 Training planner

The  Training  Planner can  develop and  make proposals  for  the  architecture  of  a 

training  course  through  the analysis,  conception  and  coherent  description of  the 

following elements: needs and final aims, potential and real targets, objectives of 

the  training,  appropriate  contents,  training  methodologies,   methodologies  of 

assessment,  roles  and functions involved in  complex projects,  phases of  training, 

time management, organizational and logistic aspects, economic budgets, etc. 

He/she must ensure effectiveness with respect to the objectives and efficiency with 

respect to the resources to be used. The training planner is familiar with behaviour 

psychology  and  theories  on  adult  learning,  the  training  process  in  its  systemic 

variables at analytical level, the theory of training planning as well  as the tools, 

methodologies and training techniques that are appropriate for the different phases 

of the training process.
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In addition, he/she must know the general principles of organizational disciplines, 

the  organizational  context  addressed  by  the  training  projects,  the  elements  of 

economic assessment of the training, the methodologies of project management and, 

lastly, if developing integrated projects, the methodology of study and interpretation 

of the territory. 

The  training  planner  is  able  to  act  autonomously  to  identify  and  appropriately 

contact  all  those  who  have  a  decisive  role  in  the  formation  of  the  project,  to 

dialogue with the area and subject specialists to be included in the projects and to 

conduct individual and group interviews. He/she has the capacities to draw up grids 

of  pre-analysis  and  assessment,  to  write  projects  in  an articulate,  complete and 

comprehensible  form,  to  itemize  the  macroprojects  in  hourly  microplanning, 

including consultation of specialists. In addition, he/she can indicate the ways of 

encounter/alternation between training and the organizational context of reference 

and suggest assessment methods that are suitable for the training action.

Professional qualification 

indicators
Entry Requirements Documents

High school - University

A  university  degree  or 

secondary  school 

qualifications,  if 

supplemented  by  further 

specialization  with  a 

minimum total  duration of 

200 hours.

Copy  of  degree  and 

certificates  proving  study 

and specialization.

Professional experience

At least five years’ experience 

in  training,  with  presence  in 

the  classroom,  in  diversified 

roles according to subject and 

targets, for at least 200 hours.

Self-certification  of  the 

activities  declared  by  the 

applicant, with attached at 

least  5  declarations  by 

clients/employers as well as 

the  analytical 

documentation  relative  to 

the  request  for 

certification.

Educational 

competencies

Expertise  in  drawing  up 

macro  and micro  projects, 

defining  suitable 

objectives,  contents, 

methodologies  and 

assessment  criteria, 

At least 5 plans, presented 

and implemented, complete 

from the aspect of training 

objectives  and  relative 

economic references. 
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Professional qualification 

indicators
Entry Requirements Documents

ensuring  efficiency  with 

regard to the resources  to 

be used. At least 5 complex 

projects,  drawn  up  and 

implemented,  for  a 

minimum  of  1500 

hours/teaching  or 

alternatively,  at  least  30 

different projects for short 

courses  for  a  minimum  of 

500 hours teaching.

3.2.3 Project manager

Within a company or organization, the  Project Manager is the person assigned to 

activate, co-ordinate and monitor the development of a training plan, assessing its 

results  with respect to the pre-defined objectives. The project manager must be 

aware of:  the principles  of  personnel organization and management,  the training 

process in its totality, the organizational contexts addressed by the training projects, 

the  management  methodologies  for  projects  and  the  elements  of  economic 

assessment of the training.

The project manager is capable of acting autonomously to identify and contact those 

who  play  a  role  in  the  training  process  and  to  dialogue  with  area  or  subject 

specialists to be included in the training project. He/she also knows how to conduct 

individual and group interviews, draw up pre-analysis grids and grids for final and 

progress  assessment,  co-ordinates,  controls  and  measures  the  actions  planned, 

managing the resources that have been assigned.

Professional 

qualification indicators
Entry Requirements Documents

High school - University University  degree  or 

secondary  school 

qualifications,  if 

supplemented  by  further 

specialization  of  a  total 

minimum  duration  of  200 

Copy  of  degree  and 

certificates proving studies 

and specialization.
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Professional 

qualification indicators
Entry Requirements Documents

hours.

Professional experience

At least  5 years'  experience 

in  training  and  at  least  2 

years'  experience  in  the 

function of project manager

Self-certification  of 

activities  declared  by  the 

candidate with attached at 

least  5  declarations  by 

clients/employers  as  well 

as  analytic  documentation 

relative to the request for 

certification

Educational 

competencies

Expertise  in  co-ordinating, 

controlling  and  measuring 

the  actions  planned, 

managing  the  assigned 

resources.

Management  of  training 

plans  for  a  total  annual 

minimum  of  500 

hours/teaching,  distributed 

in  at  least  3  complex 

projects,  articulated  in 

several modules of contents 

and  different  levels  of 

targets. 

At  least  5  plans  for 

projects,  presented  and 

implemented,  complete 

from  the  aspect  of  the 

training  objectives  and 

relative  economic 

references.

3.2.4 Training centre or department manager

The  Training  Centre/Department  Manager  is  the person assigned  to  analyse  the 

trends of the training macro-needs, to define the strategies of intervention, to plan 

and design the scheduling, to co-ordinate collaborators in  providing, overseeing and 

assessing  the action implemented. The training centre or  department manager is 

familiar with the principles and techniques of communication, the principles of social 

psychology and pedagogy, as well as the training process from analysis of the needs 

to  assessment  of  the  results.  He/she  is  also  aware  of  the  principles  of 

macroeconomics, business organization, human resources management and business 

control and business law.
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The training centre or department manager can act autonomously to analyse the 

training requirements at macro level and the possible sources of funding; to study 

and  develop  the  activation  of  new  projects;  to  plan,  organize  and  co-ordinate 

training programmes of varying content and level.

He/she  also  defines  the  strategy  of  training  policies  and  actions;  manages  the 

institutional image and relations; directs and organizes human and material resources 

for the attainment of the company aims, as well as planning and supervising the 

quality system of the training processes and the assessment of results. He/she has 

also the ability to apply methodologies of problem-solving and decision-making, to 

manage technical  and relational  communication, to plan actions of organizational 

assessment and identify, diffuse and transfer the culture of the  organization.

Professional qualification 

indicators
Entry Requirements Documents

High school - University

University  degree  or 

secondary  school 

qualifications, 

supplemented  by 

specialization  in  training 

and  management,  which 

will  be  assessed  by  the 

certifying commission.

Copy  of  the  degree  and 

certificates proving studies 

and specialization.

Professional experience

At  least  five  years' 

experience  in  training, 

with  a  minimum  of  three 

years  in  positions  of 

managerial responsibility. 

Self-certification  of  the 

activities  declared  by  the 

candidate  with  attached 

the relative declarations of 

the legal representatives of 

the  applicant's 

organizations as well as the 

analytic  documentation 

relative to the request for 

certification.

Educational competencies

Management  of  training 

programmes  for  a  total 

number  of  hours 

comprising  5000 

hours/teaching  of 

vocational  training;  1500 

hours/teaching  of 

At least 5 plans, presented 

and  implemented, 

complete  from  the  aspect 

of  training  objectives  and 

relative  economic 

references  as  well  as  3 

planning/final reports on as 
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Professional qualification 

indicators
Entry Requirements Documents

continuous  training,  3000 

hours/teaching  of 

professional  and 

managerial training. 

many  training  programmes 

implemented.

3.2.5 E-tutor: basic profile

His/Her role is that of  facilitator helping the students to access, participate, and 

enjoy the learning experience, by means of personal and group tutoring. In details: 

 supports the students to access online resources ; 

 supports the students in the design of new learning objects;

 helps  students  to  build  their  confidence  and  understanding  of  the 
course, as well as awareness of their improvements related to the pre-
defined course objectives;

 supports  the  students  in  the  participation  in  group  activities  and  as 
members of a  community;

 has a key role  as  intermediary  between the students  and the course 
provider  organization.  He/she  monitors   the  course  scheduling  and 
content delivery by means of feedback tests and informal notes;

 supports the students in the use of the on-line platform;

Professional qualification 

indicators
Entry Requirements Documents

High school - University

University  degree  in  the 

area  of  the  subject 

taught.

(High  School  diploma  is 

acceptable  if  integrated 

with further  specialization 

certificate  that  will  be 

evaluated  by  the 

commission).

Copy  of  the  certificates 

and diplomas. 

Professional experience

Experience  in  education 

for at least 5 years.

Self-certification  of 

previous activities, 

with  an  attachment  of  at 

30/10/09 43



State of the art Report on existing qualifications and competence
 framework for adult trainers in Europe

Professional qualification 

indicators
Entry Requirements Documents

least  5  recommendation 

letters signed by employers 

or principals.

Educational competencies

Competencies  in 

organizing,  designing  and 

monitoring of the teaching 

process. 

Minimum  of  500  hours 

teaching per subject, on a 

period from 3 to 5 years. 

At  least  5   daily  based 

lesson  plans,  complete  of 

learning  objectives, 

contents  list,  exercises, 

teaching  methods, 

supporting  strategies, 

evaluation criteria.

3.2.6 E-tutor: subject matter expert

He/she guides the students towards the  full understanding of the concepts studied, 

giving  his/her  interpretation,  clarifying  them and  supporting  the  teacher  in  the 

delivery  of  the  course  contents  and  in  the  evaluation  of  the  results,  possibly 

integrating the course with new contents when needed.

In details: 

 designs,  organizes,  manages  and  supports  subject-oriented  learning 
activities (e-activities) ;

 uses  specialized  environments  or  the  net  to  build  subject-oriented 
additional contents ;

 together with the teacher develops appropriate assessment strategies, 
hands them to students and works out the results  ;
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Professional qualification 

indicators
Entry Requirements Documents

High school – University

University  degree  in  the 

area  of  the  subject 

taught.

(High  School  diploma  is 

acceptable  if  integrated 

with further  specialization 

certificate  that  will  be 

evaluated  by  the 

commission).

Copy  of  the  certificates 

and diplomas. 

Professional experience

Experience  in  education 

for at least 5 years.

Self  certification  of 

previous activities, 

with  an  attachment  of  at 

least  5  recommendation 

letters signed by employers 

or principals.

Educational competencies

Competencies  in 

organizing,  designing  and 

monitoring of the teaching 

process. 

Minimum  of  500  hours 

teaching per subject, on a 

period from 3 to 5 years.

At  least  5   daily  based 

lesson  plans,  complete  of 

learning  objectives, 

contents  list,  exercises, 

teaching  methods, 

supporting  strategies, 

evaluation criteria.

3.2.7 E-tutor: education manager 

His/her can act as supervisor of the group of tutors or as analyst of the whole course 

process with reference to educational and organizational issues.

As  an  analyst  he/she  collaborates  with  the  project  manager,  the  instructional 

designer and, in some cases, with the authors of the contents.

In details:

 Supervises the group of tutors in the monitoring of the whole course;

 Verifies  the  accessibility  and  usability  of  the  course  contents  and 
suggests improvements to the technical and administrative staff;

 Verifies the accessibility and usability of the online platform suggesting 
improvements to the webmaster and technical staff;
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 Verifies the relevance and coherence of the learning objects in relation 
with the course objectives;

Professional qualification 

indicators
Entry Requirements Documents

High school – University

University  degree  in  the 

area  of  the  subject 

taught.

(High  School  diploma  is 

acceptable  if  integrated 

with further  specialization 

certificate  that  will  be 

evaluated  by  the 

commission).

Copy  of  the  certificates 

and diplomas. 

Professional experience
Experience  in  education 

for at least 5 years.

Self  certification  of 

previous activities, 

with  an  attachment  of  at 

least  5  recommendation 

letters signed by employers 

or principals.

Educational competencies

Competencies  in 

organizing,  designing  and 

monitoring of the teaching 

process. 

Minimum  of  500  hours 

teaching per subject, on a 

period from 3 to 5 years.

At  least  5   daily  based 

lesson  plans,  complete  of 

learning  objectives, 

contents  list,  exercises, 

teaching  methods, 

supporting  strategies, 

evaluation criteria.
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3.2.8 E-tutor: community manager

He/she  fosters  collaboration  among  group  members  who  take  part  in  learning 

experiences in  formal networks (e-learning communities) or who go through a not 

formal  learning  process  thanks  to  the  sharing  of  knowledge  and  practices 

(communities of practice).

In details:

 takes tasks oriented actions in order to support the working process of 
the community, gives suggestions to better the organization of the work 
and the performances;

 promotes  the  creation  of  communities  of  practice  encouraging  the 
relationship among  members of a learning community, after the course 
conclusion.

 conduces successful group discussions online;

Professional qualification 

indicators
Entry Requirements Documents

High school - University

University  degree  in  the 

area  of  the  subject 

taught.

(High  School  diploma  is 

acceptable  if  integrated 

with further  specialization 

certificate  that  will  be 

evaluated  by  the 

commission).

Copy  of  the  certificates 

and diplomas. 

Professional experience

Experience  in  education 

for at least 5 years.

Self  certification  of 

previous activities, 

with  an  attachment  of  at 

least  5  recommendation 

letters signed by employers 

or principals.

Educational competencies

Competencies  in 

organizing,  designing  and 

monitoring of the teaching 

process. 

Minimum  of  500  hours 

teaching per subject, on a 

At  least  5  daily  based 

lesson  plans,  complete  of 

learning  objectives, 

contents  list,  exercises, 

teaching  methods, 

supporting  strategies, 
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Professional qualification 

indicators
Entry Requirements Documents

period from 3 to 5 years. evaluation criteria.

3.2.9 Procedure of certification and regulations of the examination 
commission

1. COMPOSITION AND DURATION

The Certification Commission must have a minimum of at least  3 members, 

from those appointed by the AIF Board; the members of the Commission remain 

in office for a period of two years and may be re-elected.

2. FUNCTIONING

The applications together with the documentation are collected and analysed 

periodically, within three months of being sent to AIF. The certification may be 

acknowledged directly on the basis of the documentation or subject to random 

checks  and  personal  interviews.  The  commission  decides  according  to  the 

absolute majority of its members, drawing up a report in writing.

3. CONTEXT OF CERTIFICATION

Within the general profile, the commission may define a more limited context 

with respect to the requirements (in particular, this is explicitly laid down for 

the thematic areas of specialization of the teaching trainer).

4. DURATION OF CERTIFICATION

The initial  validity  is  of  5  years,  with  the possibility  of  renewal  through  a 

simplified process which updates  the profile  regarding activity  and personal 

updating over a three year period.

5. REGISTER AND DIFFUSION

The National Secretariat of the AIF will keep an updated register of certified 

trainers.  The  certified  trainers  authorize  the  printing  and  diffusion  of  this 

register and the inclusion of their names and relative certified profile in public 

and private data banks.
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6. CONFIRMATION, ADJOURNMENTS AND APPEALS
The  confirmation  of  certification  is  approved  by  the  Board  (which 
reserves  the  faculty  of  veto)  on  the  proposal  of  the  Certification 
Commission.  Approval  with  the  relative  number  of  certification  is 
notified and sent together with the authentic certificate. Adjournment: 
notification will  be given in writing with reasons to applicants  whose 
requests for certification are rejected by the commission and applicants 
will  have a period of 3 months from the notification to complete any 
shortcomings  notified  and  resubmit  the  application,  without  further 
costs. Refusal: in the event of a negative decision by the commission or 
veto by the Board, the applicant may present a written appeal and will 
receive a final answer within 90 days of receipt of the appeal.

7. CERTIFICATION ON MERIT AND RENOWN

For trainers with recognized professional expertise and evident renown in the 

training world, the commission may propose certification in a simplified form 

to the Board, with only the presentation of  the "Application  for Certification" 

and the signature of the code of professional ethics.

