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This report was produced in the context of a European Union Erasmus+ 

project dedicated to the employability of Seniors.  The report brings together 

perspectives on the competences of Seniors in the employment market.  Data 

was collected through web search, review of policy documents, an employer 

survey and from the insights and experience of the partner organisations. 

In an ageing society, the role of those over 50 years of age in employment 

and in volunteering, is increasing.  Negative stereotypes regarding health and 

fitness, inflexibility and a lack of ICT skills need to be overcome and the benefits 

of older workers will need to be recognised and harnessed.

Equality and diversity policy, which aims to prevent discrimination on the 

grounds of age, supports the notion that employees are recruited on the basis of 

demonstrable knowledge, skills and attitudes relevant to the role. Seniors will 

therefore benefit from a framework and support to articulate the competences 

they have developed throughout life and work. 

Executive summary
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The report builds on the framework of the European Lifelong Learning 

competences and takes note also, of the changing nature of work and predicated 

priorities for employees in the coming years highlights by the World Economic 

Forum. 

The result is an accessible framework of 8 key areas:

1. Communication and use of Information technologies;

2. Working with others;

3. Critical reflection and problem solving;

4. Creativity and entrepreneurship;

5. Attitudes for work performance (Responsibility, flexibility and 

adaptability);

6. Effective organisation;

7. Learning to learn;

8. Management, leadership and developing others.

For each of these, 12 subdivisions are provided which in turn will help Seniors 

to think about specific evidence they might use to justify claims of competence 

in each area. In order to stand out in the jobs market, Seniors (like anyone else) 

need to not only claim competence at certain levels, but also provide evidence 

to back-up their claims.

The European Qualifications Framework proposes 8 possible levels for 

competence-based qualifications.  However, in the context of Senior Plus, a 

simple and more flexible approach is suggested where Seniors assess, and 

then provide evidence for, competence at three levels:

3 = Strong, expert, master, very experienced, very confident in this area

2 = Intermediate, middle, average, in the middle

1 = Weak, novice, beginner, starting out, inexperienced in this area

Three approaches are suggested for the process of gathering evidence 

together:

1. Start with the evidence to hand and consider what competences this 

might validate (qualifications, products, citations, letters of appreciation);

2. Start with the competence framework and use it as a checklist to help 

look for possible evidence to be used;

3. Start with a job role or description and ask what competences are 

needed to do, and consequently, what evidence will be needed.
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In order to help Seniors to follow through on these processes, the Senior 

Plus project provides help through programmes where Seniors work together 

and alone.  The trainer-advisors leading these programmes, have several 

different objectives:

To encourage Seniors to raise their awareness of their own competencies 

and gaps in their competencies

To support them planning to fill those gaps or obtain competencies 

required for meaningful work

To help Seniors to collate and present those competencies in an 

accessible format – primarily in an electronic, online format

To assist Seniors in preparing to apply for jobs (paid and unpaid)

The Annexes of this report include detailed information gathered from the 

different partners in 5 European Countries and some of the detail from general 

web searches on the topic.

Also included are the results of the employer survey and a table showing the 

interrelationships between some of the existing Lifelong Learning competency 

frameworks, along with some ideas for collecting relevant evidence.



10

This document was compiled and amended during the various stages of the 

Senior Plus project; a 2 year strategic partnership involving 6 organisations 

in 5 different European countries, funded the Erasmus+ Programme.   The 

document can be seen as a ‘manifesto’ or reference document for all of the 

work with Seniors carried out under the project and as a resource for different 

actors working with Seniors in the future.

In the context of the project, Seniors are over 50 years old.  The section 

below on the target group, describes the characteristics of the beneficiaries.  

Most of the partner organisations have experience working in non-formal 

education and competence-based-learning with young people.  Similar 

work with adults and seniors is less well-developed and documented but the 

youth sector provides some useful, transferable insights and principles. It is 

noteworthy, that whilst projects abound for young people, they generally use 

Lifelong Learning Competences which are valid at any age.

Context and purpose of 
this document
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This document brings together thinking about competences for Seniors 

from several different sources.

1. The internet, and particularly online documents produced by the European 

Commission and its different agencies and project beneficiaries. This provided 

a wide range of information, insight and reference material.

2. A survey of the Project Partners provides some country-specific 

information.  The data from this is presented in full in Annex 3.

3. A survey, carried out by the project partners locally into the attitudes and 

approaches of a range of different employers. 23 employers were contacted 

and a summary of their responses is presented in Annex 2.

In the context of this project, Seniors are adults over the age of 50. Alternative 

terms might include, mature worker, older people, middle-aged people, over 

50’s, third and fourth-agers, silver learners.  The target group is therefore 

people over 50 who are looking for employment or other activity which will 

enrich their lives.  They are people who have significant life experience but who 

do not necessarily have the confidence or some of the skills required to compete 

in the modern job market.  They may not be looking for paid employment and 

may instead be interested in volunteering or unpaid internships.

According to a 2014 paper from the European Parliamentary Research 

Service1 older people are in increasingly important group, mainly due to 

increasing numbers – an ageing population.  In 2013, 38% of the EU population 

was over 50 years old and this is predicted to rise to 45% by 20332.  See also the 

European Commission Ageing Report 20123. 

Research 

The target group
Who are they?
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A lack of technical and ICT skills is frequently understood as a key barrier 

to finding fulfilling work4. According to the EU’s Europe 2020 Digital strategy, 

enhancing digital literacy, skills and inclusion is one of the keys to economic 

growth.  

In 2010, “…150 million Europeans- some 30% - (had) never used the 

Internet. Often they say they have no need or that it is too expensive. 

This group is largely made up of people aged 65 to 74 years old, people 

on low incomes, the unemployed and the less educated.”5  In many ways this 

sums up the target group of the Senior Plus project and it tells us something 

of the barriers faced by those seeking work.  In addition, those looking for 

employment include people with significant experience – both of life and of 

a range of professions and trades: People who have been made redundant or 

who are returning to work following parental or other caring commitments, and 

who find themselves in the labour market for the first time in many years.

We also include in the target group, those who are ‘at-risk’ of becoming 

unemployed.  This might be due to economic downturn, austerity cuts, decline 

in specific sectors, periods of poor health or reduced mobility or personal 

capacity to work.

1http://www.europarl.europa.eu/RegData/bibliotheque/briefing/2014/140811/LDM_BRI(2014)140811_REV1_EN.pdf
2https://static1.squarespace.com/static/528f75f9e4b04c46c4559764/t/546e08d8e4b0ed4ce0491c

3e/1416497368089/MG+ILC.pdf
3The European Commission 2012 Ageing report: http://ec.europa.eu/economy_finance/publications/european_

economy/2012/pdf/ee-2012-2_en.pdf
4For the purposes of this document we will use the terms ‘work’ and ‘employment’ to include paid and unpaid activity.
5Communication from the commission to the European parliament, the council, the European economic and social 

committee and the committee of the regions. A Digital Agenda for Europe.(COM 2010 245 final).
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The obvious motivation for Seniors to engage in learning and competence 

development is the need for paid work and to be competitive in the job market, 

but a range of other drivers are also cited by participants in such activities.  They 

include the desire to be involved in local communities and ‘feel useful in society’, 

to stay active and to simply maintain some form of social interaction.  However, 

some research from the ILO in 20026  shows that people aged 54-64 are half as 

likely to take part in training as young adults in the 25-34 age group.  Part of the 

Senior Plus programme will be about re-engaging Seniors in learning activities.

From a societal point of view, there is great benefit in having active Seniors 

contributing through being employed or volunteering.  With a decreasing 

workforce in Europe (decreasing by up 1.5m per year over the next 30 years7) 

there is increasing need for the workforce to include those over 50.

“Significantly it has now become accepted that education and training 

have a vital role in helping older people make decisions and exercise choices 

about their quality of later life, whether this is about employment, engaging 

in voluntary activity, saving and investing, better understanding of family and 

intergenerational relationships, or simply through a desire to learn and assess 

their life’s experiences to date. There is an increasing body of research evidence 

about the health and social benefits of later life learning, well supported by the 

testimonies of older learners themselves.”8 

6 ILO. (2002). An inclusive society for an ageing population: The employment and protection challenge. Paper 

contributed by the ILO to the second World Assembly on Ageing. 8-12 April 2002: Madrid, Spain.
7 Demography, active ageing and pensions. Social Europe guide,Volume 3
 8 http://www.associationforeducationandageing.org/ufiles/EuBiaGuide.pdf

When working with Seniors, as with other age-defined groups it will be 

worth considering their:

Motivation

Willingness to learn and their 

motivation to participate;

Openness to learning 

form other cultures;

Willingness or reluctance 

to take risks and try out 

new things;

Level of 

open-mindedness;

Openness to learning 

from other generations;
Openness to non-formal 

learning methods;

Self confidence when working 

one-to-one or in groups;

Personal context and reason 

for being unemployed;

Commitment to a long-term learning 

and development process;

Sate of health 

and fitness;

Financial 

situation;

Family 

context.

Level of contentment 

with life;
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Making learning opportunities and competence development accessible, 

needs to take into account the cost of services, time commitments and a lack 

of confidence or self-belief which is often associated with lower educational 

attainment.  Such lack of confidence can be further exacerbated for those who 

find themselves in a labour market which is quite different to anything they have 

previously experienced.

The age group also includes a higher proportion of people with physical, 

mental and emotional needs.  In order to ensure full participation, these needs 

have to be taken into account when designing learning opportunities and 

managing expectations of the different stakeholders.

It is notable that a significant amount of the EU policy and legislation relating 

to Seniors focuses on health and long-term care, along with accessibility 

related to frailty and age-related disabilities.  This is in addition to Pensions 

policy and legislation relating to age discrimination in employment. Senior Plus 

programmes need to be cognisant not only of policy and legislation, but also of 

practical barriers to participation and methodologies designed to help seniors 

overcome them.

