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1. Introduction
The current document "Skills Toolkit" has been designed within the AMICO “A new
Alliance for Mobility InComing and Outgoing” project, a Strategic Partnerships for
higher education, cofunded by ERASMUS + programme.
Skills Toolkit contains a methodological guide to support mobility orientation
specialist’s activity; a professional who works in job guidance corners in order to
foster skills matching in the European ICT market.
Mobility orientation specialist’s main tasks are:
 Designing individual and group mobility interventions, looking after to
previously analyze service needs and economical faceability;
 Rebuilding individual skills asset, analizing and appreciating, on the basis of a
integrated view of qualitative and quantitative information emerged from
interviews, individual resources and interests, fostering a critical view of job
market, that may help to define individual goals.
 Driving people thoughout the individual project provision, supporting them in
the research process, self-couseling and critical view of information about
learning and vocational opportunities in Europe, useful for the action plan to
be implemented and succed.
In such framework, rebuilding and analyzing individual skills is extremely crucial1.
1

a) “knowledges”: Result of the assimilation of information through learning. Knowledge is a set of facts, principles,
theories and practices related to a field of work or study. In the context of the European Qualifications Framework,
knowledge is described as theoretical and / or practical;
b) “skills”: Indicate the ability to apply knowledge and use know-how to complete tasks and solve problems. In the
context of the European Qualifications Framework, skills are described as cognitive (including the use of logical,
intuitive and creative thinking) or practical (including manual skills and the use of methods, materials, tools);
c) “competences”: Proven ability to use personal, social and / or methodological skills, in work or study situations and
in professional and personal development. In the context of the European Qualifications Framework, competences are
described in terms of responsibility and autonomy
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The orientation specialist can act effectively in mobility guidance if he or she is able
to identify user attitudes and expectations while at the same time enhancing
awareness of their learning. This reconstructive activity of experiential and cognitive
biography, on one hand, helps the user to increase awareness of his learning, on the
other hand, supports the orientation specialist in the identification of possible
mobility paths aimed at job placement, retraining or professional development and
career development, depending on the type of user.
Taking this premise into account, the current"Skills Toolkit" offers methodological
cues and practical tools for:
- Individuationof learning outcomes acquired by the person through nonformal and informal learning;
- To produce and organize learning outcomes documentation for the purpose
of employment
The purpose of the "Skills Toolkit" and the methodological system itself adopted by
AMICO is more relevant if it is related to the strategic mission of the project, i.e. to
increase visibility and to contribute to enhance the convergence process of Skills ICT
in the European context, making it visible and attributing an appropriate value to
the results of non-formal and informal learning in the ICT sector.
The development of the "Skills Toolkit" methodology started with the most
demanded "profiles" from the job market in Europe. The analysis of the AMICO
survey revealed a substantial fragmentation and incompleteness of job description
produced by businesses.
From AMICO analysis, the most demanded ICT skills in Europe are related to the
following profiles: 1. “mobile application developer”, 2. web business analyst, 3.
web community manager, 4. web content specialist, 5. web advertising manager.
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Vacancies, monitored for one month in each partner country of the AMICO
consortium (Italy, Spain, UK and Germany), have been reclassified and referenced to
IWA/HWG profiles2. Infact, IWA has designed “E-Competence Framework 3.0”. This
is a framework that has come from years of study and transnational comparisons
between European ICT experts and Human Resources, systematically gathered by
the ECS(European Committee for Standardization) in the Workshop on ICT Skills.
E-Competence Framework 3.0 is therefore a collection of profiles that, in AMICO,
serves as a reference repertoire for the transparency of the skills of people aiming
to work in the ICT sector.

What skills will the mobility consultant need to put in place? The AMICO consortium
believes that in the light of the development of validation systems in Europe, it is
now possible to outline a path of systematization of individual competences,
resulting from formal, informal and informal learning, of a specialized and cognitive
nature. These are, above all, the cognitive competences, which represent the most
important challenge of transparency, as they are the precondition for the
implementation of technical-scientific competencies. Cognitive Skills are a set of
cognitive and practical skills to produce solutions in a work or study environment.
It is worth pointing out that the "Skills Toolkit" is a work in progress, the final version
of which will be based on the experimentation of the Welcome Mobility Service,
which will test the tool, both with users and with business.

2

The association, besides working on Web standardisation in the W3C (World Wide Web Consortium), is
recognised by ECS (European Committee for Standardization) as standardisation entity for recognizing Web
professionals [CEN-06]. IWA’s activity in professional certification has been recognised since 2006 from
European Centre for the Development of Vocational Training (Cedefop) [CEDEFOP-01]
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For the elaboration of this "Skills ToolKit",the recent work CEDEFOP (2016)3on
Validation of Learning: "Guidelines for the Validation of Non-Formal and Informal
Learning"has been taken as a methodological reference tool, which is the first
update following the Council of Europe's 2012 Recommendation on Validation of
Non-Formal and Informal Learning.
2. Framework of the approach
The 2012 Council Recommendation on validation of non-formal and informal
learning proposes a fairly systematic approach to validation, in order to give more
visibility and value to learning beyond the formal education and training contexts. A
key objective of the 2012 Recommendation is that Member States cooperate on
national validation modalities by 2018, so that all citizens can be recognized as they
have learned in non-formal and informal contexts, identified and documented in
appropriate documentation, so, if they wish, they can proceed to its assessment and
certification.

The importance of this recommendation lies in the fact that validation systems have
the potential to engage and bring benefits to all citizens. They can counteract
unemployment, help reduce the imbalance between demand and supply of skills
and increase social cohesion. Validation can be crucial in helping an unemployed or
at risk of losing a job, because it offers citizens the opportunity to communicate the
value of their skills and experiences to potential employers or to be recognized
when they take a new formal education path.

3

Cedefop (2016). European guidelines to non formal and informal learning validation. Luxemburg: Press
office.
Cedefop reference series; No 104.
http://dx.doi.org/10.2801/280994
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In European evaluation systems, the transparency of non-formal and informal skills
represents a segment of the "process of identifying and validating" competences4.
This process is a service aimed at recognizing the skills acquired by the person
through reconstruction and assessment of formal learning, even in the event of a
break in the formal, non-formal and informal learning path. It is essential to bear in
mind that a key feature of validation is that it is a "process of confirmation by the
competent authority of the acquisition of a learning outcome measured in relation
to an appropriate standard" (EU Council , 2012, p. 5). Validation essentially wants to
show the richness and diversity of what has been learned by a subject. Learning
often takes place outside the formal education and training contexts, mostly in the
workplace or in the pursuit of a recreational activity, and is often underestimated
and ignored. Second, validation aims to attribute a value to what the subject has
learned, regardless of the context in which learning has taken place5.
This process, if carried out by an authorized body, may be completed6:

4

In Italy, in compliance with the provisions of the Legislative Decree of January 16th 2013, n.13 and of
further Legislative Decree of June 30th 2015, Regions have committed themselves to the definition of
procedures for the implementation of the Regional Certification System (RCS) , which will, once in the
process, ensure recognition and spendability of skills acquired by citizens in a formal, informal and informal
context.
5
In Italy, this process must be carried out by a licensed body, namely Employment Services and (in the
Regions where provided) the accredited training bodies for the recognition of training credits.
6
Competence attestations can be graduated on three levels, borrowing such definitions from cognitive
domain from quality certifications in which:
-

in the Part One approach, the primary role is played by the manufacturer of the good or Provider of the
service that guarantees the quality provided - in the case of skills the self-employed citizen knows how to do
and is able to do, for example the CV;

-

Part Two approach where the responsibilities associated with quality construction and quality assurance are
primarily used by the user - in the case of skills, the responsibility of a certified professional who issues a
validity certificate;
the Third Part approach, where all major quality assurance and certification functions, as well as some supporting
functions for its construction, are carried out by independent operators - in the case of competences, responsibility is
assumed by a regulatory public or private body (nature depending on the different national law).
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- with the issue of the Validation Document, which has the value of a public
document, as well as attesting at least second part,
- or continue, if provided, with the competence certification procedure,if the
person requests it.
The identification and validation of learning takes on a unified nature with reference
to the procedures for recognition of training credits and competence certification.
In this way, the AMICO toolkit is inspired by the Commission's recommendations
and practice in the partner countries of the Consortium, whereby the
methodologies of identification and transparency are mutually adapted and adapted
to the context. AMICO has in fact, as a reference framework, a fourth area not
identified by the Cedefoop guidelines(2016)7, namely work accompaniment, and in
particular mobility projects, aimed at matching the demand and supply of ICT skills
at European level.
AMICO can not therefore be defined as a path leading to formal validation of
learning, because the trial process is not acted upon by a subject titled to validate.
But, it is likely to imagine that - beyond the life of the project - the methodological
plant can be acquired and exploited also by subjects titled to the formal validation
of learning.
The methodological approach - developed by AMICO in relation to the ICT sector can be generalized in all the productive sectors where there is a repertoire of the
learning outcomes to which is possible to apply the measurement of non-formal and
informal learning; in other words where there is an appropriate measurement
standard.
The formal process of identifying and validating skills is articulated in 4 steps:
7

Cedefoop guidelines (2016) identifies three areas of validation: 1. Training and vocational system,
companies and the world of volunteering. Between the lines, however, the importance of the process is
also emphasized in work accompaniment actions.
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1. Identifying learning outcomes acquired by the person through non-formal and
informal learning;
2. Documentation of learning outcomes acquired by the person through nonformal and informal learning;
3. Assessment of learning outcomes acquired by the person through non-formal
and informal learning;
4. Certification of the learning outcomes acquired by the person through nonformal and informal learning in the form of qualifications or credits that
contribute to obtain a qualification or, where appropriate, in some other form
(Council of the European Union , 2012, p. 3, points 2a-2d).
By moving this path into AMICO experimentation, phase 1 and 2 will be carried out
by the Mobility Consultant on the basis of this skills toolkit, while phase 3 and 4 will
be entrusted to companies hosting or employing workers. Therefore, in AMICO the
"appraisal" of the learning will be "regulated" by the market, while the
"certification" will be an enterprise. In other words, in AMICO, the result of the
evaluation is realized in the eventual recruitment, while the employment contract
assumes the function of "certification”.
Phases 1 and 2 will be included in the European e-Competence Framework eCFrepertoire; each profile of the repertoire highlights, in fact, the learning outcomes
that relate to the measurement of non-formal and informal learning. E-CF, in
AMICO, represents the standard of identification and measurement of learning.

3. European e-Competence Framework e-CF
European e-Competence Framework (e-CF)Represents an important achievement
in the ECS ICT Skills Workshop. E-CF is a first significant response to the
requirements of standardization and guidance for ICT practitioners (beginners or
experts) for their business, training and developing across Europe.
9
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E-CFsupports the definition of jobs, training courses, qualifications, career paths,
formal and non-formal learning paths, certifications, etc. in the ICT field. In this way,
ICT providers at local, national, European and global level, user companies as well as
training and certification entities have access to and use a common and shared
reference.
E-Competence Framework is structured in four dimensions. These dimensions
reflect different levels of business requirements and HR planning and incorporate
guidelines for defining work skill levels. The dimensions, which will be deepened in
the document “tool for discover enterprises needs”,are structured as follows:
 Dimension 1: five areas of e-Competence, drifted from ICT business
processes: PLAN (Pianificare) – BUILD (Realizzare) - RUN (Operare) - ENABLE
(Abilitare) -MANAGE (Gestire);
 Dimension 2: set of e-Competence reference for each area, with a generic
description for each competency. The 40 competencies identified in total
provide the E-CF 3.0 reference definitions;
 Dimension 3: capacity levels for each e-Competence: they are articulated in eCompetence levels from e-1 to e-5, and relate to EQF levels from 3 to 8;
 Dimensione 4: examples of Knowledge (conoscenza) e Skill (capacità): they
are related to dimension 2 of e-Competence.
These examples describe the context by adding value to the Framework and, in any
case, should not be considered exhaustive.
While skill definitions are explicitly assigned to Dimensions 2 and 3 and the
examples of Knowledge and Skill are present in Dimension 4 of the Framework,
attitudes are inserted in all three dimensions.
With the elements of the framework it is possible to identify the competences of
individual subjects by cataloging them uniquely. At European level and later with
national technical standardization, families of first-generation professional profiles
10
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were identified, following 23 professional second generation ICT profiles. Since
these profiles may be unsuitable to cover all possible specializations, further
profiles, defined as third generation, are foreseen. The thing that shares all of these
profiles is the type schema used for cataloging, with well-defined fields, as is the
European CV format.

The basic concepts of the framework are "Results and Deliverable”:
- An ICT Profile is defined by means of a Deliverable List, either in terms of
liability, ownership or contribution;
- A Deliverable is a predefined result of a task in a work environment;
- A Deliverable has a Responsible but can have many Contributors;
- A Deliverable can or can not be seen by the user, it can be either intermediate
or final, but must always be physically observable.
Generally speaking, a “Deliverable” is the result of an activity.
Profiles can contribute in a variety of ways to the production of a "Deliverable".
Deliverables are an important attribute in profile definitions; using them we can
target mission, task and skills to illustrate observable results. Deliverables must be
"observable”.
For example, the "Account Manager" mission is to "build business relationships" and
it is therefore a logical consequence that "business relationships" are a deliverable.
However, the deliverable definition does not include quality attributes such as
"Good Commercial Relations". Quality factors are only significant if they can be
measured.
The template specifications for each profile contain the following definitions:
A title to name a profile;
- A synthetic phrase to indicate the main purpose of the profile;
11
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- A mission to describe the rationale of the profile;
- A list ofdeliverables(maximum 5 to focus on the principal, with the notation
of the level of responsibility - manager, developer or contributor) which must
be produced from the profile;
- A list of tipicaltasksthat must be run bu the profile;
- A list of the necessary e-competences (from e-CF) to succeed in the mission;
- A KPI (Key Performance Indicator)Areato suggest how to use specific
indicators that can help measure performance and its outcomes in the
mission.
Profile Card Template
Profile title

Synthetical
definition

Mission

Give a commonly used name to the profile.
Indicate the main objective of the profile.
The purpose is to present all interested parties and users a brief, concise description of the
specified ICT Profile. It should be understandable by professional ICT, managers and HR staff.
The structure should consist of a short sentence (up to about 15 words). It should not repeat
the full name of the ICT Profile. It should provide a description of the main activity of the work.
Describes the main reason of the profile.
The purpose is to specify the working role defined in the ICT Profile. It should represent the job
context within the organizational structure. The following verbs can be used within the
description or at least to structure the thought of how to express the mission: Guarantees,
Assures, Contributes.