8. OWNERSHIP, CONFIDENTIALITY AND FILING OF DOCUMENTS

The  material  presented  by  the  trainer  attached  to  the  application  of 

certification is not returned, although remaining his/her exclusive intellectual 

property. AIF and the members of the commission guarantee the confidentiality 

and filing of the individual dossiers after certification has been issued. Material 

may also be kept in the form of computerized files.

9. CONDITIONS FOR CONTINUATION AND RENEWAL OF CERTIFICATION

The certified trainers guarantee that the professional conditions guaranteeing 

they  meet  the  profile  will  continue  through  continuous  and  systematic 

updating on the process of certification, on the subjects they teach and which 

are listed in the area of specialization and on managerial techniques. Each year 

the commission may request  that  the dossier  is  completed  with  the list  of 

activities  followed  for  personal  updating  (courses,  seminars,  conferences, 

reading, activities in associations). Renewal of certification will  also require 

the documentation of the activities in the capacity of trainers with the relative 

certificates from clients.
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10. LOSS OF CERTIFICATION

The loss of certification may derive from a significant failure to observe the 

professional code of ethics and/or the untruthfulness of the declarations in the 

documentation for application. Any reports to this effect received by AIF will be 

assessed by the Board on the opinion of the commission and after consultation 

with the person concerned, the latter will receive written notification of the 

decision.

3.2.10 Cost of certification

The cost for the certification of the first profile is Euro 155 (not subject to VAT) for 

Members of AIF and Euro 258 (plus VAT 20%) for non-Members. The amount for each 

additional profile is Euro 52 (not subject to VAT) for AIF Members and Euro 78 (plus 

VAT 20%) for non-Members.

3.3 Belgium

This section is giving an overview on the Belgian system as it was in 2008, while at 

the moment is undergoing a period on renovation.

As indicated by Patrick Belpaire in the following abstract of interview conducted by 

AIF.

Patrick Belpaire 

(VOV-Belgium  - President of European Federation for Training and Development-

ETDF)

General remarks on certification systems in Belgium14

The certification of teachers for youngsters and adults in the area of Education is 

regulated by law and the training programmes lead to recognized certifications such 

as  the  SLO  (Specifieke  Leraren  Opleiding  -  Certificate  of  Pedagogic  Aptitude; 

formerly : GPB). 

SLO is  a  very popular  way to enter  the profession and many experts  wanting to 

become trainers later on , have to attend this programme. Started in 2007, it was 

very successful as alternative to academic training.

As  for  the  large  group  of  trainers  in  enterprises  or  working  for  entreprises,  the 

situation is very much complex. Certification of technical trainers, facilitators, etc, 

is NOT systematically Regulated.

14 In Belgium there are two Associations for trainers to operate, EPSILON (French-speaking) and VOV (Flemish). The 
remarks refer mainly to the flamish part of Belgium
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For some domains such as languages training, communication, management etc. , 

trainers or providers are not  registered by a   state certification body. But they may 

have of course a teacher certification. 

In other areas  of business, there are   regulations for the instructors or trainers in 

specific domains such as welding, driving school instructors, security agents,  etc. 

Those trainers very often must pass a technical test (renewable after some years).

On the other hand, some quality system often require formal training of the trainers 

implied, such as ISO, EFQM, etc.

There  is  no  overarching  federation  of  Adult  trainers  such  as  NOLOC  in  Holland 

(www.noloc.nl) for the recognition of careers.

Types of teachers and trainers in vocational education and training

There  are  three  regional  education  systems  (Flemish,  Walloon  and  German). 

However, common for all three systems is that in formal VET, the entry requirements 

and qualifications  for  teachers  are  laid  down by the Ministries  of  Education.  For 

trainers (CVET provision) there are, in general, no requirements and also a lack of 

uniformity.

Differences between teachers and trainers

The main difference between teachers and trainers in Belgium is the workplace. In 

general,  teachers  are  employed in  IVET and trainers  are employed in  CVET.  This 

distinction derives from the Belgian VET system, where IVET is under the regulation 

of the Ministry of Education (formal  system) and CVET is  generally not regulated 

(non-formal system). See 0603 for further details.

Development  of  policies  for  VET  teachers,  VET  trainers  and  other  learning 

facilitators

All formal higher teacher training institutions have been integrated into colleges of 

higher education.  All  types of  teachers'  education have been integrated into one 

system leading to a debate on a unified teacher training system.
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More  funds  were  channelled  into  teachers'  in-service  training.  Further,  a 

"Reappreciation of teachers" campaign has been launched to promote VET teachers 

and the teaching job in general (Wallonia). This has to be seen in the context of the 

Belgian problem of teacher shortages.

Role of VET teachers and trainers in the VET system

The  roles  of  teachers  and  trainers  are  changing.  The  functions  of  teachers  are 

expanding to areas such as guidance, team-working and communication with external 

stakeholders (e.g. enterprises and parents).

As  to  teachers'  ability  to  influence  curriculum,  decentralisation  has  led  to  the 

increased  autonomy  of  schools  (Flanders)  and  thereby  also  to  greater  scope  for 

teachers to influence VET provision.

The role of trainers in the CVET system depends on the organisation or enterprise, as 

there is no national uniform CVET system.

Types of teachers and trainers in IVET

General  subject  teachers,  technical  subject  teachers  and  practical  teachers  are 

found  in  lower  and  upper  secondary  technical  and  vocational  education, 

complementary  vocational  education,  special  secondary  education,  part-time 

education and in one cycle higher education, all in regular education. In non-regular 

education, teachers and entrepreneur trainers are found in block release education 

for apprenticeship and entrepreneurship.

Regarding gender and age there is no specific information for vocational education, 

only general information for secondary and higher education. For all categories there 

are more women, and the age groups between 45 and 54 are the biggest. Regarding 

salaries, they mainly depend on seniority and level of education: teachers in lower 

secondary education earn the lowest salaries, and lecturers earn the highest.

Pre-service training for IVET trainers and other learning facilitators

There are no trainers employed in the regular education system. The entrepreneur-

trainers engaged in in-company coaching of apprentices, can be considered trainers, 

but there is no particular educational structure for these.

Admission requirements
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Trainers are only found in non-regular education as entrepreneur-trainers responsible 

for  in-company  training  of  apprentices.  These  are  screened on their  pedagogical 

skills. However, they can only be accepted if: they are over 25, have at least five 

years work experience, of which two years as an independent entrepreneur.

Training models and process

There  are  no  trainers  employed  in  the  regular  education  system.  Entrepreneur 

trainers engaged in in-company coaching of apprentices can be considered trainers, 

but there is no particular educational structure for these.

Training content and curricula

There are no trainers employed in the regular education system. The entrepreneur-

trainers engaged in in-company coaching of apprentices can be considered trainers, 

but there is no particular educational structure for these.

Assessment and quality monitoring

The entrepreneur-trainers engaged in in-company coaching of apprentices are urged 

to participate in training organised by the responsible vocational committee of the 

Flemish and Walloon institutes for entrepreneurship (VIZO/IFAPME), but there is no 

structured assessment or quality monitoring of them.

In-service,  continuing  training  and  development  for  IVET  trainers  and  other 

learning facilitators

There are no trainers employed in the regular education system. The entrepreneur-

trainers engaged in in-company coaching of apprentices, can be considered trainers. 

There  is  no  particular  educational  structure  for  these,  but  they  are  urged  to 

participate  in  training  organised  by  the  responsible  vocational  committee  of  the 

Flemish  and  Walloon  institutes  for  entrepreneurship  (Vlaams  Institut  Zelfstandig 

Ondernemen/Flemish Institute for Independent Entrepreneurship and  Institut de la 

Formation pour les Indépendants et les Petites et Moyennes Enterprises/Institute for 

the training of Independents and Small and Medium Enterprises).
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Issues of interest

There is a tendency to unify IVET teacher education and training. New theories of 

education are discussed, including portfolio and new ways of collaboration between 

schools and workplaces. This makes a bigger part of the education demand-driven 

and at the same time there is more emphasis on accountability of schools and on 

schools  guiding  and  mentoring  new  teachers.  However,  there  is  a  shortage  of 

teachers.

Types of teachers and trainers in CVET

There is no general overall framework for CVET. The drop-out rates from secondary 

education as well as the employment crisis have forced the authorities to set up new 

training  provisions  outside  the  opportunities  available  in  the  regular  education 

system. There are several types of teachers (regular education) and trainers (non-

regular education) in CVET, differing in type and level of education and place of 

work. Information about age,  gender and salary levels  are provided more or less 

detailed for the seven types of CVET: social advancement education, adult vocational 

education and guidance, training for independent entrepreneurs and for small and 

medium-sized enterprises, training in agriculture, sector initiatives, trainers in the 

profit and non-profit sector and training for disabled people. Teachers teach in social 

advancement  education,  training  independent  entrepreneurs  and  in  small  and 

medium-sized enterprises.

Pre-service training for CVET trainers and other learning facilitators

There are five different types of trainers in adult vocational education and guidance, 

training in agriculture, sector initiatives, the profit and non-profit sector and training 

for disabled people. There is a huge difference between the pre-service training for 

the  different  types  of  trainers  but  in  general  there  are  no  explicit  pedagogical-

didactical  or  educational  requirements  for  CVET  trainers.  However,  in  adult 

vocational training and training for disabled people, trainers are required to hold at 

least a non-university higher education degree.
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Admission requirements

There are few specific entry requirements for becoming a CVET trainer. However, 

trainers  in  the  field  of  training  for  independent  entrepreneurs  and  small  and 

medium-sized enterprises must be over 25 and possess a minimum of five years of 

relevant experience.

Training models and process

In  general  there is  no pre-service training for CVET trainers  and a description of 

training models and process is thus not applicable

Training content and curricula

In  general  there is  no pre-service training for CVET trainers  and a description of 

training  content  and  curricula  is  thus  not  applicable.  However,  in  training  for 

independent  entrepreneurs  and  small  and  medium-sized  enterprises,  voluntary 

preparatory  modules  are  offered  to  people  who want  to  apply  for  a  position  as 

trainer.

Assessment and quality monitoring

In  general  there is  no pre-service training for CVET trainers  and a description of 

assessment and quality monitoring is thus not applicable.

In-service,  continuing  training and development  for  CVET trainers  and other  

learning facilitators

Continuing training for CVET trainers  in adult vocational  training and guidance is 

provided in Flanders by the Flemish Employment and Vocational Training Service - 

VDAB (Vlaamse Dienst voor Arbeidsbemiddeling) and in Wallonia by the Walloon
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3.4 Germany 

Types of teachers and trainers in vocational education and training

Both  teachers  and  trainers  in  IVET  are  subject  to  legal  requirements  for  their 

qualifications. The qualification and training of CVET staff are not regulated.

Type of training Type of Staff

IVET

Dual System of Training • Trainers  (instructors)  or  masters 

within companies (including in big 

companies  the  responsible  VET 

managers); 
• VET  teachers  in  the  vocational 

schools  (two  categories:  1. 

university  trained  teachers  for 

job-related  theory  and  general 

education subjects; 2. Werklehrer 

(master  craftsmen or  technicians 

with  additional  further  training) 

imparting practical skills) 
• Instructors  and  trainers  within 

inter-company VET centres (ÜBS) 

Special VET for disadvantaged leading to 

dual system diplomas

VET  teachers/trainers  within  private 

institutions

Full-time Vocational Schools VET teachers  in  vocational  schools  (see 

above)

Learning facilitators Youth workers in training schemes for the 

disadvantaged, training counsellors in the 

chambers,  vocational  guidance 

counsellors  employed  by  the  Federal 

Employment Agencies etc.

CVET
• VET teachers in vocational schools 

• VET  teachers/trainers  of 

Volkshochschulen (adult education 

centres) 
• VET  teachers/trainers  within 

CVET  institutions  (state 

recognised  or  not)  or  freelance 
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Type of training Type of Staff

individuals 
• Company  employees  concerned 

with CVET 

In Germany are several bodies responsible for the Regulation of teacher and trainer 

training  arrangements.  The  Teachers  for  classes  in  schools  need  the  Exam. 

Examinations are the responsibility of state examination offices or Land examination 

commissions.  The  courses  in  IVET are  based  on  curricula  defined  by  the  Länder 

authorities.

The requirements  for  in-company  trainers  in  initial  training  are  governed by  the 

Vocational Education and Training Act (Sections 28-30  BBiG) and the Ordinance on 

Trainer Aptitude (AEVO); there are no explicitly formulated training provisions for 

staff working in continuing vocational training. To assure the quality of in-company 

training, the Chambers of Industry and Commerce are responsible for monitoring the 

Regulation on Trainer Aptitude and the occupation’s relevant training regulation. Pre-

service training for trainers is governed by Federal law.

The  Ausbilder-Eignungsverordung  (Ordinance  on  Trainer  Aptitude,  AEVO)  was 

suspended in 2003 (see Pre-service (Initial) training for IVET Trainers and see 6.2). 

BIBB  has  evaluated  this  suspension.  The  results  of  this  evaluation  revealed  that 

although a certain growth in training places  had been achieved,  negative effects 

could  also  be  discerned  in  respect  of  quality  and  particularly  in  respect  of  the 

success of training. The Federal Government has reintroduced the duty to provide 

evidence of trainer aptitude pursuant to the AEVO with effect from the training year 

2009/10 (BIBB 2008d). The Ordinance is currently still undergoing revision. 

Differences between teachers and trainers

There are  significant  differences  between teachers  and  trainers  regarding  formal 

qualifications,  legislation,  type  of  work  contract,  salary,  etc.  However,  a  basic 

distinction can be made:

 teachers are subjects of a non-profit "educational world" with a lifelong 
job guarantee and with salaries not based on achievement; 

 trainers  are  subjects  of  the  "industrial  world"  governed  by  economic 
considerations and profit-making objectives and vulnerable to economic 
developments and dismissal.

Development  of  policies  for  VET  teachers,  VET  trainers  and  other  learning 

facilitators

30/10/09 57



State of the art Report on existing qualifications and competence
 framework for adult trainers in Europe

Basic principles for VET teacher training have been agreed across the German Länder. 

Teacher training is to take place in the framework of higher education and is divided 

into  three phases:  initial  university  training;  linking work and training (in-service 

training); and continuing in-service training.

Regarding trainers, the trainer aptitude regulations (in which the requirements for 

training qualifications have been laid down) have been suspended for five years to 

stimulate training provision in industry (due to a lack of traineeships in the dual 

training system).

Role of VET teachers and trainers in the VET system

VET teachers in both the dual training system and the full-time VET system work in a 

framework curriculum and are able to develop the curriculum in this framework.

Regarding  trainers,  a  qualification  framework  has  been  set  up  (trainer  aptitude 

regulations)  and  trainers  are  registered  with  the  responsible  body.  In-company 

training  takes  place  in  the framework  of  production  and  thereby the production 

processes define the training processes, but not the pedagogical  approach of the 

trainer.

Types of teachers and trainers in IVET

There  are  two  types  of  VET  teachers:  vocational  subjects  or  vocational  school 

teachers (in industrial or commercial vocational schools or other specialisations) and 

teachers imparting practical/manual skills. There are slightly more female teachers 

and more male trainers. Regarding salaries, most teachers are civil servants and their 

salary depends on grade, seniority and marital status.

Pre-service training for IVET trainers and other learning facilitators

Pre-service training for trainers is provided in the framework of CVET, individuals who 

want to become a trainer have to provide evidence of preceding work experience 

and vocational training.

For  in-company  instructors,  the  training  tasks  are  part  of  the  master  craftsman 

qualifications.