Clearly the participants in learning and competence development activities 

are the primary stakeholders in this, however there is a wide range of other, 

mainly institutional stakeholders involved.  They are the people who contribute 

to or stand to benefit from Seniors engaging in learning and development, with 

a view to employment in its broadest sense. These include:

Providers

• Training and development organisations - public, private and 

not-for-profit

• Educational institutions – further and higher education, schools 

and colleges

Accessibility

Stakeholders
Who is involved, and what is their interest and contribution?
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Employers

• In all sectors

• Volunteer placement providers (at home and abroad)

Political bodies

• Local and Regional authorities

• National Governments 

• Relevant ministries

• State-run employment agencies

Social and cultural bodies

• Libraries

• Associations

Unions and professional bodies

• Employee representatives

• Profession or Trade related membership bodies

Families

• Dependents –those who rely on Seniors for support (financial, 

moral or practical)

• Supporters and carers – those on who the Seniors depend for the 

necessities of life

Each of these will have their own agendas and priorities.  They will 

have different perspectives on what quality means and on the timescale 

for activities and results.
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Employers’ perspective
Employers – including providers of volunteering opportunities – are perhaps 

the most important stakeholders after the individual Senior. 

Each of the Senior Plus partners contacted a range of local employers 

to discover their views on the employment of Seniors and on the place of 

competences in their recruitment processes and policies.  A total of 23 employers 

provided responses and a summary of the results can be found in Annex 2.

The clear majority of employers who responded said that they did not have 

any specific policy about employing Seniors.  A few had signed up to schemes to 

support diversity and one specifically stated they looked for younger employees 

because their jobs required physical fitness.

The range of competencies sought by employers from Seniors was wide.  

Several said that they look for exactly the same as they would for any other 

employee.  Many others listed soft-skills such as communication and problem-

solving,and values-based attitudes and personal qualities, such as patience, 

kindness, motivation, honesty, responsibility, reliability and loyalty.  Many also 

required relevant technical competences and sufficient experience to do the 

job. Several expressed a concern about the lack of up-to-date ICT skills and a 

small number mentioned the need for fitness and good health. The employers 

recognised the value that Seniors bring in the form of experience, calmness 

and the potential for leadership.

Overall the views of employers align with the competency frameworks 

discussed later in this document and can be seen as an endorsement of the 

listing created for the Senior Plus E-portfolio. 

Employers were asked to give their tips for Seniors when they are applying 

for jobs.  The responses included an encouragement to show-off the depth 

and breadth of their experience and how it can be applied in the new job. 

Senior applicants were encouraged to demonstrate flexibility and adaptability 

(contrary to some of the stereotypes about seniors) and to show courage and 

willingness to learn new things (particularly ICT skills). The risk of under-

selling oneself was highlighted and Seniors were encouraged to have a positive 

attitude and remain confident.
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Social policy has a significant impact on the way in which we view old 

age. Walker (19999) describes the changing agenda with regard to the older 

population.

At the beginning of the 20th Century in the UK, two thirds of the male 

population were in active work.  A hundred years later, this had dropped to 7% 

(Walker 1999).  

In previous decades; between the 1940s and 1970’s, public expenditure on 

pensions in Europe increased significantly. Policy focus was on the transition 

from work to retirement and the provision of financial security for citizens in their 

old age, and on the rejuvenation of the post-war working population.  These 

changes have been associated with the issue of age discrimination and the idea 

of older people being a burden on society and with a sense of disempowerment 

for older people. 

In the following decades, economic downturn in Europe increased the 

pressure to retire even earlier than the norm of 65.  Government supported 

schemes in several European countries promoted early retirement to the point 

where ‘old-age’, or the term we use - ‘Senior’- means anyone over 50.  With an 

increasing Senior population which is increasingly economically inactive, comes 

significant risks: negative attitudes towards older people in the labour market, 

fewer and limited opportunities.  A 2012 Eurobarometer survey10 suggests that 

45% of Europeans think that discrimination against people over 55 years old 

is widespread and 54% cite being over 55 as a factor that puts job applicants 

at a disadvantage – more than a range of other factors such as disability, skin 

colour, religion, gender and sexual orientation.

Policies, Strategies and Plans 

9https://gerontologist.oxfordjournals.org/content/40/3/304.short 
10Discrimination in the EU in 2012: http://ec.europa.eu/public_opinion/archives/ebs/ebs_393_sum_en.pdf
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In more recent times, the concept of active ageing seems to have been 

adopted in policy and in practice.  The normal retirement age in several European 

countries has now been raised above 67; health and social care policies seem 

to be moving towards promotion of active lifestyles and preventative health 

initiatives; some employers in some countries have recognised the value of 

older workers and have promoted flexible contracts and working conditions 

to encourage older applicants.   It seems also that older people are activating 

themselves and have been recognised as a powerful political lobby.

Against this backdrop, we can find a wide range of policy initiatives at 

European, national, regional and local level, which relate to competence 

development, labour market competitiveness, non-formal learning and 

employability.  However, much of it still covers the whole of the working age 

range and the majority of age specific policy is directed towards young people 

(although the definition of young includes anything up to 30 years +).

The strategic framework: Education and Training 2020 (2009), serves to 

support National Governments to address common challenges – including that 

of an ageing workforce.

A range of stocktaking reports and other supporting documents are available 

at http://ec.europa.eu/education/policy/strategic-framework/index_en.htm

A working group on Adult Learning in the context of ET 2020 which worked 

between 2014 and 2015, produced policy guidance, some of which is available 

through the same website.

The Renewed European Agenda for Adult Learning (2011) specified 

priorities for adult education to 2020 including coherence with other policy 

areas; supply and take-up of opportunities, particularly for numeracy, literacy 

and digital skills; assessment and identification of the skills of low-qualified 

adults and access to qualifications; and improving quality of provision through 

needs assessment, continuing education of educators and impact assessment. 

The opportunities provided by the Senior Plus programme will address many if 

not all of these priorities.



19

The Erasmus+ Programme, which funds the Senior Plus project, builds on the 

previous programmes including the 2007 to 2013 Lifelong Learning Programme.  

One of the objectives of the current Programme is to “promote the emergence 

and raise awareness of a European lifelong learning area designed to complement 

policy reforms at national level and to support the modernisation of education and 

training systems, in particular through enhanced policy cooperation, better use of 

EU transparency and recognition tools and the dissemination of good practices”. 

The Senior + project contributes to this by engaging with the over 50 target 

group.

A significant publication for CEDFOP, (European Centre for the 

Development of Vocational Training) in 2006, “Promoting Lifelong Learning 

for older workers”11, describes the need for synergy between the policy areas 

of economics, employment and education in order to best serve the changing 

landscape and create age-friendly work places. 

The authors highlighted three key areas: 

1. Changing attitudes to ageing and learning in working life and society;

2. Building inclusive and learning-supportive workplaces for people as 

they grow older;

3. Creating partnerships between all stakeholders in society to address 

the demographic learning challenge.

As such developments slowly emerge in different countries, the Senior + 

project has a clear contribution to make in preparing Seniors for work, setting 

examples and raising awareness amongst a range of partners.

At National level across Europe, the picture is far from clear or consistent. 

Some countries (eg Latvia) have emphasised education and transferred their 

Lifelong Learning Policies into multi-annual strategic plans; with national, 

regional and local implementation.  Other countries (eg France and Portugal) 

have focussed on employers; In France, employers with more than 50 staff are 

required to publish and enact specific plans to recruit and retain older workers.  

In Portugal employers are given incentives to employ people over 55.  What 

is not clear is whether either legislation or incentive schemes actually do 

anything to encourage inactive, under-confident or under-qualified Seniors 

into applying for or gaining employment.

11Promoting lifelong learning for older workers; An international overviewwww.cedefop.europa.eu/files/3045_en.pdf
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and might even develop internal policies to ensure fair treatment of older 

workers, there is still the possibility of stereotyping older workers as lacking 

in flexibility in their roles and resistant to change.  Training and development 

programmes are often targeted at highly motivated younger employees.  

Those Seniors who engage with the Senior Plus programme may therefore 

have some preconceptions about training and development; There may be a 

need to persuade Seniors that it is relevant – if not essential.  Some research12 

suggests that it is better for Seniors to focus their development on what they 

are already good at, what fits with their personality. “When an older employee 

already sufficiently shows competencies which in general are predicted by 

personality, he or she probably will have reached a ceiling of development. When 

an older employee insufficiently shows competencies but his or her personality 

profile supports the development of these competencies, it is worthwhile to invest 

in further development.” 

Again from an employers perspective, there are several trends which affect 

the policies for employing and developing Seniors.  An article from Rhebergen 

and Wognum13 as long ago as 1997, identified that employers are having to 

recognise:

1. That in many countries there is an ageing workforce;

2. That organisations are tending to be flatter in structure and less 

hierarchical.  There are therefore fewer opportunities for vertical moves with an 

organisation;

3. That contracts are increasingly flexible.  The concept of a ‘job-for-life’ 

is no longer a realistic expectation and there is a need to be flexible enough to 

move between roles in an organisation;

4. That responsibility for career planning and career development lies 

more with the employees than it was when most seniors started work;

These four trends have a significant impact on the approach that Seniors take 

when in work and when looking for work.  The ageing workforce means greater 

competition amongst their peers and the changes to the work organisations 

operate means that employees need to be flexible and multi-talented.  The 

Senior Plus programme is in itself a response to the need for greater self-

management of one’s career.  The Programme is a response to the need for 

support in this area.

12http://www.ufhrd.co.uk/wordpress/wp-content/uploads/2008/06/41-2_schakel_smid_wognum.pdf

13Rhebergen B. &Wognum, I. (1997). Supporting the career development of older employees: an HRD study in a Dutch 

company. In: International Journal of Training and Development, 1 (3), 191-198. 
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Competence frameworks
What do we mean by competences?
The word competence is used in different ways but usually includes an 

element of capability and proficiency.  In the context of Senior Plus we use 

the term to mean a combination of skills, knowledge, and mindset or attitude.  

Competences are often seen through the lens of personal and organisational 

values. They are gained through lived experience, training and other forms of 

formal, non-formal and informal learning.14

According to the OECD’s Definition and Selection of Competencies 

(DeSeCo) Project, …

“Today’s societies place challenging demands on individuals, who are 

confronted with complexity in many parts of their lives. What do these demands 

imply for key competencies that individuals need to acquire? Defining such 

competencies can improve assessments of how well prepared young people and 

adults are for life’s challenges, as well as identify overarching goals for education 

systems and lifelong learning. 