Deliverable Accountable (A) Responsible (R) Contributor (C)
Guarantees
Assures
Contributes
Characterizes the profile with the main deliverables.

The aim is to illustrate the ICT Profile and to explain its relevance also from the perspective
of a non-ICT perspective. It also adds the dimension of responsibility by following the RACI
model. Only select the most important deliverables that help illustrate the ICT Profile, no
more than 5 in total (A, R, C set). Please refer to the level of responsibility - A guarantees, R
assures, C contributes - that must be assumed from the profile.
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Main tasks

Lists typical tasks provided by the profile.
A task is an action taken to achieve a result in a largely defined context. Tasks can be
associated with dates, resources, goals, specifications, and / or expected results. These
elements depend on the context of the task and may be omitted, but action must always be
described. A task is defined by a brief description using a verb and the object or object of the
action. Do not put more than 10 in the list. SELECTION CRITERIA: A task contributes to the
definition of the Profile.

E-CFcan be defined as a predominantly occupational standard, as it follows the logic
of the labor market. This standard focuses on the type of job to be carried out, how
it is executed and how it is achieved in the job context. They exist in all European
countries but each country has its own style in terms of derivation and presentation.
E-CF seemed to us the most advanced one in Europe8.
A standard based on learning outcomes, which expresses what a candidate should
know and be able to do, is generally a better benchmark for validation because it
implicitly recognizes that a result can be achieved in different ways. However, the
use of learning outcomes is not synonymous with success. If formulated in a
restrictive way, you risk not to take important facets of individual learning
experience; if formulated in the general sense, it is likely that the evaluation will lose
its orientation, resulting in a lack of consistency and reliability.

8

The employment standard ideally opposes the standard of education / training. The latter follows the logic
of education and training and focuses on what people need to learn about, how to learn and how to evaluate
the quality and content of learning. Traditionally, this type of standard is formulated in terms of inputs
(subjects, study programs, teaching methods, processes and evaluation), but the transition to learning
outcomes in most European countries has Education use increasing use of principles that are typically based
on employment standards.
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E-CFseemed to be to AMICO actors an occupational standard that could also take
into account learning-based standards, skill-specific balance of work / skill, and
cross-skills and competences.

As mentioned earlier, E-CFis linked to EQF; the competence levels defined in E-CF
are related to the levels defined in EQF. The relationship between EQF learning
levels and E-CF competence levels has been systematically developed to allow
coherent interpretation of the EQF in the ICT work environment. The E-CF correlated
the levels of capacity to the results of the formation of the EQF. Although the
combination of e-skills levels from e-1 to e-5 with EQF levels from 3 to 8 is not
perfect, however, it facilitates the necessary convergence between skills in the
entrepreneur's perspective and the results of the e- Learning obtained through
training.
Competence
levels –
e-Competence
Framework
Competence
levels
EQF
Type of
qualification
EQF

e-1

e-2

e-3

e-4

e-5

3

4e5

6

7

8

Professional
qualification
certificate

(4) Professional
technical diploma
Lyceum diploma
Diploma in
technical
education
Diploma of
professional
education
Technical
specialization
certificate
(5) High School
technical diploma

Masters
degree
diploma

Bachelor degree
diploma
First level master
Specialization
academic degree (I
level)
Specialization
diploma or master
(I level)

PhD
Academic diploma in
research training
Diploma di
specializzazione
Academic master(II
level)
Specialization academic
degree (II level)
Specialization diploma
or master (II llevel)
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To illustrate the difference in level we can use the example of a person holding a
PhD; this is equivalent to EQF level 8. However, this person is not automatically able
to apply his / her knowledge, skills and behaviors at the e-competence level e-5.
Competence requirements for the role to be played in a position need more than
obtaining a formal qualification. The experience and proven ability to act in complex
situations, etc., must be considered.
However, the language structure adopted in e-CF can relate to the results of the
training. In this way, possible links between skills (European E-CF) and learning
outcomes (EQF) are made transparent and objective.

In companies,it’s easy to find definitions of identical professional profiles that match
different operational tasks and vice versa. In addition, both the definition and the
description of tasks are often inadequate to describe the skills required at the
workplace. ICT market environments are complex and change continually;
complexity and constant change make the structures of work-related structures
rigid and ineffective in describing tasks and activities in the international arena. On
the contrary, skills are sufficiently wide to represent complexity and to adapt
themselves to the various organizational structures. Identification of expertise helps
to make small (tuning) changes as well as allowingto plan the future. In addition,
combinations of different skills can produce a variety of professional qualifications
that can meet your business needs, providing flexibility and personalization.
The contribution provided by the European e-Competence Framework is to provide
broad and general e-Competences that can be tailored and personalized in the
different contexts of ICT business; the contribution that AMICO TOOLKIT intends to
pursue is to encourage the meeting of demand and supply of ICT skills on a
European scale, using the E-CF repertory as a measurement standard.
In conclusion, we can say that in AMICO, the European e-Competence Framework
15
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plays a key role in supporting project managers and businesses to better identify
and evaluate the skills of each profile than the dimensions investigated by the tool:
PLAN (PIANIFICARE) - BUILD (REALIZZARE) - RUN (OPERARE) - ENABLE (ABILITARE) MANAGE (GESTIRE), representing a European tool that makes the learning
outcomes standard.
4 Identification and bringing transparency to skills
Validation necessarily begins with the identification of the knowledge, skills and
skills acquired by a subject. This process should be associated with the progressive
growth of the user's awareness of the learning outcomes that are already in his
possession. This phase is crucial as learning outcomes vary from person to person
and can be acquired in different contexts: at home, during work or in carrying out
volunteering activities. For many, discovering and becoming aware of their abilities
is in itself a precious result of the process.
Identifying unconventional nature of non-formal and informal learning poses a
considerable methodological challenge. Methodologies and methods should be able
to contemplate the unforeseen and not conceived in a way that limits the
knowledge, skills and competences that can be taken into consideration. The
identification phase often requires active engagement of consultants and advisers to
initiate a dialogue with the candidate and address it to the most appropriate options
and tools. Obviously, a talking and dialogical approach is more expensive than tests
and questionnaires, but potentially of greater value to the candidate.
The documentation generally follows the identification phase and provides the
presentation of evidence of the learning outcomes achieved. This can be done
through the 'compilation' of a portfolio that includes a CV and the career
development of the subject, with documents and / or examples of work attesting
the results obtained.
16
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It is useful to distinguish between methodologies to gather evidence (exams,
examinations, conversation-based methodologies, observations, simulations,
evidence from work) and documentation and presentation methodologies (such as
'living testimonies', CVs, third party statements and portfolio ). Although this
distinction is not always clear (the production of a portfolio may itself be considered
as evidence of certain competences), it takes into account the different nature of
the methodologies intended to give visibility to individual competences or to
present the evidence gathered.
Evaluation tools and methodologies should pursue clarity and accuracy and be the
most unique and least possible judges. They are important qualities to generate
trust, the foundation of the valid process.
4.1 Tool to collect evidencies
CEDEFOP Guidelines (2016) specify the tools and assessment methodologies to be
used to ensure clarity and accuracy and be the most unique and least possible
judges9. In CEDEFOP methodologies, AMICO suggests the adoption of three
approaches, that are meant to be used simoultaneously, when possible.
9