Learning  facilitators  include:  youth  workers  in  training  schemes  for  the 

disadvantaged  (social  pedagogue  diploma),  training  counsellors  (no  specific  pre-
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service  training)  and  career  guidance  counsellors  (for  instance:  three-year  first 

degree study course).

Admission requirements

For  on-the-job  instructors  the  law  distinguishes  between  personal  skills  (being 

without a criminal record), professional skills (appropriate age, examinations passed, 

work experience) and pedagogical skills (passed trainer examination).

Training models and process

Courses  for  industrial  trainers  (on-the-job  instructors)  are  based  on  a  general 

skeleton  curriculum for  "training  of  trainers"  and  model  examination  regulations, 

adopted by the Standing Committee of the Federal Institute for Vocational Training. 

The courses are usually provided alongside full employment with a total duration of 

120 hours. They are also available as e-learning courses.

Courses for youth workers: universities for applied sciences offer advanced technical 

courses including periods of practical training.

Courses for guidance counsellors: half year basic studies, two and a half years of 

studies, e.g. in psychology, educational sciences and sociology.

Training content and curricula

The skeleton curriculum in courses for on-the-job instructors cover: general basic 

aspects, planning of training, participation in recruitment of trainees, training at the 

workplace, fostering learning processes, training in groups, completion of training.

Assessment and quality monitoring

The final examination of trainers, which consists of written, oral and practical parts 

also functions as a quality monitoring mechanism. The responsible bodies for the 

examination are the chambers of trade, craft and agriculture.

In-service,  continuing  training  and  development  for  IVET  trainers  and  other 

learning facilitators
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There are no obligations for IVET trainers for continuing training. In particular, small 

companies do not participate in in-service training. Big companies provide their own 

training,  small  and  medium-sized  companies  participate  in  training  organised  by 

chambers, professional or branch organisations and training institutions.

Issues of interest

VET  teachers  are  normally  academically  educated,  lacking  connections  between 

theoretical  education  and  vocational  subject  area  education  (theory  -  practice). 

There is a shortage of teachers and this problem is growing due to the ageing teacher 

workforce.

Types of teachers and trainers in CVET

There  is  a  wide  variety  of  types  of  teachers  and  trainers  in  CVET.  Their  formal 

educational  qualifications  range  from  none  to  a  university  diploma.  No  common 

standard exists of what constitutes a CVET teacher/trainer. In general, CVET teachers 

work in private or public VET schools or higher educational institutions. Other types 

of  occupation  in  CVET  consist  mainly  of  subject  specialists  with  varied  specific 

educational qualification working freelance, full-time or part-time in chambers of 

industry and commerce, trade unions,  commercial  CVET institutions,  institutes  of 

distance education, residential adult education and training organisations in various 

branches.  Due to different  contractual  situations  among  CVET staff,  no  statistics 

exist on salary levels.

Pre-service training for CVET trainers and other learning facilitators

The terms teacher and trainer are not used in any type of continuing education.

Admission requirements

The terms teacher and trainer are not used in any type of continuing education. 

Therefore it is not possible to provide separate information on CVET teachers and 

trainers.

Training models and process

60 30/10/09



State of the art Report on existing qualifications and competence
 framework for adult trainers in Europe

The terms teacher and trainer are not used in any type of continuing education. 

Therefore it is not possible to provide separate information on CVET teachers and 

trainers.

Training content and curricula

The terms teacher and trainer are not used in any type of continuing education, 

therefore it is not possible to provide separate information on CVET teachers and 

trainers.

Assessment and quality monitoring

The terms teacher and trainer are not used in any type of continuing education, 

therefore it is not possible to provide separate information on CVET teachers and 

trainers.

In-service,  continuing  training  and  development  for  CVET  trainers  and  other 

learning facilitators

The terms teacher and trainer are not used in any type of continuing education. 

Therefore it is not possible to provide separate information on CVET teachers and 

trainers.

Issues of interest

One important CVET issue is the need for professionalisation of the educational staff. 

There is a lack of basic training in adult education and a need for in-service training 

programmes to update the skills of staff. A quality assurance system should be put in 

place to  ensure  quality  of  training.  Further,  the CVET staff  should  be trained in 

organisational matters, e.g. public relations, organisational development and other 

aspects not directly related to educational activities.
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3.5 The Netherlands

Types of teachers and trainers in vocational education and training

VET teachers who have graduated from any training programme are registered in 

CROHO (Central register for higher education training programmes). IVET teachers 

work in state vocational schools or regional training centres whereas CVET teachers 

can work either in state financed educational institutions or in private institutions. 

CVET trainers operate exclusively in private commercial and industrial companies.

Differences between teachers and trainers

Analysing the main differences between VET teachers and VET trainers and other 

learning  facilitators  in  terms  of  entry  requirements  into  their  professions, 

professional experience and background, qualifications, etc. it is difficult to provide 

about Netherlands  a clear division between the notion of teachers and trainers and 

to differentiate between IVET and CVET teachers/trainers in the education system.

The term trainer is not clearly defined as it is used in very different contexts and 

thus  based  on  different  concepts.  New occupational  functions  for  teaching  staff 

introduced in 2003 add to the complexity of the issue. However, in general  IVET 

teachers are involved with the education of young people in the school system and 

CVET teachers with the education of adolescents and adults (people over 18) also 

outside the school setting. Trainers are more related to specific themes in continuing 

development or postgraduate courses or employed in a company helping people to 

master and apply specific skills and respective knowledge.

Development of policies for VET teachers, VET trainers and other learning facilitators

Teacher training has been reorganised several times in the last decades in line with 

changes in educational policies. For VET teachers, the standards required for entry to 

the profession have changed totally. Before the middle of the 1990s experience in a 

subject-specific area was sufficient but from then on pedagogical qualifications are 

explicitly required by law and if employees do not acquire or hold this qualification 

their contracts will be discontinued.A general problem is that it is becoming difficult 

to attract and retain VET teachers. If this development is not reversed, there will be 

a shortage of VET teachers in the future. 
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Role of VET teachers and trainers in the VET system

The  key  skills  of  VET  teachers  (teaching  their  subject,  ensuring  progression  in 

learning, participating in assessments and evaluations and supporting their learners) 

and the importance of bridging vocational and teaching skills are being emphasised: 

the VET system is decentralised and VET schools have a relatively high degree of 

autonomy.  In  general,  teachers  influence  the local  curriculum and have  to  plan, 

organise and carry out the learning process and learning activities in the classroom.

Types of teachers and trainers in IVET

IVET and CVET teachers receive similar training at bachelor level at a university of 

professional  education.  They  are  then  entitled  to  work  in  preparatory  senior 

secondary  vocational  education,  at  secondary  schools  for  regular  and  special 

education and in senior secondary vocational education at regional training centres 

and in agriculture training centres.

In the Netherlands it is difficult to differentiate between teachers and trainers. The 

term trainer is not clearly defined as it is used in different contexts and thus is based 

on  different  concepts.  New  occupational  functions  for  teaching  staff  (assistant, 

instructor and tutor) introduced in 2003 add to the complexity of the issue. Some 

trainers  work in  private  enterprises  responsible  for guiding and advising  students 

during their workplace learning.

Teachers'  salaries  are  dependent  on  place  and  function  of  work.  A new  system 

introduced new occupational functions (assistant, instructor, tutor) at lower levels as 

teachers to reduce salaries. There are no central negotiations on salaries.

The number of teachers is slowly rising and 42% of teachers are women. About 45% of 

teachers were over 50 in 2001.

Pre-service training for IVET trainers and other learning facilitators

It is difficult to differentiate between teachers and trainers. The term trainer is not 

clearly defined as  it  is  used in  different contexts  and thus is  based on different 

concepts.  New occupational  functions  for  teaching staff  (assistant,  instructor  and 

tutor) introduced in 2003 add to the complexity of the issue.

Some  trainers  work  in  private  enterprises  responsible  for  guiding  and  advising 

students during their workplace learning. To be accredited as a company providing 

workplace learning, the trainers need to have didactical skills and to know how to 

assess.  Centres  of  expertise  on vocational  education,  training  and  labour  market 

provide courses on a regular basis to train these trainers.

30/10/09 63



State of the art Report on existing qualifications and competence
 framework for adult trainers in Europe

Admission requirements

A diploma  is  in  principle  enough  to  be  admitted  to  a  trainer  training  course. 

Sometimes,  however,  candidates  are  invited  for  an  interview  beforehand.  These 

assessment procedures take place if a person already has work experience. A report 

is  written  with  strengths  and  weaknesses.  People  over  21  undergo  an  admission 

interview if they do not fulfil all admission requirements. They can be admitted upon 

recognition of their experience.

Training models and process

As the term trainer is not clearly defined in the Netherlands, general training models 

and processes for teachers also apply for trainers in school-based IVET.

The four-year full-time course is structured with one introductory year, two years of 

main stage and one year as a trainee teacher in a school. Students choose one main 

subject,  but  are  also  taught  didactics.  In  the  beginning  of  the 1990s  a  modular 

system was introduced (6 or 10 weeks). During the whole study students spend two 

days a week for half of the year as trainees in a school.

For  some sectors  specific  types of  courses  or  a  minimum level  of  training to  be 

attained are required.

Training content and curricula

As the term trainer is not clearly defined, in general, training models and processes 

for teachers also apply for trainers in school-based IVET.

There is  a  continuous change of  training content and  curriculum. But curriculum 

usually contains three main streams: (1) knowledge-based stream, subject area; (2) 

subject area specific methodology, to apply the subject knowledge in educational 

settings, (3) building professional competence, practise teaching on site.

The focus has shifted from subject knowledge towards application of theory.

Assessment and quality monitoring

As the term trainer is not clearly defined, in general, training models and processes 

for  teachers  also  apply  to  trainers  in  school-based  IVET.  Assessment  of  trainee 

trainers is based on the competence-based approach. Students/trainee teachers have 

portfolios which enable them to demonstrate that they are competent.
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The assessment scheme comprises the following competences/areas: interpersonal, 

pedagogical,  subject  knowledge and methodological,  organisational,  collaboration, 

reflection  and  development.  For  each  of  the  areas,  both  teachers  and  trainee 

teachers are assessed against a list of criteria. If trainee teachers are not successful 

in a specific partial competence they are advised to make this a learning target.

In-service,  continuing  training  and  development  for  IVET  trainers  and  other 

learning facilitators

In the past a diploma was valid lifelong. The Law on professions in education of 2004 

obliges every teacher to participate in continuing training

Issues of interest

Social economic issues: the status of teachers has decreased. It is difficult to attract 

young people to the teaching profession, therefore based on the age of VET teachers, 

in a few years there will be a lack of teachers. Further, VET schools have merged into 

big  educational  establishments  with  rising  overhead  costs  where  teachers  have 

different functions and are paid less.

Interests of youngsters: in general youngsters lack interest in technology/engineering 

programmes.

Challenges for teachers: schools have to develop new pedagogical views and teaching 

methods,  introducing  guiding  and  coaching  models.  Keywords  are:  real  life, 

competences and independence. VET teachers are consulted regarding assessment 

processes and have to contribute to reports for the national inspectorate. Teachers 

and trainers should be involved in the accreditation of teacher training programmes.

Types of teachers and trainers in CVET

Many CVET teachers get similar training to IVET teachers. These CVET teachers have 

the right to teach in upper secondary vocational education. Their training takes place 

in universities of  professional  education and/or general  university.  If  they do not 

possess  a  teacher  degree  they  have  to  attend  a  one  year  course  in 

pedagogy/didactics.  It  is  difficult  to  provide  a  clear  definition  of  CVET trainers. 

Usually the term is used for in-company trainers. Generally, they possess a university 

degree and are encouraged to attend a course in pedagogy/didactics.
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Pre-service training for CVET teachers

There are two main routes of teacher training for VET teachers: the route of Hoger 

Beroeps  Onderwijs  HBO  (universities  of  professional  education)  or  the  university 

route. In terms of pedagogical  teacher qualification, CVET teachers may gain the 

compulsory level in two main ways: standard way by attending a HBO offering a four-

year full-time course in a specialised subject or by a one-year (60 ECTS - European 

credit transfer system points) pedagogical/didactical course after a four-year full-

time academic study at university.

There are other alternative routes of teacher training, such as to have candidates' 

competences assessed and have a personal route offered of 3 to maximum 24 months 

to gain a regular degree at a teacher training college or to attend a part-time course 

at  a private institute providing the same technical  qualifications as the standard 

course.

Admission requirements

CVET teachers receive their training at tertiary level: HBO (Hoger Beroeps Onderwijs 

- universities of professional education) or university. A simple diploma is in principle 

sufficient  to  be  admitted.  However,  admission  to  a  specific  tertiary  education 

programme  always  depends  on  the  profile  of  upper  secondary  education  of  the 

teacher and thus the actual qualification vis-a-vis the teacher training programme.

Training models and process

There  are  two  types  of  teacher  training:  At  HBO  (universities  of  professional 

education) level - a four-year full-time bachelor training programme corresponding 

exactly to the programme attended by IVET teachers.

At university level - a three-year bachelor programme followed by a one-year master 

programme depending on the type of studies.

Training content and curricula

Generally,  IVET  and  CVET  teachers  are  trained  in  the  same  way  in  relation  to 

programmes  leading  to  a  bachelor's  level  qualification.  In  addition,  teachers  can 

attend  a  part-time  study  of  three  years  leading  to  a  master's  degree  at  HBO 

(universities  of  professional  education).  These  programmes  consist  of  a  subject-

oriented part, an internship and general professional training.
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Assessment and quality monitoring

Those training to become CVET teachers are generally assessed in the same way as 

those going into IVET. For each part of the programme, trainee teachers receive a 

certificate  confirming  successful  completion  usually  based  on  a  written  exam. 

Teaching practice is assessed by portfolios enabling trainee teachers to demonstrate 

that they have obtained the needed skills. Teacher trainers observe the teaching and 

provide feedback. At the end of the programme, trainee teachers write a master 

dissertation.

In-service, continuing training and development for CVET teachers

Like  IVET  teachers,  CVET  teachers  are  obliged  by  law  to  develop  themselves 

continuously.  Sometimes  teachers  receive  support  from  the  educational 

establishment in which they are employed, but some also have to cover the costs for 

their  continuing  training  themselves.  Some  important  themes  of  training  are: 

competence-based  learning,  learning  strategies,  organisational  theories, 

effectiveness  of  methods,  e-learning/distance  learning,  guiding/coaching  students 

and portfolio approach.

Pre-service training for CVET trainers and other learning facilitators

There is no organised pre-service training for CVET trainers. The term trainer is not 

clearly defined as it is used in different contexts, based on different concepts.

Admission requirements

There is no organised pre-service training for CVET trainers. The term trainer is not 

clearly defined as it is used in different contexts, based on different concepts.

However,  different  trainer  training  courses  do  exist.  For  these  a  diploma  is  in 

principle enough to be admitted. Sometimes however candidates are invited for an 

interview before. These assessment procedures take place if a person already has 

work experience. A report is written with strengths and weaknesses. People over 21 

undergo an admission interview if they do not fulfil all admission requirements. They 

can be admitted upon recognition of their experience.

30/10/09 67



State of the art Report on existing qualifications and competence
 framework for adult trainers in Europe

Training models and process

There is no organised pre-service training for CVET trainers. The term trainer is not 

clearly defined as it is used in different contexts, based on different concepts.

Training content and curricula

There is no organised pre-service training for CVET trainers. The term trainer is not 

clearly defined as it is used in different contexts, based on different concepts.

Assessment and quality monitoring

There is no organised pre-service training for CVET trainers. The term trainer is not 

clearly defined as it is used in different contexts, based on different concepts.