A competency is more than just knowledge and skills. It involves the ability to 

meet complex demands, by drawing on and mobilising psychosocial resources 

(including skills and attitudes) in a particular context. For example, the ability 

to communicate effectively is a competency that may draw on an individual’s 

knowledge of language, practical IT skills and attitudes towards those with whom 

he or she is communicating.” 15
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Many organisations, professions and vocations have in recent years 

developed sets or frameworks of competences with a view to assessment and 

evaluation and to structuring training and development opportunities.  The 

benefits of this include clarity, consistency and the provision of a detailed, 

holistic view of what is involved in a particular job or role.  On the other hand 

competence frameworks can be misused to introduce a lack of flexibility in roles, 

undue bureaucracy and a ‘tick-box’ mentality when it comes to professional 

development.

The UK Chartered Institute for Personnel and Development (CIPD) is the 

professional body for those involved in the development of people in work.  The 

CIPD fact sheet on competencies16 makes a distinction between competency 

(plural competencies) and competence (plural competences); the former gives 

emphasis to personal attributes and behaviours whereas the latter emphasises 

performance outputs and minimum standards.  In the context of Senior Plus 

we have focused on competencies as these tend to be more generic and 

transferable to a range of situations and are more accessible and inclusive. 

The European Lifelong Learning Programme developed a framework 

of competencies17“which all individuals need for personal fulfillment and 

development, active citizenship, social inclusion and employment”. 

These key competences are divided into eight key areas:

1. Communication in the mother tongue

2. Communication in foreign languages

3. Mathematical competence and basic competences in science and 

technology

4. Digital competence

5. Learning to learn

6. Social and civic competences

7. Sense of initiative and entrepreneurship

8. Cultural awareness and expression

14 For a discussion on the difference between these, see http://infed.org/mobi/what-is-non-formal-education/

15 http://www.cipd.co.uk/hr-resources/factsheets/competence-competency-frameworks.aspx

16  http://www.oecd.org/pisa/35070367.pdf

17  The Key Competences for Lifelong Learning – A European Framework is an annex of a Recommendation of the 

European Parliament and of the Council of 18 December 2006 on key competences for lifelong learning that was 

published in the Official Journal of the European Union on 30 December 2006/L394. (http://eur-lex.europa.eu/

LexUriServ/site/en/oj/2006/l_394/l_ 39420061230en00100018.pdf)
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The framework document suggests that these are all equally important and 

interconnected.  The Framework also acknowledges the following as playing 

a part in all of the eight areas: critical thinking, creativity, initiative, problem-

solving, risk assessment, decision-taking, and constructive management of 

feelings.  One might argue that these are all competencies in their own right.

The OECD’s high-level approach to defining and selecting key 

competences suggests three areas:

“First, individuals need to be able to use a wide range of tools for interacting 

effectively with the environment: both physical ones such as information 

technology and socio-cultural ones such as the use of language. They need to 

understand such tools well enough to adapt them for their own purposes – to use 

tools interactively. 

Second, in an increasingly interdependent world, individuals need to be 

able to engage with others, and since they will encounter people from a range of 

backgrounds, it is important that they are able to interact in heterogeneous groups. 

Third, individuals need to be able to take responsibility for managing their 

own lives, situate their lives in the broader social context and act autonomously. 
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These categories, each with a specific focus, are interrelated, and 

collectively form a basis for identifying and mapping key competencies. The 

need for individuals to think and act reflectively is central to this framework of 

competencies. Reflectiveness involves not just the ability to apply routinely a 

formula or method for confronting a situation, but also the ability to deal with 

change, learn from experience and think and act with a critical stance.” 

This thinking speaks directly to the offer made by the Senior Plus 

programme.  The programme needs to support Seniors to critically reflect in 

this way in order to articulate their competences and communicate the benefits 

of their experience to prospective employers. 

Formal education systems, from early childhood through to adulthood, 

focus on developing our technical skills, but less so on soft skills. However, 

recent studies suggest that the jobs of the future – and, indeed, of the present 

– require us to have well developed soft skills. WEF research18 shows that 

these skills are most developed outside the confines of traditional education, 

especially in the case of adults. It is non-formal education that enables learners 

to become aware of, reinforce and develop the necessary aptitudes that today’s 

– and even more so, tomorrow’s – working world requires. 

18 http://www3.weforum.org/docs/WEF_Future_of_Jobs.pdf



26

Our small survey suggests that there is a range of responses to the idea 

of competence development.  These range from an aversion to anything that 

sounds like jargon, through a lack of clarity about what the term means, to a 

genuine desire to develop skills and knowledge (even if they don’t actually call 

them competences).

This indicates that Senior Plus Programmes need to check levels of 

familiarity and understanding with the terminology in order, first, to recruit 

Seniors to join in. Subsequently programmes will need to deconstruct the 

terminology in order to aid communication between Seniors and with prospective 

employers.  It is unclear to what extent employers use the terminology of 

competences, particularly in the context of recruitment and selection.  It is 

anticipated that larger, corporate employers will, but less so for SMEs and 

micro-businesses.  Our research interviews support this view in that sense that 

none of the smaller employers (small local and SMEs) referred to the use of 

competence frameworks as tools for recruitment. 

How might competences best serve Seniors?
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Nevertheless, sets of competences; particularly those with a clear 

structure and robust indicators, will be useful for Seniors who want to describe 

and provide evidence for their claimed skills, knowledge and attitudes.  

Competency frameworks enable self assessment and provide a language with 

which to summarise what someone can do.

A study of a wide range of websites across Europe, suggests that there is 

no single framework or set of competencies that will suit every Senior. There is no 

“one-size-fits-all”. We have seen already that the EU’s set of lifelong learning 

competences cover many of the generic skills needed in working situations.  In 

addition, in many countries, professional and industry bodies have developed 

frameworks which describe the technical competencies needed to carry out a 

particular job or role – and these are not at all age specific.

In the context of Senior Plus project then, the conclusion is to make use 

of the widely known and accepted Lifelong learning competences, along with 

the OECD competencies (Annex 2 summarises these and suggests some of the 

possible evidence Seniors might use to prove they have such competencies).  

We used these in conjunction with the priorities described by the WEF to 

create a comprehensive and accessible set of competencies as shown in 

the table below.  This is the set which is used the Senior Plus e-portfolio and 

self-assessment tool. In addition, Seniors are also of course encouraged to 

add to these, relevant vocational and technical competences and further key 

competencies.

Which competency frameworks are used in 
different countries?

Towards a system of competences for 
Seniors in Europe
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Headline Competences Subdivisions

1 
Communication and 

use of Information 

technologies

1. Using communication technologies (eg phone, skype, 

email and instant messaging)

2. Public speaking

3. Listening effectively

4. Describing and explaining ideas 

5. Using of common computer software (ms office, outlook, 

search engines)

6. Using social networks

7. Producing written content for a range of audiences/

recipients and media

8. Taking, editing and sharing digital photographs

9. Creating web pages and other web based presentations 

(eg blogs, web/video-casts, slideshare)

10. Researching and analysing pertinent information from a 

range of sources in a critical and systematic manner

11. Communicating in line with rules, security protocols and 

professional etiquette, both explicit and implicit

12. Communicating in another language 



Headline Competences Subdivisions

2 
Working with others

3 
Critical reflection 

and problem 

solving

1. Developing rapport and relating well to others (including 

listening, sharing and empathising)

2. Managing and resolving conflict

3. Giving and receiving feedback

4. Demonstrating sensitivity to different cultural 

expectations and norms

5. Respecting different opinions and perspectives

6. Demonstrating patience and forgiveness when others 

make mistakes

7. Using technologies to facilitate distance communication, 

both synchronous (chat, video conferencing, virtual 

meetings) and non-synchronous (forums, e-portfolio)

8. Collaborating to develop ideas, solve problems and 

implement projects (both face to face and remotely)

9. Working with colleagues from a range of partners and 

stakeholder organisations. (Including social and civic 

institutions, associations, businesses and other employers)

10. Being emotionally intelligent (recognising one’s one 

emotions and one’s impact on the emotions of others)

11. Cooperating with others to complete communal tasks. 

12. Behaving in a way that promotes participation, 

motivation and engagement of all team members.

1. Demonstrating awareness of situations, problems and 

responses

2. Reflecting on experiences, feedback and data

3. Analysing causes

4. Considering values and priorities 

5. Avoiding personal judgement or blame

6. Taking a logical approach to finding solutions

7. Defining objectives or goals

8. Generating ideas

9. Involving others in finding solutions

10. Using knowledge, information and different 

perspectives to evaluate ideas and solutions

11. Making decisions

12. Implementing decisions
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Headline Competences Subdivisions

4 
Creativity and 

entrepreneurship

5 
Attitudes for work 

performance 

(Responsibility, 

flexibility and 

adaptability) 

1. Being open to new ideas and experiences (be they 

cultural, artistic or professional)

2. Spotting opportunities and ‘gaps in the market’

3. Considering new perspectives

4. Researching information

5. Asking curious questions

6. Using individual and collective tools and methods to 

generate ideas and suggestions

7. Acquiring resources (including money)

8. Making and implementing plans

9. Bring ideas to life for others

10. Taking measured risks

11. Persuading others to join it or give support

12. Taking first steps

1. Coping with ambiguity and uncertainty

2. Recognising obligations and responsibilities

3. Taking the initiative

4. Showing genuine interest in new ideas

5. Demonstrating principles of integrity and reliability

6. Trusting others and being trustworthy

7. Demonstrating ethical behaviour and decision making

8. Being resilient

9. Driving change

10. Thinking laterally

11. Being willing to leave one’s ‘comfort zone’ in order to 

progress or develop

12. Adapting quickly to new situations



Headline Competences Subdivisions

6 
Effective 

organisation

7 
Learning to learn

1. Completing tasks on time and to the required standards

2. Using time efficiently: subdividing tasks, choosing the 

most productive time, keeping focused

3. Monitoring progress in the context of aims and objectives

4. Using core mathematical functions to support planning, 

reporting and decision making (including financial)