European guidelines for the validation of non-formal and informal learning by CEDEFOP (2016) among the
evidence collection tools also mention other methodologies that the AMICO consortium did not consider
appropriate to acquire for the identification and the transparency of competences, considering them more
useful in the evaluation phase that is delegated to businesses.
Tests and examinations
Tests and examinations have the advantage of being familiar, socially recognised as valid and reliable. Tests
are also relatively cheap and quick to administer, when compared to some of the other methods. Tests and
examinations can be linked to education standards more straightforwardly than some other methods.
However, tests can be intimidating for those individuals who have had negative experiences in formal
education or have poor verbal/writing skills. Some country reports in the 2014 inventory have argued that
this method measures relatively superficial knowledge and learning, and that some skills and competences
acquired through non- formal and informal learning may not be picked up through this method. For some
occupational areas, for instance journalism or law, tests and examinations will normally be relevant for
capturing the competences of individuals. In other areas, where practical skills and competences are
essential, the potential of tests to assess competences is more limited .
Observations
Observation as a method means extracting evidence from candidates while they perform everyday tasks.
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4.1.1. Dialogue or conversational methods
Conversational methods of assessment are divided into two main types: interviews
and debates (or ‘discussions’). A presentation followed by an interview/debate is
also relatively common. Interviews can be used to extract further information
documented through other means and probe documented knowledge, skills and
competences. It has been argued that interviews could be considered to have a
‘supporting function’, which allows for further exploration, instead of being a
primary means to elicit non-formal and informal learning.
However, interviews can have an important role in themselves at various stages of
validation, and can be very useful tools at the time of identification of acquired
This approach, judged by a neutral assessor, has relatively greater usage in the private sector, but is
spreading to other areas as well.
The validity of observations can be high and can give access to competences dif cult to capture through
other means. Observations have the advantage that sets of skills can be assessed simultaneously, and
measurement be valid. They are also fair, as people are not detached from their usual work environment
and placed under additional stress before the assessment. Nevertheless, assessor bias may exist as
personal characteristics of individuals and their workplace are revealed during the process, which may in
uence the assessment outcome.
Observations are not always possible due to characteristics, safety, time constraints and other factors. They
may also be time-consuming, in particular if there is more than one assessor. Further, because observations
are grounded in everyday practice, information obtained through them for assessment of an individual may
be context-specific rather than subject to generalisation.
Simulations
In simulation methodologies, individuals are placed in a situation close to real-life scenarios to have their
competences assessed. In some cases they are used when observations are not possible. Their use,
however, is constrained by several aspects, particularly costs. Some situations cannot be observed in real
life, for security or other reasons: examples are reaction of aircraft or bus pilots to extreme weather
conditions or a motor/engine failure.
The use of simulations, in the same way as observations, scores high on validity. However, simulations can
be more complex to organise and more expensive than other validation methods; they normally require a
large amount of study and job analysis to be prepared properly. The higher the level of ‘realism’ of the
simulation, the more effective the assessment will general be. Simulations can solve part of the problems of
observations undertaken at work as they can place individuals in various contexts, increase assessment
validity. The reliability and fairness of this method are often considered high.
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competences. When they take place early on in the process they can be used as a
screening tool, to check whether further mechanisms to extract evidence should be
applied. Such early interviews can have some summative elements, but they can
also concentrate on clarifying options, standards and other key system aspects to
the applicant. Their formative character can also be pronounced, and lead these
interviews to be close to ‘structured guidance sessions’.
Interviews can have a higher degree of validity than tests and examinations as they
enable dialogue – so can avoid misunderstandings in the formulation of questions –
and also probing. However, they can be less reliable than tests and examinations
unless appropriate protocols are implemented as different interviewers (given their
experience, personal characteristics, interviewing style) may affect the interview
outcome. They can also be less fair than exams (in particular when the assessor does
not have any previous information about those who are being examined, which can
be the case in validation initiatives), as assessors can be in uenced by the personal
characteristics of interviewees. Assessors’ experience, communication and
facilitation skills, and their thorough knowledge of the assessed learning outcomes
(so that relevant and appropriate information can be extracted), are vital to the
resulting validity, reliability and fairness.
4.1.2. Declarative methods
Declarative methods are based on individuals’ independent identification and
recording of competences (sometimes against given criteria and sometimes not).
However, the declaration is normally signed (verified) by a third party. The
assessment results are then recorded, for instance in an individual book of
competences but this could also be in a CV or a similar document. Declarative
methods are often well suited for formative assessments or as preparation for
identification of competences before summative assessment take place.
Declarative methods are also flexible, enabling individuals to reflect on their
knowledge, skills and competences at their own pace. However, sometimes these
19
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processes may suffer from lack of validity and reliability, due to the absence of
external objective assessment. In practice, the validity and reliability of these
methods depends on the existence of clear guidelines or standards for the individual
to use, on the provision of support or ‘mentoring’ during the preparation phase, and
on the individual’s ability to provide a realistic assessment of his/her own
competences. Help from counsellors can increase the fairness of this method, in
particular as individuals from different backgrounds may have different ways of
presenting their skills and competences. Counsellors can help to moderate the
importance of such biases in the reporting of individuals’ own learning.
4.1.3. Evidence extracted from work or other practice
Here a candidate collects physical or intellectual evidence of learning outcomes
from work situations, voluntary activities, family or other settings. This evidence
then forms the basis of validation of competences by the assessor. Evidence from
work can also include written work, such as essays or transcript reviews. Such
evidence is different from observations in that the candidate selects what is to be
assessed, and how that evidence has been produced is not necessarily observed by
the assessor. The validity of the method may be lower than that of observations,
unless it is complemented by checks confirming that the evidence is indeed the
product of the work of the candidate. Evidence extracted from work can be usefully
accompanied by a declaration (see Section 5.2.3) explaining the knowledge, skills
and competences demonstrated in the evidence, to aid assessment and make it
more valid and reliable.
Because of the way evidence is selected (by the learner), assessors need to be aware
that they are likely to be judging the best of the work of the candidate, rather than
his/ her average performance. The fairness of this method is generally deemed to be
similar to that of observations.
4.2 Tools for presenting evidence
Evidence extracted through the methods outlined in the previous section needs to
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be documented during validation. Documentation not only enables assessment but
can be seen as an independent outcome of validation, for example supporting jobseekers. A key challenge is to develop documentation methods that have credibility
and legitimacy across different sectors and institutions, relevant to the workplace
and the education system. Cedefop (2016) suggest three types of tools:
4.2.1. CVs and individual statement of competences
CVs are probably the most common way to document individual knowledge, skills
and competences. They are often used in both job and education applications and
they differ considerably from country to country and by economic sector. CVs can be
mere European guidelines for validating non-formal and informal learning
declarations or statements of individuals’ qualifications as well as experience or also
identify the competences derived from these, – as some sections of the Europass CV
do. Individual statements of competences can be aided by competence checklists, or
in CV formats that include structured competence sections.
4.2.2. Third party reports
Third party reports for validating non-formal and informal learning can adopt
various forms. They can include reference letters (or audio/video declarations) from
supervisors, employers and/or colleagues and performance appraisals by
companies. The latter are quite common but, as discussed in Chapter 4, are not
always designed to be used outside the enterprise. The implication of this is that
employees sometimes have difficulty in proving their real level of work experience,
particularly where their actual performance – and thus skills and competences –
exceeds that indicated by the formal job title. Employer reports can help to
document the actual tasks performed .
4.2.3. Portfolios
Portfolios are one of the most complex and frequently used methods to document
evidence for validation purposes. Portfolios aim to overcome the risk of subjectivity
by introducing a mix of instruments to extract evidence of individuals’ competences
and can incorporate assessments by third parties. They provide the audience with
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comprehensive insights into the achievements and successes of the learner. There is
evidence of a recent increase in the importance of portfolios. The portfolio method
tends to be process-orientated, with much evidence that the selection process
included in portfolio building promotes self-assessment and focuses students’
attention on quality criteria. Some countries that provide national guidelines for
validation, rather than prescribe validation methods, recommend a stage in the
process which involves some form of assessment of the content of the portfolio by a
third party (such as a jury) to ensure greater validity. Introduction of third party
assessment does not solve all problems. Quality assurance processes should be in
place to ensure consistency and transparency of third party assessment and equality
and fairness in the validation process for all candidates.
Portfolios can include evidence extracted through a combination of methods. It is
argued that the kind of reflection and investigation associated with portfolio
methods empowers people undergoing validation, which helps them obtain jobs or
choose appropriate further education. Portfolios can be developed to help
disadvantaged people out of social exclusion or into employment by considering
their specific characteristics. Building a portfolio is a time-consuming exercise from
the point of view of the applicant, but is nevertheless a popular method as
candidates have the possibility to show their competences in a exible and authentic
way. Portfolio assessment is often dependent on good written documentation of
the individual’s skills. Undocumented or tacit knowledge is harder to identify
through this method, a fact to be considered when deciding on the mix of tools to
be applied in a validation process. The portfolio method can prove difficult for some
and should be supported by relevant information and guidance. The most serious
risk in preparing portfolios is lack of focus that can occur when applicants prepare
them alone or with little mediation from a counsellor. Counsellor aid and sufficient
time for self-reflection are, therefore, crucial to this method’s effectiveness and
fairness. In the process of self-assessment against curriculum standards, guidance
should be at hand to explain the theoretical concepts and help the transfer from
theory to practice.
The AMICO consortium, based on the experience of partners who have already
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experienced institutional transparency, methodologies and transparency tools and
evidence-gathering tools, has developed the following pathway to mutually match
the ongoing institutional experiments in the country of Project coordination (NOTE)
to the AMICO operating environment.
5.The AMICO method