In-service,  continuing  training  and  development  for  CVET  trainers  and  other 

learning facilitators

Like  in  IVET,  teachers  and  trainers  in  CVET  are  obliged  to  develop  themselves 

continuously. As there is clear-cut division between CVET teachers and trainers, in-

service  opportunities  apply  for  both.  Some  important  themes  of  training  are: 

competence-based  learning,  learning  strategies,  organisational  theories, 

effectiveness  of  methods,  e-learning/distance  learning,  guiding/coaching  students 

and portfolio approach.

Issues of interest

Some  issues  are  discussed  intensively:  (1)  accreditation  of  training  programmes, 

which is  time consuming and costly.  The question is  whether investments  in  this 

exercise really ensure quality; (2) independent learning and the amount of contact 

hours is questioned by many CVET teachers and trainers. Direct contact hours have 

been restricted to 16 a week but teachers and trainers generally do not find this 

amount sufficient; (3) competence-based learning has been introduced but teachers 

and trainers have not been properly prepared; (4) the age of teachers and trainers is 

a concern for the near future. In a few years many will retire and experience and 

expertise will be lost.
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3.6 UK and Ireland

As  a  general  remark,  few  European  countries  have  a  strong  and  consolidated 

“certification culture” regarding the training profession. 

A clear but significant exception is represented by Great Britain, and particularly, 

England and Ireland, where for a long time it has been operating the CIPD-Chartered 

Institute for Personnel Development. CIPD U.K. is a Royal Charter, also recognised by 

the government. With its 135.000 individual members it represents a very influential 

professional  body for  all  those  involved  in  the  management  and  development  of 

people.

The CIPD’s Professional Standards and Certification Programs cover both generalist 

and specialist functions of people management and development. They define what a 

professional  should  be able  to do,  or  should be able to understand,  explain  and 

critically evaluate if he or she is to operate at a support level, at a practitioner level, 

or at the level of an advanced practitioner. 

The vision for the Professional Standards is to ensure that all CIPD members are
effective and possess a mixture of the following ten competencies:

 Personal drive and effectiveness

 People management and leadership

 Business under standing

 Professional and ethical behaviour

 Added-value result achievement

 Continuing learning

 Analytical and intuitive/creative thinking

 ‘Customer’ focus

 Strategic thinking

 Communication, persuasion and interpersonal skills
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Common elements for all CIPD certificate qualifications

All  CIPD  certificate-level  qualifications  cover  certain  knowledge,  skills  and 

competencies. For educational centres, these may be taught and assessed separately, 

or  integrated  into  the  teaching  and  assessment  arrangements  for  the  particular 

programme.  Centres  must  be  able  to  indicate  where  these  are  covered  in  their 

programme  design.  Guidelines  on  the  assessment  schedule  for  certificate-level 

programmes are set out in the Quality Management Handbook.

Communication

Candidates must demonstrate that they are able to: 

 write a report 

 obtain information by interview 

 give and receive feedback on behaviour and performance 

 build relationships with others. 

They  must  also  demonstrate  interpersonal  skills  such  as  listening,  conveying 

information, responding to questions etc.

Self-management (improving own learning and performance) 

Candidates must demonstrate that they are able to: 

 set personal objectives 

 appraise their own performance 

 reflect  on  their  own  practices  for  the  purposes  of  learning  and 
improvement 

 maintain a personal development plan. 

Understanding the work context 

Candidates must demonstrate that they are able to: 

 plan and administer resources 

 contribute  to the  interpretation  of  personnel  information.  They must 
also demonstrate that they understand and can explain: 
• the corporate environment 

• factors  affecting  individual  performance  (eg  systems,  relationships, 

performance criteria, motivation and reward) 
• the performance management process and its rationale 

• employment relationships 
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• roles in relation to personnel and development (ie training, personnel and 

line management) 
• the concept of contribution to organisational success. 

Relevant legislation 

Candidates  must  demonstrate  a  broad  understanding of,  and  be able  to  explain, 

relevant legislation. 

The common certificate elements are integrated into the indicative content. It has 

been customised to reflect the role of a personnel practitioner.

Assessment  philosophy  for  the  certificate-level  programmes  (for  educational 

centres)

CIPD’ has  Professional  Standards which are  an articulation of  the knowledge and 

competence  required  to  undertake  a  professional  personnel  or  training  and 

development  role.  The ‘business  partner’ role  represents  a  model  to which CIPD 

professionals should aspire.

There are four alternative routes for  those entering the HR profession at the support 

level. The certificate-level programmes reflect the range of job roles for support 

staff: 

 Certificate in Personnel Practice 

 Certificate in Training Practice 

 Certificate in Recruitment and Selection 

 Certificate in Employment Relations, Law and Practice. 

These educational programmes, based on the CIPD’s Professional Standards, provide 

the route whereby the majority of new members of the Institute at support level gain 

their certificate qualifications. The certificate  programmes aim to produce people 

who meet in full the Standards defined by the Institute, both: 

 the operational indicators, which state clearly what practitioners must 
be able to do, and 

 the knowledge indicators, which state what practitioners must be able to 
understand and explain. 

Personnel and development is an open-access profession, and the certificate-level 

programmes represent a valuable mechanism, enabling entrance into the profession 
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to meet the standards required in business and commerce for those who wish to 

operate in the management and development of people.

The philosophy of assessment of the certificate programmes is  to assess whether 

candidates have demonstrated that they have met the Standards specified by the 

Institute.

In order to ensure that consistency of assessment is maintained across all centres, 

the following three principles are central: 

 There must be some external assessment in any programme leading to 
the CIPD certificate Standards – the external assessment of the project 
proposal. 

 The assessment must stretch across  the range of  the certificate-level 
Standards. 

 While  the  programme  is  a  development  programme  which  enables 
considerable personal growth, no centre should compromise the validity 
of  the  assessment  by  providing  inappropriate  guidance  or  other 
advantage to individual  candidates  to enable  them to meet  the CIPD 
Standards. 

The certificate-level programmes are set and assessed at a technical level – level 3 in 

the  National  Qualifications  Framework  –  and  the  criteria  that  all  candidates  are 

expected to meet are: 

 understanding  and knowledge  as  defined  within  the  Standards  in  the 
specific area defined 

 an understanding of the techniques of the profession 

 an ability to critically evaluate both their own organisation and details 
reported in other organisations. 

Assessment for certificate programmes includes the following: 

 All candidates must complete a minimum of four work-based or work-
related assignments. Two of them should be written and two skills-based. 
The written assignments should be between 1,500 and 2,000 words. 

 All candidates must complete a work-based or work-related project that 
is written up using a management report style of 3,000 to 3,500 words. 
They should prepare a project proposal, including the terms of reference 
and an action plan. These proposals  will  be assessed by the external 
moderators based on set assessment criteria. 
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 All candidates must maintain a CPD/learning log and development plan. 

 All candidates must compile a portfolio to include all assessments and 
feedback and any other relevant material. 

The annex 1 - illustrate the Certificate in Training Practice which is the certificate 

provided by CIPD more relevant for our analysis. The Certificate in Training Practice 

(CTP) is a foundation-level Standard, at an equivalent level to NVQ/SVQ Level 3 in 

Learning and Development.

The Certificate in Training Practice is a stand-alone qualification, valid in its own 

right.

The annex 2 -  illustrate the Certificate in Coaching and Mentoring. The Certificate in 

Coaching and Mentoring is a foundation-level programme, level 3.

In  Ireland,  alongside  CIPD  Ireland,  it  is  very  active  another  institution,  the  Irish 

Institute of Training and Development (IITD) who also promotes different Certificate 

Programs in the Training field. 

Hereafter, we provide two documents that give details on the Certificate Programs 

designed   for  the   training  professionals,  together  with  a  general  document  on 

National Qualification System. 

The Annex 3 - Ireland-Natl Qual.   Syst.pdf   provides an overview of the main features 

of the National Framework of Qualifications. A full description can be found in the 

technical  papers  published  in  October2003,  ‘Determinations  for  a  National 

Framework of Qualifications’, and ‘Policies and Criteria for the Establishment of a 

National Framework of Qualifications’.

The  key  terms  and  definitions  are  used  within  the  Framework  within  specific 

meanings, or are newly-developed for the Framework. They are:

 Learning outcomes

 Levels

 Award-types

 Award-type descriptors

 Named awards

The  National  Framework  of  Qualifications  has  a  simple  basic  ‘architecture’, 

comprising  three  central  elements  –  levels,  award-types  and  named  awards. 

Essentially, it is astructure of ten levels. Each level is defined by a set of learning 

outcomes that are expected of a learner who isto receive an award at that level. 

Learning outcomes arepackages of knowledge, skill and competence.

At each level in the Framework there are one or more award-types. The award-type 

concept is central to the Framework, as it is the mechanism through which individual 
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or ‘named’ awards are included. An award-typeis a class of named award that shares 

common features and levels. Award-types are independent of fields of learning. For 

example,  an  ‘Honours  Bachelor  Degree’  is  an  award-type,  whereas  an  ‘Honours 

Bachelor Degree in Business Management’ is a named award.Each award-type has its 

own award-type descriptor.  The descriptor  sets  out  the key features,  profile and 

overall standards of the award-type. On this basis, a range of named awards can be 

developed for each award-type. It is the responsibility of the National Qualifications 

Authority of Ireland to define levels and develop award-type descriptors.

The ten levels in the Framework encompass the widest possible spread of learning.

Annex 4 - Ireland Trainer Skills Certificates.doc

Further relevant information on other European countries related to this topic could 

be searched, among other sources,  through the websites  of the Members Association 

of the ETDF (European Training and Development Federation – www-etdf-fefd.eu):

 Epsilon   (Belgium,  French  speaking)  -  Association  des  Professionnels 
Francophones de la Formation (www.epsilon.be)

 AIF     (Italy) - Associazione Italiana Formatori   (www.aifonline.it)

 AEDIPE   (Spain)  -  Associación  Española  de  Dirección  y  Desarrollo  de   
Personas (www.aedipe.es)

 APG   (Portugal)  -  Associação  Portuguesa  dos  Gestores  e  Tecnicos  dos   
Recursos Humanos (www.apg.pt)

 CIPD  (U.K.)   -  Chartered  Institute  for  Personnel  Development   
(www.cipd.co.uk)

 CIPD  (Ireland)   -  Chartred  Institute  for  Personnel  Development   
(www.cipd.co.uk/branch/ireland)

 DVWO   (Germany) - Dachverband der Weiterbildungsorganisationen e.V.   
(www.dvwo.de)

 GARF   (France) - Groupement des Acteurs et Responsables de Formation   
en Entreprise  (www.garf.asso.fr)

 IITD   (Ireland) - Irish Institute of Training & Development   (www.iitd.ie)

 NVO2    (Holland)  -Nederlandse  Vereniging  van  HRD-Professionals  in   
Ontwikkelen en Opleiden (www.nvo2.nl)

 SVBA    (Swiss,  Germany  speaking)   Schweizerischer  Verband  für   
Betriebsausbildung -   FSFE   (Swiss, French speaking), Fédération Suisse de   
Formation en Enterprise -        FSFA   (Swiss, Italian speaking) Federazione   
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Svizzera  di  Formazione  Aziendale  
www.betriebsausbildung.ch/

 VOV   (Belgium, flamish speaking) www.vov.be

See also the “Infography Section” for links to other European networks in the field  

of Training and Development.
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4. Process  and  competences  in  the  training  of 
adults: the ALPINE study re-visited

By AIF 

Starting from the 4 the most consolidated AIF certified Professional Profiles (plus one 

of the new AIF e-tutor profile, namely the “Community Manager Profile”),  Table 4.1 

relies   the 9 central processes identified by ALPINE to these AIF Profiles 

Moreover, Tables from 4.2 to 4.6 tries to match ALPINE main Processes and Tasks with 

the core (and additional) competencies required by each AIF profile.

This  matching activity and overview is intended  to give sound indications for  the 

more specific and detailed analysis of macro and micro competencies as it will be 

applied to the 2 “pilot” Profiles selected by the Project partners for the subsequent 

phases of the Project itself.

Before the presentation of Table 4.1. hereafter  we put  some preliminary remarks, 

with particular reference to the conception of the AIF Professional Profiles that we 

have  taken  into  account  at  the  light  of  the  Processes  identified  by  the  ALPINE 

Research. 

TEACHER TRAINER 

AIF  Profile  makes  reference   mainly  to   the  “traditional”  classroom  teacher. 

“Delivery”  process  -teaching  of  general  and/or  technical  and  practical  subjects 

(Alpine research -task 1 and 2), together with “routine” development of material 

and/or  methods  for  educational  activities  (task  7)  and  their  evaluation  (strictly 

intended from a mere didactical perspective)- are therefore considered his/her  core 

tasks/competence areas. 

TRAINING PLANNER 

He/she is an indipendent/free lance trainer (external to the organization).
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PROJECT MANAGER 

He/she  operates  as  “internal”  Project  Manager  within  an  organization  (not  as  a 

independent/free-lance as for the Training Planner) 

We assume that internal P.M. is normally not accountable for marketing as well for 

administrative tasks (other specific company organizational roles or functions should 

be). 
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Table 4.1 Matching AIF Professional Profiles/ALPINE Processes

       PROCES

SES

PROFILES

Diagnosis Design Delivery Eval&Monit Mktg
Quality 

&Research

Coord/

Mgmt
Admin

Support/

Personal

Teaching 

(Classroom) 

Trainer
N/A Relevant Core N/A N/A Relevant N/A N/A Relevant15

Training 

Planner
Core Core N/A N/A Relevant Relevant Relevant N/A Relevant

Project 

Manager
Core Core N/A Core N/A Relevant Core N/A Relevant

Training 

Centre/Dept. 

Manager

Core Relevant N/A Relevant Core Core Core N/A16 N/A

E-Tutor 

“Community 

Manager”

Relevant Relevant 
17

Relevant Relevant 
18

Core

15 Support/Personal processes/task does not include purely administrative/technical roles/tasks but mainly organizational activities that “directly affect the quality of adult learning” 
(see ALPINE Document). In this perspective,  we consider activities like preparing classroom equipment and layout or answering telephone or on line enquiries from learners  as 
relevant  process.  also  for  Teaching  Trainer  (T.T)  with  reference to the specific  variables  of  training  initiative  (e.g.  number  and  typology  of  participants  involved,  selected 
methodologies, customization of training path, the “status” of the teacher (internal/external to the company, full time or part time, etc.), the presence or not of other staff roles, 
etc.).

16 We assume that Training Centre Manager should not have  direct responsibility and competency for administrative (as well as for delivery or support processes and tasks). Of course, 
as manager of the organizational structure, he takes overall responsibility for the success of the whole projects, in all their process components.

17 With reference to delivery of “task-oriented actions” for working and learning processes of on-linecommunities of learners (for formal as well as informal learning processes)
18 See above note 14.
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Preliminary remarks for Tables from 4.2. to 4.6 

We consider “Core Competencies” at a  “macro” competency level. Detailed analysis of micro-competencies for each task/activities 

should be completed for the “pilot profiles” selected (see above).