5. Multi-tasking: making progress with several tasks and 

responsibilities at the same time

6. Working under pressure

7. Using a variety of tools to stay organised (eg diaries, 

priority lists, project management tools)

8. Planning and prioritising tasks

9. Defending and asserting rights, interests, limits and 

needs

10. Responding constructively to changing situations

11. Assessing and allocating resources: human, financial, 

capacity and skills

12. Managing one’s own working environment

1. Keeping up to date with relevant skills and knowledge

2. Understanding one’s own strengths and weaknesses

3. Asking for explanation or clarification when things are 

not clear

4. Taking the initiative to learn

5. Committing to learning and/or study

6. Seeking out new development opportunities and 

experiences

7. Reflecting on experiences to maximise learning

8. Seeking advice, information and support

9. Implementing learning (transfer from theory into 

practice)

10. Using a wide range of learning approaches (reading, 

watching, shadowing, courses, peer-to-peer, online, 

practical)

11. Setting goals and targets for personal growth, 

development and achievement

12. Evaluating and sharing learning
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Headline Competences Subdivisions

8 
Management, 

leadership and 

developing others

1. Assessing skills and talents in others

2. Teaching others (including sharing experience)

3. Coaching and/or mentoring colleagues

4. Delegating and dividing tasks

5. Creating opportunities for growth and development

6. Envisioning people and setting direction

7. Ensuring colleagues have clear aims and objectives

8. Maintaining standards of work (through encouragement 

and discipline)

9. Influencing and motivating others

10. Monitoring and evaluating data and performance

11. Making decisions

12. Contracting: formally and informally
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Learning methodologies and 
opportunities
Presenting competences
As can be seen in the table above, competency frameworks can be 

overwhelming.  There is a tendency to include a lot of information in order to 

cover as many situations and as many different people as possible. 

Competency frameworks often use a structure such as:

General competency area;

Specific competence;

Criteria that define the competence;

Indicators to show the possession of the competence.

In addition, competences are sometimes divided into levels, or perhaps 

more commonly, they have indicators to suggest possession or presence of the 

competence at different levels.  For example novice/beginner, intermediate/

improver, expert, teacher/leader.

In the context of Senior Plus, where the primary purpose in using competences 

is to raise awareness in the individual and in the potential employer, a simple 

and easily accessible approach is recommended.

There are several approaches to engaging with competences, which might 

be used with the same person at different times.  

One is to start with the evidence that Seniors have to hand.  What are the 

stories they can tell? What products, artefacts, certificates, or testimonials 

do they have to back up their claims?  A Senior might claim to be able to do 

a particular job and they will provide evidence to go with it.  This might lead 

to reflections about the level of particular competences, or the currency of 

the competence (how recent is the story and evidence?). It might also lead to 

reflections about the transferability of the competences to different situations.

Helping Seniors engage with competencies
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The next place to start is with a competence framework itself and to use it 

as a tick list.  Which competencies do I think I have and then what evidence do I 

have to substantiate that?  Where are the gaps and do they matter? The Senior 

Plus Pack for Trainer/Advisors contains two self-assessment forms which have 

been designed with this approach in mind.  

And the third place to start might be to reflect on the kind of role, I might 

want to undertake.  Which jobs will I want to apply for, and what competences 

do they need?  Many employers use a format of job description and person 

specification in their recruitment and selection processes, so mapping these 

across to competency frameworks can be very help.

All of this points to the need for a matrix approach to any portfolio that a 

Senior might build. A system where information and evidence can be recorded, 

collated and retrieved as easily as possible. The table below shows one way 

in which the combination of evidence type (brown), competence descriptor 

(orange) and particular job role (blue) might be brought together in one place.  

It assumes that each piece of evidence has a reference code.

The E-portfolio tool developed by the Senior Plus Programme includes a 
version of this.  Details can be found at http://comp-pass.eu/login.php

Direct 
observation

Competence 
A

Competence 
B

Competence 
c

Competence 
d

Reference or 
testimonial

Interview Document Product

A001 B003

B015

B022

B001

C001

C020

C001

C001

D001

D002

D003

D004

E002

E003

--

--

A003

A001

A023
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Training approaches, methods and tools for 
supporters
In the context of the Senior Plus Programmes, the supporter’s role is much 

like a mentor when working one-to-one, and facilitator or trainer when working 

in a group setting.  For convenience, the term Trainer/Advisor is used.

The overall objectives of supporting Seniors in this context are:

To encourage Seniors to raise their awareness of their own competencies 

and gaps in their competencies;

To support them planning to fill those gaps or obtain competencies 

required for meaningful work;

To help Seniors to collate and present those competencies in an 

accessible format – primarily in an electronic, online format;

To assist Seniors in preparing to apply for jobs (paid and unpaid)

Given that there is not one, catch-all set of competencies, Seniors will 

need to become agile in thinking about presenting their skills, knowledge and 

attitudes.  They may need to use different formats and frameworks.

The Senior Plus project has produced a detailed pack for Trainer/Advisors 

to help them run programmes for Seniors.  The pack also includes details of a 

training the trainers programme.
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For many employers and employees, competence is proved (or at least 

evidenced) by the production of qualifications:  External or independent 

verification of the competences held.  Many organisations exist to do just that – 

both in the further and higher education sectors and in the different employment 

sectors.  Professional bodies, trade guilds and similar organisations use their 

breadth and depth of understanding of the relevant competences to classify 

and assess competences –most often through portfolio assessment.

At European Level, the European Qualifications Framework19 , seeks to 

provide a means of referencing and comparing qualifications from different 

countries and across the EU.  The EQF separates out knowledge, skills and 

competence at 8 different levels and this complexity makes it rather inaccessible 

and cumbersome for the purposes of the Senior Plus project. 

There is, also, some debate about how much value Seniors and employers 

place on qualifications and external validation of their competencies; 

particularly for the more generic Lifelong Learning competences described in 

the Senior Plus framework above. The Senior Plus research did not specifically 

seek to assess the relevance or importance of qualifications however it should 

be noted that none of the employers contacted, mentioned anything about 

assessment or formal qualifications.

What is often referred to “life experience” is perhaps difficult to measure, 

but the competencies implied can be evidenced in different ways. This is why 

the Senior Plus project encourages Seniors to reflect on their experience and 

to gather and present a range of different types of evidence.  The E-portfolio 

developed within the project enables Seniors to gather their evidence in 

electronic format (whilst at the same time encouraging the development of 

digital competences). Formal, or externally validated qualifications can still be 

presented in the E-portfolio. 

Assessment and validation

19 https://ec.europa.eu/ploteus/sites/eac-eqf/files/leaflet_en.pdf
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Annexes
Annex 1
Comparative competence frameworks and evidence ideas

The table below summarises the LLL competences (in Brown) and the OECD 

Competences (in yellow).  The other items are further subdivisions and more 

specific competences – including some technical competencies.

Interview/one to 
one conversation (In 
mother tongue or 
other language)

Testimonial 
example of when 
misunderstanding 
was possible 
but was averted 
due to effective 
communication

Presentation – live or 
on video

Translated text

Example documents 
written by the Senior

Relevant 
qualifications

Examples of work 
completed

In situ test

Key Competencies Possible Subdivisions Example Evidence

Communication 

Communication in 
mother tongue

Communication in 
another language 

Using tools 
interactively

Using 
communication 
technologies 

(eg phone, skype)
Public speaking
Communication in 
another language 
Listening skills
Describing effectively
Explaining complex 
ideas in simple terms
Using knowledge and 
information

Numeracy

(Mathematical 
competence and 
basic competences 
in science and 
technology)

Using tools 
interactively

Ability with core 
mathematical 
functions (addition, 
subtraction, 
multiplication and 
division)
Use of calculator

Using language, 
symbols and text
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Use of common 
computer software (ms 
office, outlook, search 
engines)

Ability to connect 
peripherals (printer, 
projector etc) to 
computer

Ability to present data 
graphically

Ability to use social 
media

Ability to use media 
(photo, audio, video) 
software

Ability to create web 
pages and other web 
based presentations

Ability to establish and 
maintain computer 
security

Ability to send and 
receive email messages

Photographic skills

Genuine listening

Interest in learning 
– a lifelong learning 
attitude

Learning in an 
intercultural context

Learning in an 
intergenerational 
context

Learning from everyday 
life

Learning from others

Learning alone

EDCL computer 
driving licence 
or other relevant 
qualification

Practical 
demonstration

Photos, screenshots, 
webpag

Relevant 
qualifications

Practical 
demonstration of 
skills acquired

Interview questions 
about learning 
from experiences; 
description about 
different ways to 
learn and awareness 
of personal 
preferences

Key Competencies Possible Subdivisions Example Evidence

Digital competence

Using tools 
interactively

Learning to learn

Acting 
autonomously 



40

Testimonials from 
partners, managers 
of volunteers

Awards and formal 
recognition

Example business 
plan

Example set of 
financial accounts

Key Competencies Possible Subdivisions Example Evidence

Social and civic 
competence

Interacting in 
heterogeneous 
groups

Initiative and 
entrepreneurship

Sense of 
initiative and 
entrepreneurship

Acting 
autonomously

Developing rapport 
and relating well to 
others

Managing and 
resolving conflict

Ability to search for, 
establish and maintain 
project partnerships

Active participation in 
the local community

Communication with 
groups

Volunteering

Ability to influence 
policy

Ability to work with 
authorities

Ability to raise funds

Ability to support 
people on the move

Contributing to clubs 
and associations

Leading others

Researching 
information

Influencing others

Starting a business or 
social enterprise

Creating a business 
plan

Solving problems within 
job role

Generating ideas

Acquiring resources 
(including money)

Making and 
implementing plans
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Knowledge of different 
cultural expectations 
and norms

Interest and respect 
for other cultures, 
religions, languages

Ability to work in a 
multicultural team

Respecting the 
opinions of others

Taking the lead

Giving and receiving 
feedback

Working with external 
partners/clients

Listening to others

Evidence of travel 
and/or living abroad

Photos, audio and 
video

Demonstration of 
language ability 
(hold a conversation, 
translate a 
newspaper article)