The identification and the transparency of skills - in AMICO counters - will be
structured in the following phases:
1. evaluation of the CV and analysis of a first compliance with the E-Cf profile
sought by the company (example 1);
2. informing the user for the purposes of signing the "pact of orientation";
3. interview with the user to gather all the study, work and life experiences in
general that are relevant to the desired profile (Example 2);
4. based on the re-writing of the CV, the user with the user's information
support, will compile the EXPERIENCES COLLECTION MATRIX, referring the
experience to the reference E-CF expertise (Example 3)
5. compilation by the user, assisted by the orientator, of the experiential
template for skills transparency and document verification (Example 4);
6. translation of expertise in declaration of skills that can be used for portfolios
or CVs.
5.1 Operational stages
1. CV pre-analysis will consider what the candidate declares in his / her CV,
corresponding to profile skills (https://www.skillprofiles.eu/). This will allow
the orientator to make a first summary balance of competences that could be
made transparent and of all the others (seemingly absent). It is not necessary
for the candidate to have all the skills required by the vacancies, but it is
sufficient to have the principal competences required by companies and
above all to show the possession of cognitive skills (see Annex 5), which
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presuppose the ability to activate the technical ones.
2. If there are any educational or experiential pre-requisites, then the signing of
the Guidance Pact is followed, with which the facilitator undertakes the
confidentiality of the sensitive data and the user to provide truthful and
reliable information.
3. The interview will examine the whole subject's life. The facilitator will help the
candidate to recall his experience in terms of significant biographical events.
This is an extensive phase - in which the facilitator helps the user to
reconstruct the entire cognitive history, with the aim of bringing to light all
the skills arising from formal, non-formal and informal learning experiences.
The interview ranges on everything the candidate has done over the course of
his life, from work experience to recreational experience. At this stage, the
orientator - in the first approximation - tries to link the previous experience of
the candidate to the skills required by the vacancies. The approach
recommended by AMICO is that of 'cognitive autobiography', that is, focusing
on narrating oneself in the crucial moments of their own training and working
experience. This approach allows you to recall facts, figures and emotions and
to interrogate them by assigning them a meaning, placing them within models
and maps. Ultimately, it sets itself as a self-explanatory procedure that moves
from self-reflection and that, through the exercise of narrative thought,
contributes to a categorization of experiences, a conceptualization of personal
experience, enhancing identity and self-esteem through a Continuous
interpretative practice10. This stage of data collection is "massive" in nature;