We here  refer to the tassonomy of competencies proposed by Massimo Bruscaglioni (“La gestione dei processi nella formazione degli 

adulti, Franco Angeli, 2002 rev.ed. pages 36 e ss.).  The author classifies competencies in:

 “Content Comp.” (on the didactic subjects)

 “Field Comp.” (on the specific organizational context of the participants to the training activities)

 “Process/Methodological Comp.” (competence on the dynamics, processes and other factors which have influence on 
the learning of adult people)
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Table 4.2 Teacher (classroom) trainer profile (full time19)  

CORE 

PROCESSES
MAIN TASK

CORE 

COMPETENCIES

RELEVANT 

PROCESSES
ADDITIONAL TASK

PROF/SECTOR 

COMPETENCIES
Notes

Delivery Teaching  general 
and/or 
technical/practical 
subjects;
Material and Methods 
development  (and 
evaluation  in  terms 
of  didactic 
effectiveness-  see 
note 1)

Updated  knowledge 
and  expertise  on  the 
subject  matters 
(general  and 
technical/specialistic), 
also  in  terms  of 
didactical  planning, 
delivery, 
implementation, 
evaluation (didactical);
Knowledge  of 
principles  of 
organizational 
management,  as 
referred to the specific 
organizational  training 
context;Knowledge and 
awareness  of  the 
systemic  variables  of 
training process, group 
and  interpersonal 
dynamics   in  different 
training  setting  and 
contexts;Ability  to  re-
elaborate  and 
integrate  different 
methods,  techniques, 
aids, within and out of

traditional  classrooms, 

19 As we said above, theAIF profile refers  mainly to a full time teacher trainer (independent as well as “internal”).  On the other side we emphatize the need to adequate the overall 
training competencies of so-called “part-time trainers” to those of the full time ones, in order to cope with the challenge envisaged by the ALPINE research (see above) when it  
speaks of  “experts with no educational background and lacking experience with adult learners”. Also we stress the importance of the Support/Personalize process for  as a more and 
more relevant process also for T.T. (see above).
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CORE 

PROCESSES
MAIN TASK

CORE 

COMPETENCIES

RELEVANT 

PROCESSES
ADDITIONAL TASK

PROF/SECTOR 

COMPETENCIES
Notes

in  a  consistent  way 
according  the  training 
main variables (

Support/personalize20 Coaching and 
mentoring; 
Tutoring and 
supporting;
Guidance and 
counseling;
Evaluation of 
educational.activ.;
Technic/Org.Support 
of educ.activ.

20 See Note 15
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Table 4.3 Training  Planner (independent from the organisation)

CORE 
PROCESSES MAIN TASK CORE 

COMPETENCIES
RELEVANT 
PROCESSES ADDITIONAL TASK PROF/SECTOR 

COMPETENCIES Notes

Diagnosis Intake  of  participants, 
needs  assessment, 
accred.prior learning21

Expertise  in needs 
analysis   for 
potential  and  real 
targets;
Knowledge  of 
general  principle 
of   organizational 
sciences  and 
awareness  of  the 
specific  sectoral, 
territorial,  and 
organizational 
contexts

Support/Person. Technical/Admin/Organiz. 
Support  of  educational 
activities

Design Development, planning, org. 
of  educ.  activ.  (courses, 
etc.);
Development  of  material, 
methods (also ICT);

Comp.  in  theory 
and  methods  of 
project  mgmt  and 
training  planning 
and 
methodologies;
Expertise  in 
development, 
design  and 
presentation  (in 
written  and  oral 
form)  of  training 
proposals  (from 
general 
architecture  to 
micro-project);

21  As for all the  Additional Tasks, these activities, in the case of an independent Training Planner are normally conducted in cooperation or under a strict delegation 
process with the internal organizational functions/roles.
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CORE 
PROCESSES MAIN TASK CORE 

COMPETENCIES
RELEVANT 
PROCESSES ADDITIONAL TASK PROF/SECTOR 

COMPETENCIES Notes

Mgmt  of  the  main 
training variables

Coord. & Mgmt Mgmt  and  Coord  educ. 
Activities22

Capacity  to  act 
autonomously, 
sinergically  and  in 
coordination  with 
all  the 
stakeholders, 
internal/external, 
of  the  project, 
including 
organization  roles/
functions,  experts 
of  the  subjects, 
professional,  social 
and  institutional 
actors, etc;
Managerial  skills 
related  to  the 
specific project

22 We refer mainly as a core competency to the coordination with the organization (committente). 
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Table 4.4 Project Manager (internal to the organisation)

CORE 

PROCESSES
MAIN TASK CORE COMPETENCIES

RELEVANT 

PROCESSES

ADDITIONAL 

TASK

PROF/SECTOR 

COMPETENCIES
Notes

Diagnosis Intake  of  participants, 
needs  assessment, 
accred.prior learning

Expertise   in  needs 
analysis   for potential 
and real targets;
Knowledge  of  general 
principle  of 
organizational sciences 
and  awareness  of  the 
specific  organizational 
contexts

Design Development,  planning, 
org.  of  educ.  activ. 
(courses, etc.);
Development of material, 
methods (also ICT);

Comp.  in  theory  and 
methods  of  project 
mgmt  and  training 
planning  and 
methodologies;
Expertise  in 
development,  design 
and  presentation  (in 
written and oral form) 
of  training  proposals 
(from  general 
architecture to micro-
project);
Mgmt  of  the  main 
training variables

Eval.&Mon Evaluation of educational 
act.

Comp.  in  specific 
project evaluation and 
monitoring  of  planned 
actions  (from  project 
mgmt  theories  and 
applications)  also  in 

Admin
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CORE 

PROCESSES
MAIN TASK CORE COMPETENCIES

RELEVANT 

PROCESSES

ADDITIONAL 

TASK

PROF/SECTOR 

COMPETENCIES
Notes

order  to  modify, 
readdress  or  provide 
for  contingency;
Assessment  of  results 
with  respect  to 
predefined  strategic, 
organizational  and 
training  objectives, 
also  from  a 
financial/economic 
perspective (ROI, ROE)

Coord&Mgmt Mgmt  and  Coord.  of 
educ. act.

Comp. in managing all 
kind  of  assigned 
resources; 
coordination (vertical/
horizontal)  other 
company 
functions/roles  and 
with  external  experts 
and  consultant,  also 
coplanner  of  the 
project  and  with  all 
stakeholders,  also  to 
manage  contingency 
plans  and/or  “crisis 
mgmt” actions
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Table 4.5 Training Centre / Dept. Manager

CORE 

PROCESSES
MAIN TASK

CORE 

COMPETENCIES

RELEVANT 

PROCESSES

ADDITIONAL 

TASK

PROF/SECTOR 

COMPETENCIES
Notes

Diagnosis Needs  assessment  (macro 
level-trends and scenario)

Expertise   in  trends 
and  scenario  analysis 
(social  economic  and 
referred  to  the 
training  and  human 
resources field)
Comp.  in  strategic 
planning,  project 
mgmt  theories  and 
applications, 
feasibility  studies, 
communication 
techniques,  etc.  , 
with  special 
reference  to  the 
specific domain;
Comp. in principles of 
macroeconomics, 
business organization, 
business  law,  human 
resources 
management, 
industrial  relations, 
financial control 
Knowledge of general 
principles  of 
organizational 
sciences  and  deep 
awareness  of  the 
specific 

86 30/10/09



State of the art Report on existing qualifications and competence
 framework for adult trainers in Europe

CORE 

PROCESSES
MAIN TASK

CORE 

COMPETENCIES

RELEVANT 

PROCESSES

ADDITIONAL 

TASK

PROF/SECTOR 

COMPETENCIES
Notes

organizational 
contexts

Quality and Res. Development,planning,org. 
of  educ.activ.  (courses, 
etc.);
Development  of  material, 
methods (also ICT);
(in  a  marketing 
perspective)

Comp.  in  marketing 
and  benchmarking 
analysis,  in  an 
national/international 
perspective;
He/she  plans  and 
supervises the quality 
system of the training 
structures  and 
processes  and  the 
assessment  of 
results;he/she studies 
and  develops  the 
activation  of  new 
projects;

Marketing He  act  autonomously 
or in cooperation with 
specific functions and 
with  internal  and 
external  media  to 
manage  the 
institutional  image 
and relations with all 
the stakeholders; he/
she  also  plans  and 
implement  actions  of 
internal  marketing to 
diffuse  and  transfer 
the  culture  of 
organization  through 
the  training 
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CORE 

PROCESSES
MAIN TASK

CORE 

COMPETENCIES

RELEVANT 

PROCESSES

ADDITIONAL 

TASK

PROF/SECTOR 

COMPETENCIES
Notes

initiatives (formal and 
informal)

Coord&Mgmt Mgmt and Coord. of educ. 
act.

He/she  has  to 
manage  and  search 
all  the  possible 
sources 
(internal/external)  of 
funding  for  training 
activities;
He/she  coordinates 
and integrates all the 
training  activities, 
internal/external, 
and  the  related 
resources,  in  a 
perspective  of 
effectiveness  and 
efficiency;
He/she  is  aware  of 
problem  solving  and 
decision  making 
theories  and 
techniques,  also  in 
case  of  unexpected 
crisis  or  unpredicted 
events
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Table 4.6 e-tutor: Community Manager

CORE PROCESSES MAIN TASK
CORE 

COMPETENCIES

RELEVANT 

PROCESSES

ADDITIONAL 

TASK

PROF/SECTOR 

COMPETENCIES
Notes

Support/Personalize Tutoring/supporting  people 
in  their  self-directed 
learning processes
Guidance  and  counselling 
on learning subjects
Technical/organizational 
support  of  educational 
activities

Technical 
competency  on 
technological  tools 
and  methods, 
mainly in the fielde 
of  cooperative 
learning
Identify  the  best 
solutions  and 
concrete  actions 
(problem  solving 
and  decision 
making  skills)  to 
support  the 
working  and 
learning  processes 
of  the 
communities,  at 
individual  and 
group level
Capacity  to set  up 
on  line 
communities, 
manage  and 
stimulate 
appropriate on line 
working  and 
discussion 
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5. State of the art in The Banking sector

By Febelfin Academy

Adult  Trainer  qualifications  can  be  categorised  in  many  ways  from  very  formal 

(through  examination  or  official  certification)  to  informal (eg  via  evaluation  of 

participants to training) qualifying standards. The qualifying authority itself can also 

operate on multiple levels (eg academic / school based versus industry-based versus 

institution/ company based). Thus, the ambition to create and/or validate a standard 

set of qualification criteria is not without it limits.

The choice to  validate possible frameworks for competence qualification for adult 

trainers in the banking/finance sector makes sense. For the finance sector is one of 

those industries which can be characterised as a ‘knowledge-driven’ industry, in 

which  the  management  and  transfer  of  expertise  is  an  essential  part  of  overall 

operational  (risk)  management.  This  statement  is  objectively  measurable  eg  by 

comparing the annual investment in training (as a proportion to overall cost or gross 

salary mass) of the finance sector with those of other industries. Indirectly, this is 

also  demonstrated  through  the  existence  of  (large)  national  finance  training 

institutes and international networks of finance training institutes (such as EBTN). 

Moreover, the finance industries activities are under direct  supervision of national 

and international authorities, who have a tendency to become more detailed and 

stringent in the regulatory framework the financial institutions need to respect A 

practical example can be seen in the domain of expertise/competence requirements 

following  the  implementation  of  the  MIFID  framework  or  national  regulation  to 

protect  the consumer which is  often translated in terms of minimal  standards  of 

knowledge for those bank employees mediating financial products.

Thus one can assume that the finance sector is a melting pot of multiple initiatives 

and  creative  solutions  striving  to  match  the demands  of  formal  requirements  of 

competence, the drive for increasing business results and efficiency/continuity (as a 

result  of  a  higher  level  of  competence),  with  on-going  concerns  in  the  field  to 

manage the day-to-day business objectives. 

With this framework in mind, the exercise to map the current state of art in the 

finance sector regarding the qualifications  of  finance expert  trainers  focussed on 

both  formal  regulatory  requirements  as  informal  requirements  or  ‘national’ 

tendencies  towards  qualifications.  The  data  was  assembled  using  an  electronic 

questionnaire  which  was  send  to  all  board-members  of  EBTN (European  Bank 

Training Network).
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This Board is composed out of CEO’s,  Senior Executives representing the national 

based bank associations or training institutes. They are among the leading experts in 

HR policies & competence management in banking for their respective countries, for 

this is part of their day to day function and (lobbying) tasks. As most Finance Training 

Institutes finance themselves (at least partly) through revenues generated by their 

training  activities,  the need to  stay  in  the  front  of  their  ‘training’ market  is  of 

strategic  importance.  Consequently,  the data collected  through the questionnaire 

can be considered  trustworthy and representative for the state of the art in their 

specific home country.

The main  survey was conducted by Febelfin Academy (FA) in the period between 

January and March 2009 aiming to collect  fresh  information on how the training 

functions are organised/’qualified/certified’ in banks. A second survey was send out 

at the end of September 2009 to cross-validate if the impact of the crisis  in the 

financial sector had (already) influenced national politics regarding training. As the 

second survey did not indicate any differences with the results from the first survey, 

the results discussed will only refer to ‘the survey’.

In total the surveys were send out (by e-mail) to 28 member Bank Associations/Bank 

Training Institutes (of which most are situated within the European Union), with a 

total of response rate of 15. Thus, more than 53 % returned the survey. The response 

countries are both within as outside the EU, covering ‘old’ and ‘new’ member states, 

as well  as some institutes situated outside of Union (cf.  List  of EBTN members  – 

executive summary of answers)

The survey was constructed using  open-ended questions focussing on formal and 

informal expertise qualifications, cross-validating the issue of certifying authority, as 

well  as the tendency,  the ‘mindset’ of  the local  market towards  more objective 

qualification  standards.  Each  response  sheet  indentified  the  author  and  contact 

person who redacted the national  data input,  allowing a posterior follow up and 

additional validation/data assembly if required.
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Data set questionnaire:

1. Does your Institute uses ‘professional’ trainers and/or professional finance  

experts who train?
2. Is there any regulation existing in your country requiring your experts to  

qualify as a trainer (eg developing training skills)?
3.  Is there demand / pressure to develop qualification standards for trainers? If  

yes, is it the sector or the academic world leading the debate?
4. Is your institute accrediting / qualifying your finance trainers / experts in 

finance?
5. What are/would be the main competences you require for trainers/experts to  

be measured / certified?
6. How would you measure these qualifications?
7. Is your institute interested to participate in international 

certification/qualifications of trainers?

The questionnaire was specifically focussed on one segment of the training process 

itself, being the ‘physical’ transfer of expertise through ‘classical training’ at first, as 

well  as  the indirect  consolidation of  such a transfer  process  in  distance learning 

environments. However, all other type of training (support) functions which enable 

that  training  can  take  place  (logistics,  management,  ...)  were  not  taken  into 

consideration. 

This choice was made for a number of reasons:

1. To  avoid  cluttering/confusion  of  data  due  to  (significant)  differences  in 
operational structures of training over the participating countries

2. The common / classic training is still a very dominant training model, of which 
the  newer  forms  of  training  are  often  directly/indirectly  deducted  or 
benchmarked.  Thus it  allows to assume that the major tendencies  detected 
remain valid independent of the actual ‘setup’ of the training process itself.
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Executive summary – survey data

Country

Questionset
1. Lecturers 

are professional 
trainers?

2. Existing 
regulatory 

requirements

3.  Demand for 
qualification 
standards?

4. Who leads 
debate?

5. Institute 
certifies its 
trainers?

6. Main 
competences 

required?

7. 
Measurement of 
Competences?

8. Commitment 
to (inter)national 
certification of 

trainers?