Testimonials of role 
played in the team

Case studies – 
project reports/
evaluations

Testimonials from 
colleagues from real 
life situations

Interview questions 
requiring ideas 
generation; and 
hypothetical 
scenarios

Key Competencies

Generic work-based 
competencies

Possible Subdivisions

Possible Subdivisions

Example Evidence

Example Evidence

Intercultural 
competence

Cultural awareness 
and expression

Interacting in 
heterogeneous 
groups

Team working

Interacting in 
heterogeneous 
groups

Problem solving

Using tools 
interactively

Awareness of the 
problem

Proactive attitude

Generating ideas

Defining objectives or 
goals

Involving team 
members – keeping up 
to date

Logical approach

Following through
Using knowledge and 
information
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Teaching skills

Creating learning or 
lesson plans

Using different 
methods and 
approaches

Awareness of reporting 
requirements

Managing payments 
and receipts

Implementing checks 
and secure processes

Credit control

Long term financial 
planning

Managing investments

Budgeting and project 
costing

Testimonials from 
colleagues/boss

Demonstration of 
use of diary and 
planning tools

Interview questions 
about prioritising

Qualification in 
training, education, 
instruction or 
coaching

Testimonial from 
learner(s)

Practical test

Testimonial from 
colleagues eg from 
a budget discussion; 
contribution to 
tendering processes

Relevant 
Qualifications

Self management

Acting 
autonomously

Sharing experience/
educating 
colleagues

Finance

Generic work-based 
competencies

Possible Subdivisions Example Evidence

Completing tasks on 
time

Meeting deadlines

Efficient use of time

Managing diaries

Delegating

Multi-tasking

Working under 
pressure

Using ‘organiser tools’

Prioritising tasks

Defending and 
asserting rights, 
interests, limits and 
needs
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Customer/Service User 
awareness

Collecting feedback

Evaluating data

Knowledge and 
understanding of QA 
Processes and systems 
(eg ISO)

Knowledge of cost/
benefit analysis of a QA 
process

Seeking feedback

Analysing data and 
feedback

Understanding 
of personal and 
organisational values

Testimonial of few 
mistakes made

Interview question 
regarding QA 
process

Sample QA 
documentation

Written feedback 
from customers/
service users

Reflective response 
to interview question 

Progress reports

Academic theses or 
publications

Example written plan

Interview questions 
about plan recovery 
and stakeholder 
engagement

Quality assurance 
and customer 
service

Critical reflection 
and evaluation

Planning

Acting 
autonomously

Generic work-based 
competencies

Possible Subdivisions Example Evidence

Knowledge and 
understanding of 
critical path

Using planning tools 
(eg Gantt charts or 
software)

Subdivision of tasks

Ability to respond and 
change plans according 
to events

Research skills - 
Information collection 
and assessment

Assessment and 
allocation of resources 
– human, financial, 
capacity and skills
Acting within the big 
picture



These will vary 
depending on your 
technical background.  
They may work based 
or not.  The word 
‘technical’ is to be used 
in the broadest sense 
– is not only to do with 
technology 

Qualifications and 
certificates

Awards and 
recognitions

Evidence of 
attendance at 
training

Evidence of career 
history

Examples of agendas 
and minutes, reports 
(countersigned by 
participant)

Video, audio and 
photographic 
evidence

Testimonials from 
peers and team 
members

Technical 
competencies

Using tools 
interactively

Management 
and leadership 
competencies

Interact in 
heterogeneous 
groups

Specific competencies 
associated with a sector/

profession/trade/job role/
area of responsibility/level 

of seniority

Possible Subdivisions Example Evidence

Relate well to others
Organising meetings 
(setting agendas and 
writing minutes)
Producing and 
presenting reports
Delegating and dividing 
tasks
Envisioning
Disciplining
Managing Projects
Leading teams
Working with partners
Managing contracts
Motivating others
Being responsive to 
situations and needs
Assessing skills and 
talents in others
Getting the best out of 
people
Being proactive
Taking responsibility
Coaching and 
mentoring
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Annex 2
Employer survey results
Below is the summary of responses from employers about policy and practice 

in employing Seniors.

None 

it’s a question 
of competence

None

(NGO) No – but 
‘Contrat aide” 
has helped 
(government 
support to em-
ploy long term 
unemployed)

Generation 
agreement 
(2013) – 
commitment 
to employing 
people in 
different 
age groups 

No but we do 
use “contrat 
de generation” 

Very open.

Ability and 
match

None (we use 
a company-
wide equality 
and diversity 
policy)

Ditto

None

None:  Not 
interested in 
employing 
Seniors 
because they 
are difficult 
to train 

None – have 
seniors in a 
variety of roles

Seniors 
are offered 
subsidised 
jobs and there 
is a support 
programme 
for long-term 
unemployed 
people 

We signed the 
Portuguese 
Charter for 
Diversity. 
(launched by 
the Aga Khan 
Foundation) 
To guarantee 
non 
discrimination 

None – we 
evaluate 
qualifications 
and working 
ability

Yes – but 
couldn’t define

We look more 
for younger 
people 
because we 
need physical 
fitness

None

None

Very difficult

None

None 

Small 
local

 

SME

 

Large 
com-
pany

 

Re-
cruit-
ment 
agen-
cy

 

Public 
sector

1. What specific policies do you have about employing older (50 years+) staff?

UK LVFR IT PT
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Patience, 
kindness, 
selling 
competences 
to help with 
the training

Specialist 
know-how

Reactivity, 
god physical 
condition, 
politeness.  
Know-how is 
less important 
than social 
skills

Honesty

Loyalty

Hygiene

Experience 
– faster 
to handle 
complicated 
issues 
efficiently

Relevant 
experience in 
the specific  
field

(NGO) same 
as any other 
employee

High 
specialisation

Proactive 
attitude, 
initiative, 
operational 
flexibility, 
problem 
solving

Appropriate 
qualification 
and work 
experience.  
Ability to do 
the job.

Experience 
and 
knowledge; 
not necessarily 
physical ability

We don’t.  
Seniors miss 
the skills to 
work with 
modern 
technologies

Sense of 
responsibility 
and work 
attitude. But 
miss skills to 
work with new 
technologies.   
Some have 
health 
problems

Competencies 
required of the 
job

Same as 
any other 
applicant: 
Motivation, 
work-ethic, 
experience, 
relevant 
qualifications, 
Computer 
proficiency, 
time keeping 
team working

Small 
local

 

SME

 

Public 
sector

 

2. What competencies do you look for in older employees?

UK LVFR IT PT
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Large 
com-
pany

 

Re-
cruit-
ment 
agency

 

2. What competencies do you look for in older employees?

UK LVFR IT PT
Expertise and 
competences

Reliability

Pro-activity

Others testify 
to your 
experience

Work 
capacity)

Behaviour 
and respect to 
others and the 
company

Team working

Reliable

Experienced

Autonomy

Know how

Knowing how 
to be

Experience 
vs change of 
direction

We don’t look 
at age, we  
look at ability.  
Seniors are 
more stable, 
predictable 
and reliable.  
They lack IT 
skills

Positive 
– labour 
discipline and 
health. They 
go to trainings 
(possibly only 
to access 
financial 
support?). 
Negative 
- cautious 
with modern 
technologies

Experience for 
the task

Good 
presentation for 
public-facing 
roles

Availability

Multitasking/
versatility

Expertise 
related to the 
job
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Large 
com-
pany

 

Re-
cruit-
ment 
agen-
cy

Be able to 
analyse the 
daily work and 
be pro-active

Knowledge 
Transfer 

LLL = 
adaptability

No need to do 
it twice – up to 
speed quickly

Know how 
and know how 
to be

Professional 
attitude

Moderating/
tutor the 
younger ones

Adaptability

Ability to build 
connections 
and 
relationships

Seniors give 
good and 
stable results

According to 
the situation

Understanding, 
adaptability, 
leadership, 
mentoring

Tranquillity

Diplomacy

Connection 
to older 
customers

Assiduity.  
(attentive, 
care, 
industrious) 
Don’t be 
absent from 
work due to 
health reasons

Communica-
tions skills (esp 
with clients)

Leadership 
skills

Communica-
tions skills (esp 
with clients)

Leadership 
skills

Relevant 
experience – 
especially (in 
PR) of working 
with people

(NGO) 
experience 
and maturity

Alter-ego of 
the employer

Responsibility

Innovation

Concreteness

Ability to 
perform the 
main tasks

If they can do 
the job, age is 
not important

Seniors are 
good commu-
nicators, 
especially 
with socially 
overwhelmed 
people.  They 
understand 
people’s pro-
blems better

Experience 
is often an 
advantage 
– it cannot 
be taught.  
Management 
candidates 
often 
require more 
experience – 
so potentially 
an advantage 
for seniors

Small 
local

 

SME

 

Public 
sector

 

3. What other qualities do you look for in older employees?

UK LVFR IT PT



Show your 
ability and 
experience 
with the 
relational part 
of the job

Define all the 
duties down 
previously – 
deepen your 
professional 
past

Be available 
and interested. 
Be up to date 
on relevant 
information 
needed in the 
job

Show their 
communication 
and leader-
ship skills with 
examples of 
real scenarios

(NGO) 
Specifics 
of the job 
dissuade 
Seniors?

If not 
specialised, it 
is very hard

Highlight 
successes 
and project 
completed.  
Highlight 
specific 
skills and 
experience 
relevant to 
the job.  Avoid 
redundancy 
that might 
be typical of 
long-term 
careers

Good physical 
shape (health)

Share 
knowledge 
and 
experience

Be brave and 
don’t be afraid 
to run different 
processes

Learn new 
knowledge

Small 
local

 

SME

 

4. How would you advise older job applicants to increase their chances 
of being successful with their job applications?

UK LVFR IT PT

Qualities, 
skills, 
competencies 
required would 
be the same for 
any applicant 
regardless of 
age

Demonstrate 
flexibility and 
adaptability.  
Also 
transferable 
skills such 
as problem 
solving, 
organisation, 
working under 
pressure, 
team work 
and evaluative 
skills are key.  
So are IT skills.