10

Topic questions could be:
- What did you learn? Now, what can you do more ... What rating do you attribute to yourself?;
- When did you get impatient? When did you realize you were capable of doing this?
- What hit you most? Have you encountered difficulties? If yes, what and how did you overcome it?
Who helped you? Did you work alone or in a group?
- What did you try? HOW DID I LOOK LIKE: what did I try at the beginning? HOW DO I LOKK LIKE:
What did I feel during my business? HOW WILL I LOOK LIKE: what did I try in the end? Am I
changed?
- What did you feel when you realized you were capable?
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The orientator will have to stimulate the story of the user at 360 degrees and
reorganize it into a relevant life experience compared to the vacancies
produced. The result will be a re-writing of the CV with comments from the
orientation regarding the skills required by the vacancies.
Example 2 – EXAMPLE OF CV RECONSTRUCTION COMMENTED BY THE ORIENTER
ON THE BASIS OF THE INTERVIEW
Tool adapted to the context - source Progetto Valore Apprendimento – Regione Lazio
- Comments collected in the interview phase by the orienter
Fabiano P. (1966)
“I'm 51 and I'm in a complicated situation. I have gained a great deal of expertise in the IT field, but
I have been getting more and more involved at the margins of the system despite having continued
studying. In recent year,s I have left programming to run less and less direct activities. Now I
understand that if I have a future, it will be in this direction. I also have some important
professional opportunities, but I need to “change skin” to save myself. This course represents a
great opportunity for me, and I feel I can face it despite my age. I do not have a degree, but I can
use my experience. Which was then my entire professional life. I therefore ask for the admission
credit and attendance credits for Units 3 - Business Processes and the Professional System of ICT; 6Stage 1; 10 - Project management fundamentals; 11 - Managing relationships with the customer
system and other actors in the production system”
- Diploma of computer expert (1985)
- Professional qualification in programming (level II) (1986) [Cobol, Pascal languages on VAX and
PDP]
- Military service in the Navy from 1986 to 1987, in transmissions[but he didn’t programme
there. Technical-executive tasks. Confrontation with a exclusivelyhierarcical-functional
organization. Adapting and developing a “spirity of conformity”]
- Junior programmer in Engin spa from 1988 to 1992[Industrial automation systems. Executive
roles, machine-oriented languages. Hardware Interfacing. Project team for automating internal
L’obiettivo è fare emergere Cosa sostiene l’acquisizione delle competenze? Quali stati d’animo/condizioni
interiori risultano determinanti? In quali situazioni emergono le competenze? Cosa le avvalora/le
consolida? Cosa c’e’ dentro?
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-

-

-

-

-

logistics of production lines in food. Relationships not integrated with the factory. Does not
participate in the analysis. He is in charge of testing]
Training in Unix and C++ (1992)
Programmer for CommSoft spa from 1992 to 2007[Changes city for family reasons and
therefore changes job. Various technical interviews. Big jump in telecommunications.
CommSoft spa subcontractor of SIP, privaticed since 1997 and passed to Technost since 1999.
300 employees. System development and support. Great ISDN project. Then millenial bug.
Much more technical training (including TCP/IP and Internet - 1995). Quality system and order
management. He reaches the team leader position, with technical roles. He grows “despite it”
in management, through the relationship with Telecom.]
In OmniaServ spa from 2007 to 2013 [CommSoft, after losing contracts because of Telecom,
goes under controlled administration. It’s absorbed by another company and divided into other
businesses. Fabiano, because of his ageand the “division” towards the “internet vision of the
world”, is placed in OmniaServ, with the role of technical assistant for customers. He stops
programming. Problem setting & solving exercise. Interface roles with other businesses of the
group and with customers served. Coordinating a 5 people group, two young graduates in it.
Heavy pression due to the different way to work]
From 2014 to 2016 periods of layoff, alternated to movements in various other activities, linked
to management profiles. [OmniaServ spa wants to restore the group. Strong flexibilization of
costs. Experienced managers coming from different sectors. Incentive proposal for voluntary
resignation. Sendig lots of CVs. Interviews with job agencies. Balance of competences]
2017. InfoDigita spa proposes him a position of technical supportto implement systems solution
[Actual role of informative systems characteristic analysisand dialogue “with past”, “on the
basis of his experience”. Incentive to hire.]
He automates his house, programming Arduino [in these occasion he faced the field of
smartphone interface ]
He really helped his wife’s brother, in the computerization of management of the small
network ofgarages [support to identification, management system selection and
implementation. Web-oriented architecture]

4. Based on the re-writing of the CV, the orientator with the user's
information support, will compile the EXPERIENCES COLLECTION MATRIX,
which is
5. Preparatory for the transparency of learning. In the matrix, all the relevant
role-playing experiences, including those for which it is not possible to have
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procedural evidence at least in the first approximation, must be reported. At
this stage, the facilitator helps the candidate to rebuild what he has done and
the skills he can do thanks to his experiences. For transversal skills,
predominantly cognitive, the required skills can be derived from the E-CF
profile - through correspondence with the EQF. (NOTE In addiction, the
learning outcomes table and the action verbs commonly associated with EQF
levels with reference to cross competence). This matrix will be compiled by
the orientator and shared with the user.
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Example3 – EXPERIENCES COLLECTION MATRIX

Adapted EXAMPLE – fonte Progetto Valore Apprendimento – Regione
Lazio
A) WORKING PATH FOR WHICH JOB ACCOMPANIMENT IS REQUIRED
Web Business Analystfor small businesses informative systems
B) SKILLS REQUIRED BY THE COMPANY
Business processesand ICT professional system (Not referable)
Past experience - A.4. Product or Service Planning: Level e-4. Project management fundamentals - D.10.
Information and Knowledge Management: Level e-5
Managing customer relationship with other actors in the production system - referencing e-cf E.4.
Relationship Management: Level e-4.
Good knowledge of English - minimum level B2 QCER
C) COLLECTION MATRIX OF FORMAL, NON FORMAL AND INFORMAL LEARNINGFOR JOB ACCOMPANIMENT
C.1 EXPERIENCES IDENTIFIED BY LEARNING SIGNIFICANCE
N.1 PERIOD: from__/___/___ to __/___/____
EXPERIENCE: From 1986 to 1987 Military service in the Navy, in transmissions
REFERENCES: Headquarter...
OBJECTIVE CHARACTERISTICSService in a strictly hierarchical-functional organization, with executive roles in
technical-administrative content, in a typical command and control model. Strong importance of compliant
behavior.
EVIDENCES: Leave sheet
DIMENSION OF THE COMPETENCE
Managing customer relations system and other actors of the production system
N.2 PERIOD: from__/___/___ to __/___/____
EXPERIENCE: From 1988 to 1992 junior programmer in Engin spa
REFERENCES:Engin Spa – Via … (no more existing)
OBJECTIVE CHARACTERISTICSEssentially a programming role (mostly low-level languages), with tasks assigned by its
own responsible. Functional organizational model (each programmer is given a specific task), in the presence of
partial process coordination. Teamwork experience (max 7 units), compared to older colleagues. Direct interaction
with the production organization of the customer (food industry) mainly in the process of deliverable testing
(process automation). Faced conflicting situations between Engin's behavior and the reality of the buyer's business.
Prevailing orientation to technical aspects (sensor interface). Interpretation of technical specifications, progressive
autonomy.
EVIDENCES: Work contract. Business card, showing the role.
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DIMENSION OF THE COMPETENCE
Previous experience
Managing relationships with the customer and with other actors of the productive system