Hungary

Both financial 
expert trainers 
& professionals 
experts related 

fields

Act of Adult 
Education financial sector x no

Finance expertise/
experience 

teaching/training 
skills

Formal entry 
training - 

observation on 
site / 

participant 
evaluation

Finance 
expertise 

certification

Slovenia

Both financial 
expert trainers 
& professionals 
experts related 

fields

Regulation for 
academic 
teaching

In discussion x

no regulatory 
requirements, 
Institute offers 

training in 
some domains

Finance expertise/
experience 

teaching/training 
skills

Observation, 
participant 
evaluation

yes

Spain

± 50% finance 
experts & 50% 
professional 

trainers

no no x no

Finance expertise/
experience 

teaching/training 
skills

Observation, 
participant 
evaluation

Yes, moderately

Cyprus Professionals 
finance experts no no x

YES, Bsc in 
Financial 

Services and 
DFSM 

Finance expertise/
experience 

teaching/training 
skills

Participant/clie
nt evaluation no

Poland
Professionals 

finance experts no
Interest in 
sectoral 

organisations
x no

Finance expertise/
experience 

teaching/training 
skills

Formal 
certification, 

3rd party 
confirmation, 
observation & 

participant 
evaluation

no

Finland no training 
activity x x x x x x x

Italy Both financial 
expert trainers no no specific 

pressure to 
Italian Trainers 

Association 
ABIFormazione 
keeps detailed 

Finance expertise/
experience 

No formal 
measurement yes
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Country

Questionset
1. Lecturers 

are professional 
trainers?

2. Existing 
regulatory 

requirements

3.  Demand for 
qualification 
standards?

4. Who leads 
debate?

5. Institute 
certifies its 
trainers?

6. Main 
competences 

required?

7. 
Measurement of 
Competences?

8. Commitment 
to (inter)national 
certification of 

trainers?

& professionals 
experts related 

fields

develop 
standards (AIF) 

internal 
registry on 

trainers

teaching/training 
skills

Italy

Both financial 
expert trainers 
& professionals 
experts related 

fields

no

no specific 
pressure to 

develop 
standards 

Italian Trainers 
Association 

(AIF) 

ABIFormazione 
keeps detailed 

internal 
registry on 

trainers

Finance expertise/
experience 

teaching/training 
skills

No formal 
measurement yes

Scotland

Mainly financial 
expert trainers 

& some 
professionals 

experts related 
fields

no no x

no formal 
accreditation, 
use induction 

courses. 
encourage 

trainers to hold 
the Institute’s 

banking 
qualifications

Finance expertise/
experience 

teaching/training 
skills

Institute 
certification, 

public 
certification, 
observation/ 
participant 
evaluation

no

Netherlands

Financial 
experts, 

qualified as 
trainers

no
yes, in the 

sector / from 
large clients

 
two day 

didactical skills 
program

Finance expertise/ 
minimal standard 

experience 
Accredited 

teaching/training 
skills

Performance 
evaluation

yes

Switzerland

Both financial 
expert trainers 
& professionals 
experts related 

fields

Federal 
regulation 

Educational 
committee

yes, sector 
leads

sector

SBA accredit on 
the job 

trainers, no 
advanced 

qualifications

Finance expertise/ 
minimal standard 

experience 
Accredited 

teaching/training 
skills

(Formal) 
Participant/clie
nt evaluation

no

Poland

80% finance 
experts - 20% 
professional 

trainers

no yes, ito soft 
skills trainers

x no

Finance expertise/
experience 

teaching/training 
skills

(Formal) 
Participant/clie
nt evaluation

no
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Country

Questionset
1. Lecturers 

are professional 
trainers?

2. Existing 
regulatory 

requirements

3.  Demand for 
qualification 
standards?

4. Who leads 
debate?

5. Institute 
certifies its 
trainers?

6. Main 
competences 

required?

7. 
Measurement of 
Competences?

8. Commitment 
to (inter)national 
certification of 

trainers?

Portugal

Both financial 
expert trainers 
& professionals 
experts related 

fields

General rules 
of competence 

(technical, 
pedagog, comm 

skills) / 
Compulsory for 

subsidised 
training

yes x

Training skill 
course - 

(homologated 
IEFP) +  trainer 

aptitude 
certificate

IEFP detailed 
requirements 

(including 
continues educ 
requirement)

Simulation & 
formal 

examination (to 
become 
trainer)

yes

Belgium

90% finance 
experts - 10% 
professional 

trainers

no no x

Intake quality 
check & follow 

up through 
participant 
evaluation

Finance expertise/
experience 

teaching/training 
skills

(Formal) 
Participant/clie
nt evaluation / 

examination 
result

yes

Malta

75% finance 
experts - 25% 
professional 

trainers

no no no Participant 
evaluation

Finance expertise/
experience 

teaching/training 
skills

(Formal) 
Participant/clie
nt evaluation

no

Denmark
State certified 
finance experts

Formal 
academic 
standard

existing 
standard x

external 
certification

Finance expertise/
experience 

teaching/training 
skills

Participant 
evaluation 

Examination 
success rate 
benchmark

no
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Indicative conclusions:

Although not all EU countries / Bank Training Institutes participated in the survey, 

and even though the questionnaire was not very detailed in the questions itself or 

answers received, the data are quite clear in the tendencies regarding adult trainer 

qualifications in the finance sector. 

The hypothetical conclusions drawn out of these data require further validation on a 

national level, but allow to draw some benchmarks – gear future developments on a 

European level.

1. Regarding Adult Trainers in the financial sector

 The issue of competence of trainers in the financial sector is at first a 
measurement of hands-on, practical experience in the specific finance 
domain the trainer is lecturing.
Finance trainers are chosen as ‘leaders of best practice’,  recognised among 

their peers/colleagues as expert in their segment. Their operational results in 

the business speak for itself, or in other words training in the financial world is 

guided by the credo ‘professional training by professionals for professionals’

 Teaching  skills  are  part  of  the  equation  of  engagement,  but  mainly 
measured through semi-formal or informal tools such as participant and 
client  questionnaires.  Formal  qualifications  exist  in  some  cases,  but 
mainly through academic accreditation prior to employment (with the 
exception  of  Portugal  &  Switzerland).  Some  countries  are  organising 
supplementary train the trainer courses, often on semi-voluntary basis. 

2. Regarding Accreditation of Adult Trainers 

 The  demand  and/or  commitment  to  formalise  these  professionals  / 
trainers as ‘certified’ trainer is rather limited. As most of these experts 
are at first bankers who happen to train once in a while, and not the 
reverse,  this  is  no surprise.  Consequently,  one can conclude that  the 
financial sector is more interested in a QUALITY label  for the trainers, 
rather than formal regulation determining minimum standards.

 This quality label could entail a certification of local train the trainer 
programmes,  the  development  of  some  educational  standards  / 
standardised  set  of  minimum competences,  or  a  set  of  standardised 
benchmarks  to  evaluate  more  objectively  the  actual  results  of  the 
knowledge transfer itself.
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 The  financial  crisis,  leading  to  a  number  of  ongoing  discussions 
regarding the expertise of those working in the sector, did not have any 
impact up to now on the perception or reported tendency to formalise 
the training process in the finance sector. Thus, one could conclude that 
even though the competence / expertise of some categories of bankers / 
administrators is questioned, the overall level of expertise is considered 
acceptable by those supervising the sector. Or in other words, the sector 
organises its transfer processes / training on a  self-regulated basis in 
which the drive to change / optimise its process is located within the 
business itself.

Overall conclusion

The  finance  sector  maintains  a  pragmatic  approach  to  the  selection  and 

qualification of finance trainers. This approach is based on hands-on validation 

of  the  actual  results  of  the  training  &  the  trainer  itself  both  in  his  /her 

professional field (as a banker) as in the training process itself.

A qualification standard on a European level  for adult trainers in the finance 

industry - in order to be successfully implemented – should focus on the quality 

guarantee  of  an  adult  trainer  &  the  training  outcome  rather  than  a  set  of 

imposed regulatory minimal requirements which will not bring an added value to 

the sector.
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6. European Certification Process for some roles 
of training staff in the banking sector

By Francesco Rinaldi, EBTN 

former Training Manager at Monte dei Paschi di Siena

6.1 Trend lines

As a consequence of the international crisis we are facing a radicalization of the 

production process, which causes in all the sectors a phenomenon of return to the 

origin of the industrial era.

This  tendency  leads  to  the  position  state  of  uncertainty,  the  specialist 

professionalization, the devaluation of medium-low professional roles, the company 

depersonalization. 

Such a phenomenon is particularly evident in the banking world, where the people 

development is more and more brought back to the “old concept of training”, which 

is directly linked to the achievements of short - term budget goals. 

The  main  educational  core  is  given  by  the  obligatory  and  technical/professional 

training whilst the management training connected to the role identification is more 

and more marginalised. Undoubtedly the world economic crisis creates criticism also 

for the credit sector but what we need is a cultural acceleration intended to boost 

the training as  a whole  as  a key  factor  for  a proper  and long term competitive 

growth. 

Europe has  to play his  role  along this  direction not  to be overcome by the new 

international competitors China and India in primis.
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6.2 Elements featuring the trainer

The banking trainer must take the following elements into consideration:

1. Management of technologies. 

To be able of understanding how technology “conditions” the contexts in their 

organizational  and  evolving  aspects  and  to  succeed  in  dialoguing  with  the 

different speakers by using a shared language. (Especially in on line discussion 

groups and web forum)

2. Communication ability

Communication  is  a  fundamental  element  but  is  often  connected  to  formal 

technical skills, rather than searching for a solid empathy. This is why a great 

part of the training efficacy is often lost not only during hall intervention. This 

negatively affects even the working of needs analysis and planning.

3. Analysis of the managerial and organizational processes

An  accurate  analysis  is  important  for  any  educational  intervention.  Those 

performing the training must have a systemic approach for detecting the main 

elements of an organization and the targets to be achieved.

4. Didactic Methodologies 

In  order  to  accomplish  an  appropriate  didactic  methodology,  the  ability  to 

interpret  the  company  cultural  context   is  necessary.  In  particular  the 

development  of  a  systemic  overview  and  a  great  knowledge  of  written 

communication are main factors in this field.

5. Knowledge of the Technical Contents

It is directly connected with the content of the course to be achieved. A deep 

knowledge of the subject given by a direct working experience is essential for 

the transfer of a specialist-type know-how. 

6.3 Technical Elements for certification

Certification process must be clear in its representation, defined in its framework, 

manageable  in  its  qualification,  qualifying  for  those  who  get  it.  Therefore  the 

technical  elements  must  gather  specific  and  general  knowledge  according  to  the 

different roles to be certified.
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For example we can identify the following:

 Academic qualifications: degrees and diplomas;

 Computer skills: ECDL and other diplomas and/or certificates;

 Relationship know-how: neurolinguistic programming, psychology, writing 
and reporting skills;

 Organizational knowledge: master in company management and similar, 
working experiences in organization sector;

 Technical know-how: working experience in some fields and specialistic 
roles; qualifying certificates.

These qualifications are the basis for admission (a conventional score is given to each 

qualification). A second stage of  examination will follow, where the real achieved 

level will be opportunely tested. It could be also useful to set up a one-week training 

course, a full immersion in which seminars and examinations alternate.

6.4 The roles for the banking field

Within the training centres in the banking field we can identify the following key 

experts:

 Project  Manager  ,  for  either  academic  hall  and  on  line  courses,  is 
essentially  involved  in  medium/large-sized  company  and  is  in  direct 
contact with the direction or in some cases is himself the direction. He 
must  be able  to develop the analysis  of  needs  correctly  ,  addressing 
directly his co-workers and/or external training companies involved in 
the project.

 Full  time or  part  time  academic  docent   is  usually  used  within  the 
companies but his role is not fully recognized. The continuous turn-over 
of the part time docent debases its role and limits the possibilities for 
activating a successful process of knowledge and management.

 E-tutor   is  less utilised but is bound to have an increasing role in the 
company  training;  in  fact  the  25%  of  the  company  training  will  be 
performed on-line.
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For each of the above three experts it is possible to elaborate a matrix-based system 

which allow the: 

1. Accomplishment  of  the  benchmark  table  in  which  the  minimum  scores  are 
displayed (range 1 to 5) related to the qualifications and working experiences 
to be shown in an actual documentation.

2. Use of the same table for the future training experts, in which each of the 
expert’s score is recorded in order to grant the certificate or allow access to in-
depth one-week course and examinations to get the certificate.

The main issue is to define who is the authority to evaluate the qualifications and the 

experiences stated for the granting of the certificates.

Example: Project Manager

Benchmark level Qualifications Experiences

Academic 5 -

Computer skills 4 3

Communication 3 4

Processes analysis 2 4

Didactics 3 3

Technical skills 3 3
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7. Conclusions

This  excursus  on existing  qualifications  and competence frameworks  represents  a 

starting  point  for  the  next  steps  of  Quadultrainers  project  and  motivates  the 

development of a prototype competence  framework for Adult Trainers in the Banking 

sector.

The Concertation Seminar held in Rome on the 24th of March was the opportunity to 

share the findings and raise questions about the need of a competence framework for 

Adult trainers, belonging in our case to the Banking sector. A beneficial discussion 

with stakeholders of the training system and of the Banking sector confirmed the 

need of  a common framework articulated in  a flexible manner  that  would allow 

innovation and the introduction of new learning outcomes that are recognised as 

fundamental  for  performing  as  an  Adult  trainer  but  have  not  yet  a  structured 

assessing  system  to  detect  them.  Quadultrainers  project  is  going  toward  this 

direction with a shared effort of the Partners and contributions of stakeholders who 

consider the development of this common framework the starting point to regulate 

the training system not only in the Banking sector, but in many other sectors where 

the level of recognition of the training competences is unclear.

After the Concertation Seminar a proposal was made for a scheme to visualise the 

professional  area in  which the working  processes of  adult  trainers  take place.  It 

contains eight polarities organised around four axes:

 people - organisation

 communication - content

 process – product

 methods – technology
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It allows to represent and compare profiles and individual competence units coming 

from  different  countries  and  organisational/sectoral  contexts,  so  facilitating 

discussions  and,  hopefully,  agreement  on  a  new  competences  and  qualification 

framework for the trainers of adults.
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Annex  1  -  CIPD  TRAINING  PRACTICE 
CERTIFICATE
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Annex 2 - CIPD COACHING &MENTORING CERTIF
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Annex 3 - Ireland-Natl Qual. Syst
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Annex 4 - Ireland Trainer Skills Certificates
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Trainer Skills Certificate

FETAC Level 6 Train the Trainer Component Award

Introduction

The Trainer Skills  Certificate programme helps companies to develop a pool of personnel  qualified to 

deliver quality  training as required.  It  is  specifically designed to help companies to utilise the existing 

knowledge and skills of their employees in the development of the company, thereby achieving maximum 

efficiency. Participants on this course will gain practical experience and recognised certification as trainers.

The  programme  embraces  a  range  of  highly  participative  learning  methods  and  features  a  detailed 

workbook,  which  includes  sample  forms  and  checklists.  To  achieve  certification,  participants  will  be 

required to undertake an assessment exercise involving a demonstration of competence that is subject to 

external  verification.

Course Objectives 

The overall objective of this programme is to provide participants with the requisite skills and knowledge to 

effectively perform in a direct training capacity. At the end of this programme, successful participants will 

be  able  to  demonstrate:

- The application of knowledge and understanding about adult learning in a practical training situation.

-  The analysis of jobs,  tasks and procedures,  and using the setting of  appropriate training objectives.

- The application of basic principles of training design in preparing lesson plans.

-  The  effective  delivery  of  training  in  one-to-one  and  group  situations.

- The monitoring of trainee’s progress and the maintenance of suitable training records.