Seniors need 
to demonstrate 
transferability.  
Demonstrate 
understanding 
of the external 
pressures 
facing the 
company
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Large 
com-
pany

 

Stability – the 
company can 
invest in you

Expertise in 
work culture

Prove you 
deserve better 
salary

Keep 
motivation 
high – not just 
waiting for 
your pension

Get ready for 
change and 
challenge

They need to 
acquire new 
knowledge 
and keep 
healthy 
(spiritually and 
physically)

4. How would you advise older job applicants to increase their chances 
of being successful with their job applications?

UK LVFR IT PT

Deep 
knowledge of 
the job

An adequate 
CV

Accurate and 
suitable CV

Demonstrate 
the value of 
experience 
and relevant 
job history 
over academic 
qualifications

Openness to 
learning and 
training 

Don’t be afraid 
of difficulties.  
Don’t be afraid 
to ask.  Impro-
ve commu-
nication with 
young people

Public 
sector
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Re-
cruit-
ment 
agen-
cy

Provide a very 
complete CV

Positive 
attitude

Prepare for 
interview

Be aware of 
own qualities 
and be ready 
to explain and 
justify how

Transmit 
a positive 
energy.  Show 
the “weight” 
of the years as 
a value, not a 
problem

Stability

Expertise/
experience

Capacity in 
doing

Eager to 
share/
accompany 
the younger 
ones

Focus on 
the right 
competencies; 
describe and 
valorise them

Participate 
in a support 
programme

Remain con-
fident in your 
experience.  
Don’t under-
sell yourself.  
Assess the job 
and why you 
are the best 
person for it

4. How would you advise older job applicants to increase their chances 
of being successful with their job applications?

UK LVFR IT PT
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Large 
com-
pany

 

Re-
cruit-
ment 
agen-
cy

Having a 
creative CV is 
welcome.

Search for 
jobs that are 
linked to your 
experience

Remain 
“young” 
(motivated, 
curious, quick, 
willing to learn 
and improve)

Respect the 
common rules;

Anticipate

Depends on 
the job.

Easier in the 
third sector 
than industry 
(where seniors 
are seen for 
coordinators)

Support 
needed for 
seniors: re-
activation, 
re-integration, 
pro-active 
attitude

The state and 
entrepreneurs 
should help

There 
are some 
stereotypes 
about Seniors 
– especially 
about health. 
Image is also 
is an issue

50 is the new 
40

feel confident 
about your 
experience and 
knowledge

Employers 
should ask 
previous 
employers for 
references

Seniors should 
not compete 
with the stren-
gths of young 
people but 
rather focus on 
their experience 
and what dis-
tinguishes them 
from young pe-
ople.  Emphasise 
all the qualities 
that come from 
experience

Lifelong 
learning is 
very important 
nowadays 
as a base for 
growing as a 
person and as 
a worker

Mobility of 
Seniors is 
possible only 
between 
managerial 
staff of large 
companies

Shackleton 
chose “old 
dogs”.  

Juniors =fuel, 
seniors = 
reliable engine

Seniors are 
more down to 
earth, careful 
and diligent

Seniors are 
unable to 
follow quickly 
to today’s 
innovations 
and rapidly 
evolving 
requirements

The majority of 
the population 
is below reti-
rement age – 
that is  where 
the support 
should be 
given

Small 
local

 

SME

 

Public 
sector

 

5. Any other thoughts about employing Seniors? 

UK LVFR IT PT



54

Annex 3
Country specific information

3.1 Latvia (Gulbene District)
When your organisation chose to get involved with Senior competence 

development, what were the influences that encouraged you to make this 

choice?

Because of declined natural growth of population and increasing migration 

of the population outside of district territory, total number of population in 

Gulbene district territory has decreased for 23%. 

During the last 25 years the mortality rate is higher than the birth rate 1,5 

times. 

Comparing year 2014 to year 1995, number of people before working age 

has decreased 2,23 times, so future labour potential has decreased rapidly.

Taking into consideration demographical situation and that number of 

seniors (50+) is increasing comparing to other age groups; seniors are the 

main target group for Gulbene district local authority. Because of this Gulbene 

district local authority has attracted special attention to the lifelong learning 

and facilitation of the seniors ‘skills for employment.

Special work group was created by Gulbene District Council (further in 

text – GDC) in year 2009 – 2010. This work group involved key stakeholders 

from GDC Education, Culture and Sports department (further in text – ECSD), 

local NGOs, educational institutions, to work on situation analysis and to plan 

development of lifelong learning in Gulbene district.
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Lifelong learning system is administrated by ECSD in Gulbene district 

and its work can be divided in 3 parts:

1. Development and administration of Adults education system.

In year 2011 ECSD worked on integration of lifelong learning concept in 

Gulbene district development strategy. In the result as the first priority in the 

Gulbene district development strategy for year 2012 – 2017 was defined 

investment in human resources, including tasks for the development of 

people competitiveness in the context of lifelong learning:

 To ensure systematic approach to the organization of lifelong learning 

and providing information;

 To facilitate the understanding in the society about the importance of 

lifelong learning;

 To organize activities for the development of human resources capacity;

 To ensure availability of lifelong learning possibilities for all groups of 

inhabitants.

2.  Realization of the international projects with focus on adults and seniors 

learning and voluntary work.

With the funding of European Social Fund project “Learning about 

development of Lifelong learning programs, projects and experience 

exchanges” was realized for the employees of municipal education institutions 

in year 2012.

With the funding of Grundtvig multilateral partnership project on seniors 

international voluntary work “Nature Nature” was realized in year 2012-2013.

With the funding of Leonardo da Vinci mobility program, international 

adults work practice project “Fast Forward LV” was realized in year 2013 – 

2014.

Significant investment for the development of seniors’ lifelong learning 

in Gulbene district was done by project “Senior Pass” financed by Grundtvig 

multilateral partnership in year 2013. – 2015. Informal learning program for 

the development of Seniors’ competences was developed and practically 

carried out with in the project. Training program “BRUNO” was created based 

on the project methodology and adapted to the local needs. It included 

development of computer skills, self-assessment and self-development 

skills, local and international voluntary work and intergenerational activities of 

knowledge transfer. 
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3. Management of the municipal funding calls of proposals for the 

realization on adult non-formal education programs.

Since year 2012 GDC is providing financial support to municipal institutions 

and organizations (educational institutions, NGOs) for the realization 

of adults’ informal education programs. Until year 2015 municipality 

supported already 35 informal adults’ educational programs (organized by 

28 organizations). Totally 668 inhabitants have been participating in these 

educational programs.

Druviena primary school will get involved in 2016, because it has long-

term experience in realization of adult education programmes and events. 

Experience shows that seniors are willing and happy to engage in activities 

that contribute to the development of their competences. It’s important for 

them to feel useful in society.

In 2009 Tirza primary school started to realize long-life learning 

programmes, offering non-formal adult educational programmes to adults of 

all ages. There have been three Tirza parish inhabitant meetings organized in 

the last 5 years, in which people of all ages were able to discuss their needs. 

Senior citizens showed willingness to educate themselves, including such 

fields as learning foreign languages and ICT.

First programmes for seniors in organisation started on 2009 when 

were provided IT (basic skills) trainings for seniors. Target group were very 

interested to gain knowledge about coputer skills and new tehnologies. 

Also , organisation participated in National level educational project 

“Trešaistēvadēls” (“Third Father’s son”) where equipement for library training 

center was installed.
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in your region or locality:  Who are they? (NGOs, Local Authorities, National 

Government, Private Companies)

Ministry of Education and Science of Latvia in the state level facilitates, 

administrates, coordinates and monitors lifelong learning questions by 

implementing Education development framework for year 2014. – 2020. 

Possible actions to facilitate development of adults’ informal education with 

professional orientation are defined in this document.

State Employment Agency (further in text – SEA) subordinated to Welfare 

Ministry of Latvia is realizing state politics to decrease unemployment level in 

Latvia. SEA has branches in 28 cities of Latvia including Gulbene.

In the level of Local authority key actors are:

 GDC ECSD (is realizing projects, coordinates lifelong learning work in 

district, administrates  local authority financial resources for adults informal 

educational programs);

 Gulbene Regional Library and Regional educational centres (are ensuring 

nonformal education programs);

 Initiators and organizers of adults informal education programs – NGOs, 

educational institutions, local parish administrations.

Private sector: There are many private education centres where every 

inhabitant of Latvia by his own expenses can choose some educational 

programs. The most part of private educational centres are allocated near to Riga 

or in Riga. Private educational centres provide: different educational programs 

for charge and public order educational programs ordered by SEA. There are 

2 private educational centres in Gulbene - „Buts”, and “Austrumvidzeme”. 

Both educational centres have branches in other cities of Latvia and long term 

practical experience. Private educational centres mainly provide educational 

programs based on the individual orders of clients, and realize specific 

educational programs ordered by SEA based on the needs and interests of 

unemployed people and people at risk of unemployment.

The main actors who support competence development for Seniors in region 

are Gulbene Municipality Council, associations, libraries, schools.

Tirza primary school – long-life learning centre offers multiple non-

formal educational programmes for adults, paying particular attention to 

disadvantaged adults, NGO association ““KāpNes““, a lot of local educational 

activities are organized by Gulbene municipality council, who is the co-financer 

of these programmes.
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1. Gulbene District Council, Educational departament (Life - long learning 

programms)

2. Gulbene Regional library (Regional level) 

3. EDIC - Eurupe Direct INformationalcenter (Gulbene informational point) 

4. Gulbenepensionaires society (NGO) 

5. Gulbene Cultural center and other cultural centers in parishes 

6. Association “Sateka” - NGO 

7. GNIB  -Gulbene District disabled people association - NGO  - local level

8. State Employment Agency - National level 

9. Training centres (private companies) “Buts” and “Austrumvidzeme”

10. Latvian Rural Advisory and Training Centre  (private company, National 

level)

How do these organisations deliver this support:  For example: through 

local groups, educational institutions? in groups or one to one? in single 

activities or longer term engagement?  Please provide links to any English 

language web pages that describe these activities.

Ministry of Education and Science (www.izm.gov.lv) provides the 

normative regulation for adult education support to improve their 

competences in changing labor market conditions, including support for 

employers to provide formal and non-formal education for employees. 