N.3 PERIOD: from__/___/___ to __/___/____
EXPERIENCE:Dal 1992 al 2007 programmatore alla CommSoft spa
REFERENCES:CommSoft spa – Via… (not existing anymore)
OBJECTIVE CHARACTERISTICS Technical roles in the development, implementation and management of
ISDN-based telecommunication systems, in a large-scale enterprise (300 employees), operating as SIP
subcontractors (1992-1999), then Telecom (1999-2007). Participation in different technical courses,
discontinued for contents with the original IT skills (UNIX, C ++, TCP / IP, Internet, ...). Organizational
model predominantly for project (ISDN, millenial bugs), even in significant teams (30 pax), based on
predominant functional specialization. Professional progression from team leader programmer (6 pax),
with roles of address and technical control while maintaining executive tasks. Ordinary and consistent
application of the certified quality system and document management (from the specifications to
deliverable testing) for traceability of the activities carried out. Specific trainingwithin the quality system
and technical-administrative project management. Reporting activities. Participation in meetings with the
client business executives (SAL), including aspects related to rescheduling and budgeting.
EVIDENCES: Work contract. Business card, showing the role. Attendance of training activities. Badges of
corporate conventions.
DIMENSION OF THE COMPETENCE
Business processes and ICT professional system
Experience
Project management basis
Managing relationships with the customer and with other actors of the productive system

N.4 PERIOD: from__/___/___ to __/___/____
EXPERIENCE: From 2007 to 2013 in OmniaServ spa
REFERENCES:OmniaServ spa – Via…
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OBJECTIVE CHARACTERISTICSNo strictly "computer programming" role. Learning through training and
short CRM support. Technical support roles to the customer, as a team leader of a CRM service unit (5
pax). Interfaces between customer requests (ticket) and the various corporate / organizational instances
of the Group responsible for technical problem solving. Exercise of collaborative and negotiating
processes. Decision-making autonomy in prioritizing tickets, within the guidelines provided by the
customer service manager. Confrontation with graduate associates, formally placed in a hierarchicalfunctional dependency position, within the care team, but with autonomy-inspired behaviors. Cases of
sudden critical management (interruption of service for external causes), through choice and application
of organizational behaviors. Participation in groups of improvement, under the coordination of the
service and the "Staff and organization" function”.
EVIDENCES: Work contract. Business card, showing the role. Attendance of training activities.
DIMENSION OF THE COMPETENCE

Business processes and ICT professional system
Stage 1
Managing relationships with the customer and with other actors of the productive system
Transversal skills: problem solving - effective communication
N.5 PERIOD: from__/___/___ to __/___/____
EXPERIENCE: From 2014 to 2016 periods of layoff, alternated to movements in various other activities,

linked to management profiles
REFERENCES:OmniaServ spa – Via…
OBJECTIVE CHARACTERISTICS As a result of the business crisis and its restructuring plan, with strong focus on

cost reduction, assigning roles of a more managerial nature, always within the CRM technology. A CRM
executive staff experience with programming and reporting support. Support for the transfer of
knowledge within the reorganization. Increasing interest and attention, in the face of the balance of
competences unfolded by the company, towards the "mid-management" dimension of ICT, according to a
personal strategy aimed at enhancing the professional roles of the business. Confrontation with new
management, of non-ICT origin. Strong discontinuity and "removal of some organizational taboos". CV
Writing Experiences and Presentation Letters. Use Linkedin. Comparison with former colleagues on the
"fate" of the 80s generation of computer scientists.
EVIDENCES: Work contract. Business card, showing the role.
DIMENSION OF THE COMPETENCE

Business processes and ICT professional system
Project management basis
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N.6 PERIOD: from__/___/___ to __/___/____
EXPERIENCE: He really helped his wife’s brother, in the computerization of management of the small

network of garages (2015-2017)
REFERENCES:self-declaration
OBJECTIVE CHARACTERISTICS : Mainly in layoff, analysis of computerization requirements for the

management of the small garage network (programming, warehouse) and market research of already
available open source open source solutions. Estimating implementation costs and supporting decisionmaking. Coordination of the implementation to the s'ware house that has done the customization and the
business of the brother-in-law. Support for functional testing. Database basics.
EVIDENCES: self-declaration
DIMENSION OF THE COMPETENCE

Business processes and ICT professional system
Managing relationships with the customer and with other actors of the productive system

4. The final stage consists in the drafting of the DOCUMENT, or in the
development of the transparency matrix of meaningful learning. This matrix
will be compiled by the user, assisted by the orientator. At this stage - the
user with the help of the orientator must write the results of his learning. All
experiences that will be matrixed must have at least one or more relevant
competencies for the vacancy and each of them, where possible, should be
referenced to E-CF. The matrix development is in fact an assisted individual
process, designed to construct discursive modes that can justify and highlight
aspects of the experience directly related to the competence that has to be
demonstrated. The matrix is to be combined with the production and
collection of evidence that the user will have to collect. "Evidence" is
understood as "evidence" that documents the skills and knowledge gained in
formal-non-formal-informal learning pathways that are correlated to E-CF
standards. The evidence considered must be correlated to the E-CF profile
standards through the benchmark performance indicators. The evidence may
be "formal", "product output", "evidence of action" and documents relating
to the training outcomes at which the person participated. At the same time
as the collection of evidence, additional information elements characterizing
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the learning experiences of the person can be collected. At this stage, it is very
important to help you describe your skills. Repetition, understanding of cases,
figures, contexts related to their work history and/or training and subsequent
analysis can allow you to observe phenomena and situations with a renewed
look, discovering cognitive and emotional processes that go far beyond the
simple narrative. It is important to recover the idea that autobiography,
especially cognitive, is "formative" in the sense that it allows to follow and
interpret the nodes of vocational and training paths that have allowed the
subject to train himself, because training processes happen, but also impose a
deep understanding.

EXAMPLE4. Adapted tool – original sourceProgetto Valore Apprendimento
– Regione Lazio
N. Duration

English
language

Business
processes and
ICT professional
system(no
reference)

Previous
experience A.4. Product
and service
planning: Level
e-4.

Project
management
basis- D.10.
Information
and knowledge
management:
Level e-5

Relationship
management:
Level e-4.

1 1 year

--

--

--

--

--

2 4 years

---

He knows the
corporate
organizational
context in the
industry
Detects
customer needs
It recognizes
the "distance"
between
customer
requests and
the service
provided
Participate in
team dynamics

Transversal
skills

Participate in
customer
interactions at
the end of the
service
Faces conflict
situations

32

www.amicomobility.eu
N. Duration

English
language

Business
processes and
ICT professional
system(no
reference)

Previous
experience A.4. Product
and service
planning: Level
e-4.