Programme Overview - Duration: 4 days

Module 1: Adult Learning

Module 2: Analysing Training Needs

Module 3: Designing Training Activities

Module 4: Delivering Training

Module 5: Evaluation and Monitoring

Course Fee

The cost of this programme is €1050.
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IITD Certificate in Training and Development
Date Location

20 October 2009 Limerick
15 January 2010 Waterford

IITD Certificate in Training & Development

IITD Certificate in Training & Development (FETAC Level 6 - 3 Component Awards)

FAS National Register of Trainer’s Standard

The overall aim of the programme is to enable participants to develop the necessary knowledge, skills and 

confidence  to  undertake  training  activities.  The  programme  encompasses  the  development  of 

competences  that  will  enable  students  to  identify  and  assess  training  needs,  and  to  develop,  plan, 

organise, deliver and evaluate relevant training activities. In addition, it incorporates the enhancement of a 

range of interpersonal skills pertinent to those working in the field of training and development.

The Certificate is suitable for the following categories:

• Individuals who have an interest in training and development and may wish to pursue it 

as a career 

• Individuals with training-related responsibilities in organisations 

• Technical trainers and trainers with considerable involvement in operator training 

• Supervisors who wish to gain an insight into systematic training 

• Consultants who wish to gain a formal training qualification 

Structure, Learning Methods and Assessment:

Participants will  attend  80 hours  of training. The programme content has been broken down into four 

integrated modules and is delivered in a highly participative and practical manner.  The structure is as 

follows-:

• Module 1 - Learning and Development Culture and Adult Learning - 16 hours 

• Module 2 - Systematic Training - 16 hours 

• Module 3 - Communication Skills and Training Delivery - 16 hours 

• Module 4 - Interpersonal Skills and Training Administration - 16 hours 

• Assessment Centre 16 hours 
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A range  of  learning  methods  and  approaches  will  be  used  to  promote  the  practical  application  of 

theoretical  concepts  covered.

 

For each module of the programme participants will complete at least one assignment. All assignments will 

be designed to ground input material whilst relating to each participants work situation. This will help to 

ensure a maximum transfer of learning to the workplace.

The purpose of the final project  is  to provide the participants with the opportunity to demonstrate the 

knowledge,  skills,  learning  ideas and  confidence  acquired  during the  course,  while  at  the  same time 

presenting  their  employing  organisation  with  a  piece  of  work  of  potential  value.

 

Course Fee: The cost of the course including course documentation and student membership of the IITD 

is: €1450.

BA Training & Development

Programme Overview

In a global economy that has become both knowledge and technology-intensive there is a National focus 

on training and development efforts.  This places an emphasis on training and development specialists and 

their ability to apply robust theory and principles to the unique circumstances of each business.   Training 

and development specialists must have the ability to deliver high quality interventions cognisant of the 

range of learning technologies now available.  However, they must also be able to think strategically and 

locate development interventions within the context of business needs and processes.  It is critical the 

training and development practitioners are professionally specialist and business credible.

 Who is the programme for?

This  unique  degree  programme is  aimed  at  training  and  development  practitioners  working  in  small, 

medium and large enterprises as employees, consultants or sub-contractors. 
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Programme Objectives

The programme firstly aims to develop skills and knowledge in the key specialist training and development 

areas such as needs analysis, design and delivery of training and management development. 

Secondly, the programme aims to equip learners with knowledge of the business context of training and 

development.The programme also gives learners a wider appreciation of how training fits into the overall 

business and how it is an important element of organisation strategy.

Finally, the programme aims to help learners acquire the diagnostic, planning and communication skills 

they  often  require  in  their  roles  as  internal  or  external  consultants  and  business  partners.

Bachelor of Arts in Training and Development Module Exemptions

We are delighted to announce that all participants who have undertaken the IITD Certificate in Training & 

Development  since  January 2008 are  now entitled  to  a  greater  number  of  exemptions  on the  BA in 

Training & Development. 

Applicants  seeking  exemptions  based  on  graduation  from  other  accredited  programmes,  courses  or 

modules will be assessed individually as part of the application process. Applicants are advised to submit 

with  their  application;

•  the  official  result  transcript  for  the  relevant  programme,  course  or  module

• full programme/course/module details incl.  learning outcomes, topics studied, assessment breakdown 

etc.

Applicants  seeking  exemptions  based on  accreditation  of  prior  experiential  learning  will  be  assessed 

individually as part of the application process.
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Annex 5 – Concertation Seminar: presentation 
of results and matrix 

Introduction

In the present paper you will find –merged into a single document- the reports from 

the  Project  Partners  Meeting  with  the  Project  Advisory  Board  Members  and  the 

Parallel Session Reports from the Concertation Seminar held in Rome respectively on 

23rd  and  24th March  2009.  The Concertation Seminar,  in  particular,  represents  a 

fundamental  step  foreseen  in  Project  Workpackage  1  (“Awareness  raising  and 

Network building”) .

As it is shown as follows, the meeting with the Advisory Board gave to the Partners 

clear and enlightening indications upon the crucial topics which are at the basis of 

the Project reasons and aims.

At the same time, the Concertation Seminar, participated by a qualified audience of 

experts,  trainers  and  consultants,  and  representatives  of  institutional  and  social 

bodies –operating in the banking and financial sector as well as in other relevant 

professional  fields-,  gave  to  the  Project  Partners  an  important  opportunity  of 

dialogue and exchange of knowledge and experiences. The professional network that 

has been set up in Rome will now contribute – also as an enlarged virtual community- 

to the success of the future phases of the Project, on which the Partners are working 

on at the moment.

July 2009
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REPORT FROM PARTNERS/ADVISORY BOARD MEETING

 Mr. Mario Spatafora, EBTN Asbl

 Mr. Johan Van Den Den Branden, FEBELFIN / FEBELFIN ACADEMY

 Mr.  Walter  Kugemann,  Friedrich-Alexander-Universitat  Erlangen-
Nurnberg

 Mr. Erwin Seyfried, HWR Berlin

 Ms. Ana Barros, IFB

 Ms. Claudia Montedoro, ISFOL

 Mr. William Portelli, Malta Union of Bank Employees

 Mr. Guus De Jonge, NIBE

 Mr. Claudio Dondi, SCIENTER

 Ms. Emilia Barone, SCIENTER

 Mrs. Cristina Bertuzzi, SSPA

 Eileen Lübcke, Universität Bremen - Institut Technik & Bildung

Issues presented from Project Partners to Advisory Board members

 Info on existing qualification systems at EU level

 Advice on Setting up the Competency Framework and Prototype (useful 
criteria)

 Advise on setting up the community for dissemination and valorisation

Excerpts from A.B. members’ interventions

William Portelli

We have to try to have standards and benchmark in the financial sector and in other 

sectors that consider also specificities of different countries.

There is a need for a “Multiarea/Multitraining” certification.

Because we often talk of  different trainers we should identify “Career paths” to 

identify  trainers.  It  is  not  simple  but  one  crucial  question  remains:  “which 

competencies make a content expert a good trainer?”
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Cristina Bertuzzi

We have to embed innovation in regulatory systems (in order to have a dynamic and 

not a static picture).

It is important to consider criteria for assessment of competencies descending from 

different bodies, external or internal.

In  any  case,  competencies  assessed  by  any  “authority”  and  “self-evaluation”  of 

competencies seems to be opposite existing tendencies.

On  this  point  she  quoted  as  an  example  an  UNDESA/IASIA project  on  the  topic 

“Standards of Excellence” -in which she has been involved- aimed to define flexible 

models  for  “self-evaluation”  of  “organisational  development”  tailored  for 

organisations (Schools of Public Administration, Universities etc. providing training 

activities for Public Administrations) that take into account cultural sensitiveness and 

also countries’ peculiarities.

She also stressed the need to make efforts in order to have a common terminology 

and the importance to consider also what is happening in this field at the European 

level in the Public Sector.

She  does  not  believe  that  the opposition  full  time/part  time  trainer  is  the real 

problem.

The fundamental issue is the “learning project/design/management” skills (linkage 

of  different  processes,  settings;  how  to  integrate  the  competencies  of  content 

experts with the experts of methodologies, etc.)

Claudia Montedoro

It has to be considered European experience on the integration between formal/non 

formal/informal learning.

She quoted an experimental project run by Isfol together with Universities of Padua 

and Turin on the search of coherence and integration between “academic standards” 

(competency as recognized by universities) and “professional expertise”.

At the light of rapid changing of the profession, we should focus on competencies 

instead of regulations.
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Aida Maisano

We  should  focus  on  the  so-called  “Learning  Revolution”  which  implies  new 

professional roles, especially in the e-learning sector (content tutor, process tutor, e-

learning platform manager  ,  e-learning content  manager,  etc.).  Special  attention 

should  be  devoted  to  other  crucial  topics  like  the  “blending”  of  methodologies, 

macro-design process/skills, evaluation of training results.

More  and  more  urgent  and  important  is  the  integration  between  training/ICT 

knowledge and management competencies.

Walter Kugemann

We have to define appropriate criteria for regulations/certification systems.

We need a reference framework.

But we should have more clarity on some preliminary questions:

 Who is the subject of learning? Society? Training agencies? Companies? 
Individuals?

 Relevance  of  regulations:  which  regulations  could  be  useful  for  the 
market?

 What do we mean with “certification”? of Performances? Or Results?

 Who is the “owner” of the learning process? And of competencies? And of 
regulation processes?

There  is  no  contradiction  between a  (better)  competency  regulation  and  (more) 

competition in the market. But we need regulations that are functional and flexible 

in the view of a changing environment.

We should define “clusters” and try to find synergies  between different types of 

learning actors as well as different learners.

There is a need of “new competencies”: for instance a “diagnostic sensitiveness” for 

content experts to say to learners what they need (today and tomorrow) also in 

terms of motivation/attitudes/values and to identify learning bridges  and missing 

elements. He referred to the “Humboldt model” with young students well trained to 

replace old professors.
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Eileen Lübcke

She quotes other European Projects like Eurotrainers and the current research on the 

impact  of  global  dynamics  (globalisation,  demographic  changes,  impact  of 

technologies,  mobility  processes etc.)  on the trainers’ role. Nowadays we have a 

“blurred” concept of training/trainer. We have teachers, professional experts (who 

have no specific training skills),  training consultant, managers,  etc.  And we have 

more and more specific professional roles (facilitators, mentors, coaches, counsellors 

etc, most of them operating in the workplace).

We  need  to  identify  a  set  of  commitments  for  the  “personal  development”  of 

trainers.

We  need  to  have  certifications  which  are  not  merely  formal  but  rooted  in 

professional community.

Many experts are not at all interested in trainers’ career paths. But in some sectors 

expectations can raise where professional career is linked to training expertise.

Erwin Seyfried

We have  to  provide  in  regulation  systems  revision  mechanisms  as  it  happens  in 

Quality systems and processes.

The level of specialization in the profession is increasing and we should focus target 

groups but also the “part-time” trainers and the experts (no formal trainers).
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“Concertation Seminar” - Parallel Sessions Report

Group A: Certification

Participants:

 Elisa Isacco, Corrado Iannucci e Teresa Talarico (ABIFORMAZIONE-Rome) 
(I)

 Pier  Sergio  Caltabiano,  Sergio  Di  Giorgi  (AIF-Associazione  Italiana 
Formatori) (I)

 Loris Brizio, Franco Savi, Artusio Laura, Rizzardi Fulvio (FABI-Indipendent 
Union of Bank Employee) (I)

 Johan Van Den Branden (FEBELFIN ACADEMY) (BE)

 Ana Barros (INSTITUTO de FORMAÇÃO BANCÁRIA– IFB) (P)

 Guus De Jonge NIBE – SVV BV (NL)

 Cristina  Bertuzzi  (SSPA  -  Scuola  Superiore  della  Pubblica 
Amministrazione) (I)

 Pierangelo Pagella (Unicredit Group- Lifelong Learning Center (I)

Rapporteur: Sergio Di Giorgi

Participants  to  the  discussion  group  were  invited  to  briefly  introduce 
themselves.  Soon after,  a freewheeling discussion  took place  among all  of 
them about questions/themes enlisted in the SCIENTER Report and illustrated 
to the plenary session.

Questions/Themes from Plenary Session:

1. 1a. How regulated should the Adult Trainers profession be?

1b. Who is in charge to regulate?

1c. Is there a (common) career path?

2. Which competencies make a content expert a good trainer for workers?

3. European framework vs National/Sectorial specificities.
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Question 1

It was a multiple question.

As a matter of fact, some of the participants (also referring to some “provocative” 

inputs from the plenary session) argued upon the “necessity” of regulations (in that 

sense,  question  1a  should  be  reformulated  as:  “Why  and  How  should  the  A.T. 

Profession be regulated?” ).

On  this  point,  despite  slight  differences  of  vision  among  participants,  a  general 

consensus seemed to be reached -for the Financial and Banking Sector (FBS) as well 

as for the other Sectors’/Institutions representatives- in the following statement: “to 

create more value by improving the quality of training as a guarantee factor for all 

the stakeholders”. Moreover, FBS representatives pointed out that their sector seems 

to be more accountable than others (also in terms of results); so, trainers in that 

sector should be more accountable than in other economic sectors.

At the same time, a general  agreement has emerged about the fact that all  the 

stakeholders  represented  at  the Seminar  could be in  charge (legitimated)  of  the 

regulation process.

More specifically, regarding the regulation process, the discussion pointed out that 

nowadays there are two main different typologies of regulations, descending from 

different regulatory bodies/entities (professional, institutional, lead bodies, etc.; see 

also SCIENTER Report):

 one is more Content/Profiles/Roles-related, used also for “entry level” 
qualification  (it  is  a  quantitative  approach,  based  on 
requirements/exams)

 the other is more Design/Process-related (it is a qualitative approach)

It was also pointed out how difficult is to put together the need of regulation on one 

hand and, on the other hand, the continuous change of boundaries and competencies 

required for the A.T. profession.

For  some  participants,  regulations  should  not  give  static  pictures  but  should 

dynamically include innovation in their systems/processes. Moreover, there is a big 

difference between to set up (rigid) regulatory systems or to set up more flexible 

Competency Framework, models and standards to classify competencies of trainers.

It  has  been  also  stressed  by  some  participants  that  not  all  the  aspects  of  A.T. 

profession can be regulated.
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A part from this, regulations could be seen in a double perspective (and with two 

different aims):

 as a way to compare different training systems

 as a mean to compare the competencies of the professionals, helping 
them to shift from a level to another

There was also a general agreement on the fact that there was no common career 

path for European trainers.

It was stressed the huge and growing number of part-time trainers (who represents a 

special  target  the  “Quadultrainer  Project”  wants  to  deal  with)  as  well  as  the 

substantial difference between the regulation systems for professional trainers and 

those that could be applied for by people who want to become professional trainers.

Question 2

A common agreement was shared on the fact that trainers’ work is to develop people 

and their potentialities and that “train the trainers” means to develop people who 

already are or want to become professional trainers.

Not the same consensus was reached in defining what is the useful knowledge that 

trainers  should  develop  in  order  to  be  more  effective:  specialistic  knowledge? 

Communication skills?

How to implement/adapt knowledge to the daily working routine? Or, in other terms, 

“who could be considered the best trainer?” (The content expert? One who is expert 

in communication?).

To answer to this questions, as it was observed, different models/approach could be 

considered upon. For instance, PNL offers models and tools to analyse the experience 

of the trainees as well as of the trainers. Or, indoor and outdoor training could be 

evaluated according to very different criteria.

Despite of the speed of change dynamics around the profession, regulations should 

be addressed first of all to the most common professional profiles.
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Question 3

National  Professional  Association  can  be  very  useful  in  support  and  promote 

regulation systems/processes.

On one hand, qualifications and regulations should go beyond national/sectoral level. 

At  the  same  time,  seems  to  be  still  a  strong  demand  toward  specific  sectoral 

regulations  (and  also  sectoral  “Codes  of  Conduct”).  Anyhow,  models  should  be 

compared in an European perspective.