Ministry aims to develop further education programs and materials, develop 

offers of  adult educators and proffesional education institutions, develop 

country and international cooperation including a the formal and the informal 

adult education, linking it to objectives of the EU’s growth strategy “Europe 

2020”.

State Employment Agency  provides services to reduce unemployment 

and gives support to job seekers and to people at risk of unemployment. 

Ensures qualitative help and involvement in active employment measures and 

unemployment reduction preventive measures according to needs, abilities 

and desires of unemployed, job seekers and persons at risk of unemployment. 

Organizes active employment measures and unemployment reduction 

preventive measures, provide career counseling of professional suitability, 

retraining and career planning issues for the unemployed. As well provides 

individual and group career counseling to job seekers and others at risk of 
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and to educate customers about career choices and planning, as well as to 

ensure Professional suitability assessment before training and re-training 

measures.

To increase seniors competitiveness in the labor market Gulbene District 

Council (www.gulbene.lv):

 Implements and administrates a variety of projects;

 Organizes and administrates the non-formal adult education programs;

 Implements and administrates a variety of trainings, discussions, 

motivation programs and forums;

 Cooperates with the Ministry of Education and Science, State 

Employment Agency, industry experts of training, cultural and educational 

specialists, associations of pensioners (Gulbene town Pensioner’s 

Association, Gulbene District Pensioner’s Association “Atspulgs 5”); 

 Cooperates with Ranka Parish lifelong learning center, Adult learning 

center (room) in Litene primary school, as well with Tirza and Druviena primary 

schools (Because of the population decreases in recent years the issues 

related to lifelong learning Parishes concentrate in their educational and 

cultural institutions creating a multi-purpose learning centers) which helps to 

provide and search for information about educational opportunities in formal 

and informal context, organizes various educational activities and trainings.

 Provides and search for information about the issues related to lifelong 

learning.

 In addition to membership in “SENIOR PLUS” project from September 

1, 2015 Gulbene District Council participates in the project “Silver Sharing 

Initiative” (Number: 2015-1-PL01-KA204-017144) (two-year Project 

funded ERASMUS + Ka2), which is implemented with Polish and Croatian 

partners. The project aim is to increase older people’s participation in lifelong 

learning activities and to reduce age discrimination, including improving, 

testing and implementation of innovative non-formal education methodology 

“Silver Sharing Initiative”. The methodology has been established in 

Poland and the project will be tested and improved in international level. 

The methodology focuses on developing of various seniors skills: IT skills, 

language skills, intercultural skills, to promote seniors to social inclusion 

and civic participation. In Gulbene will be trained 4 coaches, will be made 20 

senior pilot trainings, as well  10 seniors from Gulbene will participate in the 

5-day mobility in Croatia and Poland. All 20 training participants will need 

independently create a 5-day program and welcome five seniors from Croatia 

and 5 seniors from Poland.
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Regional Training Center in Gulbene Library offers to local residents free 

training and individual consultations.

Offered three training programs for adult groups:

 Regional studies (introduce participants with the Gulbene district 

digital collections and local history database; provides with digital research 

resources - where to look for their family roots; each participant make their 

own family tree);

 The computer and internet skills

 Options of modern technology (informate the participants about 

today’s technological possibilities and practical use in participants everyday 

lives; provides with advice about how using internet resources organizē travel, 

to provide with knowledge about how to use liberycatolog (e-reader) and 

databases, create interactive presentations using tool like PREZI)

Training center “Buts” (www.buts.lv) have more than 20 years of 

experience in adult proffesional training, retraining and in training 

improvement. The training center offers more than 200 educational programs, 

witch are set in each Latvian city. Training take place in day and night groups. 

Also offers to different training programs through e-learning or further 

learning. After the educational program to learners are issued national 

proffesional qualification certificate or  professional development certificate. 

In the training center has the opportunity to learn  a number of specialties, 

gaining certificate by international standards. After informal courses and 

seminars are issued certificate of training center “Buts”.

Training Centre “Austrumvidzeme” also have non-formal education 

programs - language training, training of computer skills, business 

basics, project management and various programs witch are necessary for 

employers and trainees to concorate in the labor market.  Training Centre 

“Austrumvidzeme” have many years of experience in the training of socially 

excluded risk groups. Of course, this training center is not that big and only 

offers more than ten training programs, but it is an opportunity to improve 

skills and knowledge near by place of residence.

Tirza primary school helps improve such long-life learning competences as 

communication in native language, communication in foreign languages , ICT, 

entrepreneurship, reducing social exclusion, promoting the increase of self-

esteem and self-confidence in people. Helps explore their own opportunities 

and promote their personal fulfilment. Usually workshops are organized for 

small groups, they are short term, from few months to two years.
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Druviena primary school as a lifelong learning centre in the local 

community, which carry out different projects involving also seniors: English 

courses, computer courses for beginners, teaching of various craft skills, yoga 

and recreative gymnastics. These are practices in groups.

http://parmainuskolas.lv/en/page/2/

http://www.temps.fi/en/2015/01/09/a-kokle/

Cultural Awareness and Expression Handbook 2015

1. Realisation of European level projects, life long learning programms 

(seniors as priority target group)

2. Providing training programms directly to seniors target group (IT 

trainings, 2 levels, tranings about region research), organises thematic 

meatings with authors of books, discussions, workshops ect.

3. EDIC - Eurupe Direct INformationalcenter (Gulbene informational 

point)  - giving support to find information

http://europa.eu/contact/

4. Gulbenepensionaires society (NGO)  - organises different events, 

support activities, organise learning processes, providing socialisatoon 

between different target groups. 

5. Gulbene Cultural center and other cultural centers in parishes - local 

level activities, reourses, support, meeting poing (free time/educational 

activities) 

6. Association “Sateka” - NGO - organisation what administrates LEADER 

programme in Gulbene District. Give support to initiatives, provides also 

trainings/ other educational events/ consultations. 

7. GNIB  -Gulbene District disabled people association - Organising 

support, educational events, most of the target group is in age seniors, 

realising local level iniciatives, participation in several sport, cultural events

8. State Employment Agency - National level - Gulbene District has our 

branch. Organisation administrates states programms for unemployed 

poeple. There is no specific target group - seniors. 

9. Training centres (private companies) - organise different  trainings for 

different target groups, aslo for unmenployedpeoeple (seniors as well) 

http://www.buts.lv/about-us

10. Latvian Rural Advisory and Training Centre  (privat company, National 

level)
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How do Seniors demonstrate or promote their competences when 

looking for work?  What support is provided to help them with this?

Higher education is 16.8% of the population in the age group of 65 and 

more, proffesional or proffesional secondary education - 27.2%, secondary 

education 18.7%, primary education - 29.7%. In recent years elderly residents 

intensively improve their computer skills and skills to search information in 

Internet.

It is becoming more and more popular to make calls by Internet, what is 

currently used by 6.5% of respondents in the age group 65-74 years, but this 

type of communication is becoming increasingly popular.

Lack of statistics that reflect the information for seniors aged 50+. 

Statistical data are mainly for the retirement age and working-age population. 

It leads to the conclusion that to assess the qualitative evaluation of seniors’ 

competencies need more detailed statistics for seniors in age group 50+.

Because the most seniors have knowledge in elementary level, the 

competence of seniors are being raised, mainly by improving computer 

skills and skills to work in e-environment, and that leads to new job search 

opportunities on the Internet. 

The average age of participants in programs are 51 years. Age range of 

training are from 27 years to 74 years.

Adults are showing the greatest interest to learning English language, 

studies of photo, e-environment and self-employment, e-commerce. Also 

popular are trainings in handicrafts.

The seniors improve their competences, learning computer skills, English, 

accounting. They have an opportunity to participate in the local markets 

by selling their handmade products. Craft skills have contributed to the 

competence of the entrepreneurship.

The seniors’ needs and wishes for competences improvement are identified 

by surveys. According to the results of these surveys are organized trainings.

NGO “”KāpNes”” support seniors by giving them consultations on various 

topics: how to write a CV, make an online store, how to make transactions on 

the internet, how to start a business on their own. 

Seniors use these skills, as well as ICT and foreign language skills when 

applying for a job.
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Usually there is no system to promote their competencies, but if seniors 

looking for a work, only compences evaluation reflexion is CV what is not 

always expanded. If the senior before have been participated some project 

(or local voluntary work), there are certification systmemwhats is prometed 

in Gulbene District for 2 years already. There is no other specific place where 

seniors could receive support to evaluate their competencies.

Please describe any legislation or Government policies that have an 

impact the competence development of inactive Seniors in your country.

Lifelong learning issue was actualized in Latvia shortly after entrance in EU 

in year 2016. Education and Science ministry of Latvia developed Lifelong-

learning framework for year 2007 – 2013. Long-term aim of this document 

was to ensure lifelong learning according to the inhabitants’ interests, abilities 

and social economical needs of regions.

Education and Science ministry of Latvia has established Lifelong 

learning framework for year 2014 – 2020, where actions to facilitate 

professionally orientated adults informal learning educations are set:

 To develop lifelong learning strategy in regional level;

 To enlarge offers for the possibility to get education second time for 

youngsters and adults and enlarge offers of adult educational programs;

 To develop methodology for the evaluation and recognition of the skills 

gained in informal way;

 To facilitate understanding of the value of informal education and skills 

that can be gained through it for the wider society;

 To enlarge offers of further education in higher education institutions 

(according to the regions development strategies) and to develop study 

programs to prepare adults educators, to develop materials for further 

education (special module systems have to be established in higher education 

institutions separately from the basic programs);

 To develop Internet access places and to establish system to store 

credit points.

The State Employment Agency ensures the implementation of the policy of 

reducing unemployment, providing effective, employment promotion services 

in the interest of public.
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Adult education policy in Latvia is determinate by Education development 

guidelines 2014-2020, which is based on the vision that that education should 

be available throughout the whole life; it is part of everyday life, a conscious 

choice and necessity. Education development policy objective is “high-quality 

and inclusive education for personal development, human well-being and 

sustainable national development.” these guidelines apply to adults of all 

ages. Lifelong learning activities are organised at national, regional and local 

level. 

We have no precise information as to whether the country has laws and 

regulations that apply only to the specific target group: seniors are inactivated.