Project
management
basis- D.10.
Information
and knowledge
management:
Level e-5

3 15 years

---

Interaction with
the customer
system on
aspects of
budgeting and
reprogramming

Knows business
and business
realities
Exercise
Leading small
group theme
role

Performs
reporting
activities

Prefigure
specific IT
knowledge
transferring
them to other
contexts
Progress from
technical roles
to address and
control roles
4 6 years

---

Relationship
management:
Level e-4.

Transversal
skills

Manages a
technical team
of programmers
with address
Confrontation
and control
with the
tasks; Direct
customer within relationships
SAL and
with the client
reprogramming
Works in a
Knowledge in
project
the field of
organization
technical
model
administrative consisting of
management of medium sized
projects /
units
activities

Performs team
leader role in a
small unit
Problem setting
and problem
solving
Autonomy

5 2 years

---

6 2 years

---

5. AMICO’s cognitive domain
The orientation approach adopted by AMICO is based on a "capacitative approach",
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borrowed from the methodology adopted by many Vocational Educational Training
(VET) authorities in Italy. The focus of the result is the person's awareness of the
pertinent personal characteristics of a working role in a particular production
process. The approach has as a reference model the capacitance (Sen A., 2009), that
is the user's awareness of his learning and therefore the ability to use it in life and
work.

The approach proposed is based on the assumption that thought is not
expressed in the word, but is realized in the word. Language is not limited to
transmitting; it creates or constitutes knowledge or "reality". Just as reflection
and "distancing" are just as essential aspects of the process as to realize how
wide the range of possible positions is: this is a tremendous meta-cognitive
moment.
The way a person speaks ends up becoming the way he represents what he is
talking about. When the individual reflects on the later moments of his
experience, he tries to put their meanings into a coherent biography. This
trend is emphasized when the individual shares with others his meanings and
their biographical integration, as in the process of transparency.
Among the various mechanisms through which the meanings are socialized,
no one is more important than language; it is not just the vehicle of meanings:
natural languages are also tools for creating meanings and are used to clarify
distinctions, to discriminate and to reduce uncertainty. Language is also used
to give new meaning to the old, to make metaphorical jumps, to discover
things a person might understand.
Cognitive biography is the story of how an individual feels he has learned to
think, to reason, to understand. Autobiography is a formative journey, in
which the first moment is retrospective, the second is based on
interpretation. Autobiographical thought in some way cures us; it makes us
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feel better through telling and narratives are almost forms of liberation and
reunion. We can therefore assert that autobiography helps the user to
organize our past and to reflect on the present, serving some compositional
criteria that allow us to find ourselves through writing and a more meditated
oral story.
Reality, as it is transcribed or recorded, changes in register, assumes another
face, that is, representation. What a person tells is the representation of his
own life, not what the person is but what he has told us to be.
The learning matrix, along with the CV, will provide the assessment tools
available to companies for the preliminary assessment and eventual selection
interview. The selection interview will focus on the skills declared by the user
and put into the matrix in step 5. The matrix will support the assessment of
the enterprise. The company, based on the user's declarations (matrixed), will
be able to deepen and evaluate the awareness of the learning that the user is
aware of. The assessment of consistency and relevance of the skills declared
in the matrix will be the task of the company.
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Template to collect experiencesby the orienter (ANNEX2)11
(readaptation of the original model for
transparency)

TEMPLATE TO COLLECT EXPERIENCES
PERIOD:from__/_/

to/

/

EXPERIENCE:

COMPANY:
CHARACTERISTICS:
EVIDENCES:
PROFILE:
SKILLS E-CF:

SELF-ASSESSMENT


(Repeat the transparency informative unit for each experience brought in transparency)

Final notes by the candidate

Final notes by the person in charge of identification and transparency

11

Readaptation to the AMICO contest of the transparency of formal learning skills paths model, adopted by Regione
Lazio with Determinazione dirigenziale G12038 of 18/10/2016
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ANNEX 2 A 12
DESCRIPTION OF THE TRANSPARENCY
MATRIXFILLED IN BY THE USER IN
ASSISTED MODE
(readapted from the original model for
validation)

ESPERIENCES

LEARNINGS

N. Duration

1
2
3
4
5
6

12

Readaptation to the AMICO contest of the transparency of formal learning skills paths model, adopted by Regione
Lazio with Determinazione dirigenziale G12038 of 18/10/2016
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ANNEX 2B 13
DESCRIPTION OF COMPETENCES IN
TRANSPARENCYDA COMPILARE A CURA
DELL’ORIENTATORE
(riadattamento del modello originale finalizzato
alla validazione)

Code and name of the profile:
Repertoire

EQF
Level

Competence in transparency

Validation
date

DESCRIPTION OF THE PROCESS OF BRINGING IN TRANSPARENCY
Learning experiences to bring in transparency
Non formal learning
PERIOD

EXPERIENCE

REFERENCE

CHARACTERISTICS

EVIDENCE

EXPERIENCE

REFERENCE

CHARACTERISTICS

EVIDENCE

Informal learning
PERIOD

13

Readaptation to the AMICO contest of the transparency of formal learning skills paths model, adopted by Regione
Lazio with Determinazione dirigenziale G12038 of 18/10/2016
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Methods of assessing the competences that are being brought in transparency

Integrative notes
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ANNEX 3
EQF
Level
1

Guide Verbs to
describe Activity
Results
Put into effect

2

Execute

3

Realize

4

Coordinate

5

Guarantee

6

Manage

7

Govern

8

Promote

Other verbs (examples) for
performance as well
Fulfill, repeat, reproduce, copy,
imitate, replicate
Effect, adapt, dispatch, help, assist,
differentiate, recognice, divest, use
Produce,
gain,
construct,
manufacture,
build,
perform,
complete, end, generate, supply,
prepare,
ascertain,
assimilate,
demolish, treat
Provide, procure, accomplish, restock,
dispense,
get,
cure,
support,
participate, contribute, cooperate,
collaborate, attend, align, compete,
favor, equip, dispose, explain, note,
distinguish, compile, oversee, watch,
consider, update
Ensure, protect, defend, ward, verify,
assess, check, prove, notice, consider,
analyze, examine, identify, adjust,
plan, draw, redact
Guard, preserve, predispose, arrange,
sort, teach, conceive, compose,
combine, connect, accost, accord,
match, diversify, acquire, quantify,
monitor, locate
Design, process, generate, establish,
address,
administer,
regulate,
organize,
prearrange,
preorder,
interpret, define, superintend
Create, ideate, imagine, fabricate,
discover, devise, expose

Soft skill related to:
processing, coping,
organization, communication
Ability to focus
Accuracy
Comprehension
Reliability
Cognition
Pragmatism
Self-organization

Problem solving
Multitasking
Implementation
Information

Analysis and assessment
Precision
Planning
Cooperation
Synthesis
Integration
Planning
Interpersonal skills
Systemic vision
Proactivity
Design
Negotiation
Skills of projection
evolution
Creativity
Leadership
Dialectic

and
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