In any case, these systems/processes should be aware of the market/clients needs 

and level of expectations.
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Group B: Change factors, implications for adult trainers  
competences and integration of  formal, non-formal and informal  

learning

Participants: 

 Francesco Rinaldi, EBTN

 Massimo Fattorini, ENBICREDITO

 Erwin Seyfried, FHVR

 Lauria Laura, Fideuram

 Walter Kugemann, ILI-FIM

 Claudia Montedoro, ISFOL

 Cristina Porcarelli, ISFOL

 Emilia Barone, SCIENTER

 Claudio Dondi, SCIENTER

 Monica Turrini, SCIENTER

 Cristina Bertuzzi, SSPA

 Eileen Lübcke, Universität Bremen - Institut Technik & Bildung

Rapporteur: Claudio Dondi

The session addressed the 3 questions in the following order implication of learning 

outcomes “revolution” on adult trainers qualification:

1) What are the most important change factors and new competences required in 

the professional A.T. qualification?

2) Integrating formal – non formal – informal learning: how is it possible?

3) Learning outcomes revolution: implications on A.T profession requirements?

The very interesting case of SPF on-line and its development in Higher Education was 

presented by Claudia Montedoro (ISFOL) as an example of integrated approach to the 

recognition  of  learning  outcomes  developed  through  a  combination  of  work 

experience,  classroom  teaching  by  Italian  Universities  and  competence-based 

eLearning available through the SPF on line system.
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The  experience  is  directly  related  to  the  recently  introduced  qualification 

requirements  for  VET teachers  and  trainers,  and  its  multiplication  potential  was 

appreciated by the Group participants.

The discussion than moved towards the identification of the most relevant change 

factors  for  the  professions  of  adult  trainers,  and  on  the  other  hand  the 

impact/consequences expected on trainers.

The  first  change  factor  discussed  was  the  Acknowledgement  of  prior  learning 

achievement, a professional requirement that is often assigned to trainers, mostly 

without  adequate  preparation.  While  acknowledgement  of  knowledge  and  “hard 

skills”  seems  to  be  a  reasonable  challenge the acknowledgement  of  “soft  skills” 

poses serious problems in guaranteeing an acceptable level of objectivity. Trainers 

must therefore get  prepared to know how to identify key performance indicators 

and observe/measure them.

However  challenging  this  new competence  of  trainers  may  be,  everybody  in  the 

group recognised it is essential in order to support the motivation of adult learners.

The  second  factor  of  change  identified  was  globalisation  and  its  implications  on 

organisational structure of banks and other organisations: this requires trainers to 

develop  further  a  “research  approach”  to  face  complexity  and  to  develop  new 

competences  in  the  field  of  inter-cultural  communication  but  also  evaluation  of 

human  resources  (it  was  rather  proposed  in  the  session  to  use  “human  beings” 

instead  of  “human  resources”),  making  clear  that  design,  support,  evaluation 

functions  are  becoming  much  more  important  –for  the  “professional”  trainers  of 

adults- than the classic teaching function.

The third change factor, if it can be called like this, is the increasing speed of our 

society,  and  the amount  of  anxiety  that  this  speed produces  on  a  large  part  of 

employees, including trainers themselves. Again the need is to stress the value of 

support  and  empathy  in  the  spectrum of  trainers  qualification  requirements:  “in 

order  to  be  a  trainer  you  must  be  interested  in  human beings”  was  one of  the 

memorable sentences of this session.

Finally the issue of integration among formal, non-formal and informal learning was 

addressed, and some specific methods were proposed to guarantee this integration 

(preparing and discussing “real cases” from the working practice, mentoring, briefing 

and  e-briefing,  project  work  combined  with  “thick”,  communication-rich, 

eLearning).
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The need recognised to identify the points of contact between the “academic way” 

of  teaching  discipline-based  content  and  the  “world-of-work”  way  of  training  to 

perform specific and more general tasks.

These  “points  of  contact”  may  represent  the  “foci”  from  were  to  start  the 

integration process.

Finally  the  value  of  inter-organisational  learning  networks  was  agreed  by  the 

participants, and the potential of ICT to support informal learning was recognised: 

both  considerations  have  implementations  on  the  adult  trainers  professional 

requirements.

Conclusions

The  Concertation Seminar brought to a very intense and profitable discussion which  

confirmed the necessity of a Competence framework in the area of training, and in  

the specific case of the project in the Banking sector.

The necessity of assessing non-formal/informal learning, to have a regulating and 

yet flexible competence framework motivates the development of a prototype that  

could take into consideration two profiles, hypothetically a part-time trainer and a  

full-time training specialist/manager in the Banking sector.

The  prototypes  will  be  developed  by  the  partnership  analysing  existing  

qualifications and integrating what emerged to be the need of the sector and of the  

training  profiles  as  new  competence  development.  It  is  important  to  integrate  

different factors: prior learning, organisational structure and non-formal/informal  

learning in order to have a complete training model profile, replicable in Europe 

and in multiple organisational structures of the Banking sector.

The Concertation Seminar ended with a good level of consensus and support from all  

the participants for the future development of the project Quadultrainers.
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Annex 6 - Presentation of Claudio Dondi at the 
Concertation Seminar - Roma

Edited by Scienter - draft version 20/03/09

Presentation of results and 
matrix

Meeting Rome 23-24 March 09

Edited by Scienter - draft version 20/03/09

Open review and comparative analysis
of existing qualifications and 

competence framework
Aims: 

• to review existing research on qualifications and 
competence frameworks for trainers of adults

• to compare existing qualifications, profiles and 
competence frameworks

• to identify change drivers for competence 
requirements of facilitators of adults learning

• to propose a conceptual framework for a new 
qualification model

Edited by Scienter - draft version 20/03/09

What are the main issues?
• Attractiveness and professionalisation

• How regulated should it be?

• Growing relevance of workbased learning and 
informal learning

• Role of autonomous learning, peer support, ICT 
and learning communities

• Part time trainers and their qualification to teach

• Quality assurance/quality development

• Adult learners at the centre (corporate-
vocational-non work related)

Edited by Scienter - draft version 20/03/09

What definition of the field?

Full time  trainers + part time trainers 
(having a different main job)

Supporting adult learners in their

Professional development

across

Formal + non-formal + informal learning

Starting from financial services sector but looking 
out at other sectors as well

Edited by Scienter - draft version 20/03/09Edited by Scienter - draft version 20/03/09

Results of sector level consultation

• Questionnaire: 13 participating Banking Institutes
(Belgium, Cyprus, Finland, Hungary, Italy, Netherlands, Poland, 
Portugal, Scotland, Spain, Switzerland)

Question Origin of 
Trainers

Formal

Regulation

Pressure 
towards 

regulation

Sector 
Certification / 
qualification

Main 
comptences

Measurement

Response

Professional 
trainers

(± 20%)

25% regulated

50% sector 
initiatives -
25% formal 
regulation

58% formal 
certification

• training 
experience

• presentation 
skills

• communication 
skills

• didactic skills

• Technical 
expertise 
(<x years)

• Entry training

• Participants 
questionnaires 
(52%)

• Examination 
results

• Observation
Finance Experts

(80%)

75% no formal 
regulation 25% no pressure

42% no, or 
informal 

validation

Edited by Scienter - draft version 20/03/09

What qualifications do exist?

• Several national, both “professional network”
and “institutional”

• No established European qualification, 
although several projects aimed at a 
European framework

• Substantial overlapping, but no common 
framework really agreed
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Edited by Scienter - draft version 20/03/09

Are qualifications regulated?

• Government (seldom)

• National lead bodies (in certain countries e.g. 
UK)

• Professional networks (more frequently)

• Academic titles (rarely specific for the training 
of adults)

Edited by Scienter - draft version 20/03/09

How successful are qualifications in 
terms of numbers? 

• Difficult to get clear evidence for most
qualifications

• To be developed with the help of Advisory
Board and Stakeholders community

Edited by Scienter - draft version 20/03/09

Who provides which certificates of 
qualifications?

• In many cases the same bodies which provide 
training/higher education

• “Pure” examination bodies exist only in a few 
EU Countries

• Title-based, test-based, experience based

• The issue of “seniority levels” in existing 
certificates (e.g. IRE)

• Certificates for newcomers and experienced 
trainers

Edited by Scienter - draft version 20/03/09

Who are the main actors?

• Professional networks and associations

• Teachers colleges/universities

• National qualifications authorities

• National and regional governments

• Sectoral unions for teachers/trainers

• Employers

• European Union (Mutual learning group on TT, adult 
learning action plan, LLL Programme, EQF)

• CEDEFOP - TTNet

Edited by Scienter - draft version 20/03/09

Profiles and processes
starting point Nov 2008

PROFILESPROFILES

 “Classroom” Teacher 
(content Expert)/ 
Designer/ Planner

 Training Project Manager

 Centre / Function Manager

 Trainer of Trainers

 E-tutor

 Counsellor / Coach / Mentor / 
Mediator / Facilitator

PROCESSESPROCESSES

 Diagnosis

 Design 

 Delivery

 Evaluation and 
Monitoring

 Marketing

 Quality and Research

 Coordination and 
Management

 Administration

 Support / Personalise
Edited by Scienter - draft version 20/03/09

The processes/profiles matrix

 The matrix we present you can be used to
serve 2 different objectives:

 Mapping and matching the profiles and working 
processes that are acted in the training sector How
it is observable

 Defining the competences that are needed and 
therefore aimed to be developed through training. 
How it should be

Edited by Scienter - draft version 20/03/09

Operational map linking profiles and 
working processes

PROCESSES

PROFILES

Edited by Scienter - draft version 20/03/09

Framework for competences
development

PROCESSES

PROFILES
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Certified Competence format (1/3)
Overview of the Competence Area or Profile

This template may be used for  a Competence Area (e.g. Complianc e), with several possible roles, or to a specific profile 
(e.g. Compliance Officer).

In the latter case, please specify the recommended EQF level recommended 

Overall introduction to the Competence Area and/or Profile

COMPETENCE ROLE: [Please insert Title (e.g. Compliance Officer)] [if applicable, allocate an EQF Level]

Core Competences, articulated in Elements of Competence 

Competence 1. [please insert competence] 

1. Element of competence 1

2. Element of competence 2

3. Element of competence 3

4. …

Competence 2. [please insert competence]

Competence 3. [please insert competence]

Competence 3. [please insert competence]
… Edited by Scienter - draft version 20/03/09

Certified Competence format (2/3)
TEMPLATE STRUCTURE [please duplicate this template for each competence analysed] 
 
Name of the competence: [please insert here the competences names as listed In Competence description] [if applicable, refer to level C 
sectorial competence what does it mean] 

Please position the red circle upon the section 
to which the competence refers to. 

 
Elements of competence [an element is a component of the competence, it is the building block of the competence: 
identifying the elements  
that composes the competence, helps in providing the description of that. Normally the ideal number of elements to be identified is 
between 3 and 8] 

- … 
- … 

 
 
 
 
Please breakdown the competence description in the following section (the breakdown in knowledge/skills/attitude is easier if done 
following the list of the identified elements of competence).  
Please note that the sector specific and country specific elements are not compulsory, but available if needed. 
 

Knowledge Skills Attitudes 
[domain of knowledge]  
[Knowledge of facts, principles, processes and general concepts, in a 
field of work or study] 

[domain of skills] 
[Cognitive and practical skills required to accomplish tasks 
and solve problems by selecting and applying basic methods, 
tools, materials and information] 

[domain of behaviours and attitudes] 
[Take responsibility for completion of tasks in work or study adapt own 
behaviour to circumstances in solving problems] 

 
Competence Description Updating Requirement: [please note that this part is for those experts who define the competence 
description. It does not refer to the validity of the Certificate for the applicant. Only choose one of the following levels; add notes if 
you think something relevant should be underlined] 
Level 1 Needs to be reviewed every 5 years  
Level 2 Needs to be reviewed every 3 years  
Level 3 Needs to be reviewed every year  
 

Sector specific elements Context specific elements 
[This box does need not be filled, but it is available if additional elements of knowledge, skills or 
attitudes which are distinctive of those specified in the previous columns are required. When the 
formers are general, it may refer to FSS sector specifications. If the formers are already FSS specific, 
it may mean specific to bank, insurance or other financial services ] 

[Specific elements of context affecting knowledge, skills and/or attitudes. This area does not need to filled but 
is available to organisations in order to customise competence description to fit the culture and needs of the 
specific organisation] 

 

Sectorial  
competences 

General 
competences 

New  
trends 

LLL 
Key C. 

Edited by Scienter - draft version 20/03/09

Certified Competence format 
(3/3)

[For each core competence identified above, please fill in the table below an duplicate it for each core competence] 
E.g. Competence 1:  Identify compliance implications of rules, regulations and legislature for the business 
 
PERFORMANCE DESCRIPTION 
 
The candidate is able to 

 
Key activities  

 

 
Key Performance Indicators  

 

 
Type of competence 

 [please insert the key activities relative to the role. See example below] 
• Identify all laws, regulations and rules relevant for the business of your 

organisation, including the adopted Code of Ethics and corporate culture 
• Monitor the regulatory environment: monitor upcoming new rules and 

legislature, both at European and national level, that might be relevant 
for the business of your organisation 

• Identify the implications of regulation and legislation for the business 
• Advise on the regulatory implications of business strategies 

− [please what are 
considered the best 
performances for those 
activities] 

− Knows where to find needed 
information quickly 

− Has a good grasp of the 
goals and mechanics of the 
business 

− Refers to expert advice 
where needeed 

[Insert if the competence is 
referred to the specificity of 
the sector or if it is a 
transversal competence valid 
for all sectors]  

Description updating 
requirement  

[please insert the obsolescence of the description and how often it needs to be updated. E.g. Every year] 

Knowledge Skills Attitudes 
 

Sector specific elements Context specific 
elements 

[please insert all relevant knowledge 
required to perform] 
- The Organisation’s own rules, procedures 

and codes of conducts, including Code of 
Ethics 

- The business strategies, policies and 
models of the organisation 

- Products and services offered by the 
organisation 

- Internal control systems and processes; 
 

[please insert all relevant practical 
skills required to perform] 
- Presentation skills 
- Analytical skills 
- Computer skills 
- Report writing skills 
- Ability to synthesize based on 

analysis  

[please insert 
behavioural and 
personality traits] 
- Integrity  
- Accountability 
- Autonomy 
- Transparency 
- Inclusiveness 
- Initiative 
- Service orientation 
-  

[ This box does not need to be 
filled, but it is available if  
additional elements of knowledge, 
skills or attitudes that connotate 
those specified in the previous 
columns are required. When the 
formers are general, it may refer to 
FSS sector specifications. If the 
formers are already FSS specific, it 
may mean specific to bank, 
insurance or other financial 
services ] 

[Specific elements of 
context affecting 
knowledge, skills 
and/or attitudes. This 
area does not need to 
filled but is available 
to organisations in 
order to customise 
competence 
description to fit the 
culture and needs of 
the specific 
organisation] 
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Possible questions for the 
Concertation Seminar

• How regulated should the Adult Trainers profession
be? Is there a career path?

• What are the most important change factors and new 
competences required in the professional A.T. 
qualification?

• Which competences make a content expert a good
trainer for workers?

• Integrating formal – non formal – informal learning: 
how is it possible?

• Learning outcomes revolution: implications on A.T.  
profession requirements?

• European framework vs. National / Sectoral
specificities

Edited by Scienter - draft version 20/03/09

4 Criteria for the selection of 
the profile

1. Relevance in the Financial sector

2. Gap in the certification system

3. Potential market

4. Easy to verify/validate in the sector

Edited by Scienter - draft version 20/03/09

Thank you for your
attention!
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