We do not know any legislation or Government policies to support senior.

How do you perceive the attitude amongst inactive seniors to the idea of 

competence development?  Would they know what you are talking about?

Gulbene District Council to promote inactive seniors to the idea of 

competence development:

 provides an opportunities to engage in a variety of projects, training, 

activities, volunteer work;

 provides information about lifelong learning in Gulbenes district 

website www.gulbene.lv;

 makes publications in the local newspaper “Dzirkstele” and the 

newspaper “Gulbenesnovadaziņas”, including publications about examples of 

good practice that encourage inactive seniors to get involved;

 in collaboration with the library, the regional training centres organizes 

public open conferences and seminars

 establishes cooperation and organizes meetings with the seniors who 

participated in the Gulbene District Pensioners Association “Atspulgs 5”, in the 

Gulbene Town pensioners association and in seniors informal groups. Direct 

face-to-face meetings are the most effective way to reach and motivate 

seniors.

With a good practice examples of active seniors encourage the inactive 

seniors’ attitude to self-development.

Past experience in working with seniors, shows that 70% of socially inactive 

seniors don’t use the offers sufficiently. Reasons are lack of computer skills, 

social apathy, and reluctance to change their situation. However, these 



65

people, are a challenge for us. 30% of seniors actively use a variety of learning 

opportunities.

If they are asked directly they are not understanding, also they has attitude 

that any learning is not for them anymore/they can not do any learning 

anymore (most of them) . But in the same time - if there are supported and 

there is explanationabout learning processes and how they can benefit - their 

attitude are changing and their motivation start to raise up even they still do 

not believe in their potential.

If you are aware of any competency frameworks used to support 

competence development in inactive seniors, please provide a summary 

and links to any English language resources. 

Competence development methodology by now is not well defined, but 

it is necessary to make progress on it, it is needed to create the competence 

development methodologies for seniors. 

Greater attention should be paid to define seniors training needs. 

Partial competences methodology is included in the alternative training 

program for seniors “BRUNO”, where the training program is based on four 

complementary sections - knowledge extraction (Computer, E-portfolio 

building), self-development classes, volunteering, intergenerational 

knowledge transfer.

Also Seniors competence development methodology is at the electronic 

website www.edusenior.eu.

Telecommunications company Lattelecom for many years organized 

computer courses for seniors. In Tirza primary school approximately 30 

seniors attended and successfully finished the courses.
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What is the situation in your country or region regarding assessment of 

competences for Seniors and older unemployed people?  

In the past, the requirements of adult competences in the labor market 

was mainly based on the evaluation of academic knowledge, but by now 

competences evaluate mainly by person ability to be flexible, communication 

skills and adapting skills to new environments.

SEA career consultants provides support to adult competence evaluation, 

first of all  carried out adult individual evaluation of adult by filling the 

questionnaire and then offered relevant professions. For adult evaluation 

used different types of tests like “Interest test for adults”, “Explore 

the professions!”, “Intrest research”,  „Self-determination for adults 

“,”Professional Career Planning “,” Motivation research”,”Communication 

strategy “.

The local communities organize citizen forums and carry out surveys to 

clarify the needs of the inhabitants. A SWOT analysis is made during meetings.

There are implemented various tools regarding the assessment of 

competences within the framework of various programmes for lifelong 

learning. For example, the handbook of educational institutions impact on 

quality of life for seniors.

There is very weak situation. There are just some organisations in state who 

started to with these topics. There are just some programms where seniors 

could be as specific target group.
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What is the role of educational institutions in the development and 

assessment of competencies for Seniors in general and inactive Seniors in 

particular? 

Mainly education institution work based on the educational pillars of 

sustainable development:

• Sustainable Urbanization;

• Sustainable Consumption;

• Peace and Human Security;

• Rural Development;

• Cultural Diversity;

• Gender Equality;

• Health promotion;

• Environment.

As well as GDC Education, Culture and Sports departments lifelong 

learning approach is based on the following learning skills:

• Communication in the native language;

• Communication in foreign languages;

• Mathematical skills and basic skills in science and technology;

• Digital skills;

• Learning to learn;

• Social and civic competences;

• The own-initiative and business skills;

• Cultural awareness and expression.

These competencies are taken into account when setting up and funding 

non-formal adult education programs.

Evaluation and assessment of progress takes place on a regular basis 

after training projects are carried out, but is fragmented and without a specific 

system.

Druviena primary school is the main organiser of the adult lifelong learning 

programmes and activities in the local community. School is a place and 

appropriate environment for intergenerational cooperation.

GulbeneReagionaltraiingcenter has evaluation forms after training we do 

for IT, there they can recognize some skills and knowledges was have been 

gained duting the training. Also - in project Senior Pass there were 3 groups 

of seniors who evaluated their competencies, but still there were insufficient 

ourcome.
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Other search results

Latvia: http://www.infonet-ae.eu/country-overviews/latvia

Providers: general education evening schools, vocational education 

institutions , higher education institutions (including  colleges), Regional 

Competence Development Centres Adult non-formal education institutions. 

According to the Education Law, an education institution is able to provide 

adult non-formal education programmes without having a licence, but other 

institutions (e.g. private company) require a licence issued by the local 

authority. 

Labour market training for the unemployed accounts for the largest number 

of participants in the adult education sector. Employment authorities provide 

a wide range of labour market training mainly targeted at unemployed adults. 

In general, specialized training is organized by the employers themselves. The 

tuition fees for continuing or in-service education and training are established 

by training providers and covered by individuals or employers. Further training 

or retraining of persons who are legally classified as unemployed is financed 

by the state.

http://www.edueval.eu/download/pdf/2.2_Public_Research_Report.pdf
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When your organisation chose to get involved with Senior competence 

development, what were the influences that encouraged you to make this 

choice?

Beside Pistes-Solidaires, none organisation known at local level has 

worked so far on skills or competencies, beside hard skills – job related 

competencies. Only Pistes-Solidaires is developing that specific approach

Pistes-Solidaires has chosen to work in that fields since 2011, after having 

developed couple à Grundtvig senior volunteering project and discover ho 

competencies gain through mobility could also support job inclusion of senior 

facing difficulties to get a job.

The senior-pass was a project to tackle and give some answers.

Who are the key actors who support competence development for 

Seniors in your region or locality:  Who are they? (NGOs, Local Authorities, 

National Government, Private Companies)

We have different organization that work to support senior competences: 

At the National level: 

 PôleEmploi : national agency for employment. Unemployed people 

need to register at PôleEmploi to perceive governmental help. (National / 

Local authorities)

 CARSAT (Caisse Assurance retraite et santé au travail) : Retirement 

structure that help senior ( 50 and +) (Regional authorities)

 CNAM (Conservatoire National des Arts et Métiers) : Private institutions 

that propose different kind of training. 

At the regional level: 

In France, regions are in charge of Vocational Training and re-training, 

let’s say. In fact their mission is often to provide training institute with enough 

resources to train long-term unemployed to activity (jobs) and sectors 

where the demand can help getting a job. Be you senior or not, won’t change 

anything and there is no specific approaches nor work developed with 50+.

Conseil regional Aquitaine Limousin Poitou Charentes can therefore be 

considered as a key stakeholder.

3.2 France (Pau)
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At the county level:

More localy, the Conseil Departemental (county authority) is in charge of 

solidarity and can therefore support in some case the acquirement  of basic 

skills such as reading, writing for some “very hard to reach adults” facing a 

real risk of exclusion. But not only. The crisis situation France is still facing has 

put many different institutions in the will of participating to a better inclusion. 

Some example of support to bodies dealing with senior employment can be 

noticed. 

At the local level: 

 CYBERBASE PAU PYRENEES: Local institution with an educational 

purpose founded by the community of cities in Pau. Not only for Seniors. 

Training based only on TCI. 

 Université du temps libre (University of free time) : this structure allows 

people to train themselves on different kind of subject. It is not only for Senior.

How do these organisations deliver this support:  For example: through 

local groups, educational institutions? in groups or one to one? in single 

activities or longer term engagement?  Please provide links to any English 

language web pages that describe these activities.

At the national level: 

 • PôleEmploi : Individual accompaniment through different kind of 

national measures 

 • CibleEmploiaccompagnement It is a training session that can last 

between 3 and 6 months. All job seekers can ask for it. 

 • EMT (Assesment in a work situation)  a minimum of 80 hours is 

proposed to the unemployed people. They are placed in a work situation and 

are evaluate accordingly. The evaluation is showing the difference between 

competencies that are required and capacities of the person. It helps to 

redefined the need for training.

 • CNAM : Private educational institution. Training in-group on every 

subject. Possibility to validate a degree. 
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At the regional level: 

 • CARSAT :  In workshops. A program that help seniors to go back to 

activities or professional retraining. 

At the local level: 

 • CYBERBASE PAU PYRENEES: Training class in-group. Essentially on 

TC education. Most of the person using this trainings are seniors (unemployed 

or retired)

 • Université du temps libre (University of free time): Training class in 

groups. 

 • PLIE : programme local pour l’insertion par l’économie ( specific 

program in charge of helping social inclsion through activity and bob 

inclusion)

How do Seniors demonstrate or promote their competences when 

looking for work?  What support is provided to help them with this?

There is no difference between unemployed seniors and unemployed 

people in general. They all use the classical resume + cover letter. 

The work done with SeniorPass on the eportfolio allowed to enlarge the 

identification of senior’s competences to the social sphere.

Please describe any legislation or Government policies that have an 

impact the competence development of inactive Seniors in your country.

Legislation to maintain the seniors at work: every firm with at least 

50 employees has to have a « Senior Plan ». The goal is recruiting and 

maintaining seniors at work. Part of the « Senior Plan » is including training. 

A prior access to training for Seniors with different methods put in place:

 • Skills assessment 

 • VAE (Validation of the experiences)

 • DIF (Individual right to training)

 • Professionalization period. 

Generation contract: It concerns seniors and youngster. A financial help 

is given to a firm that recruit seniors or youngster. A convention is made by the 

firm and can include training for seniors. 

Professionalization contract for seniors allowing them to associate work 

activities and training. 15 to 25 % of the contract is dedicated to training.
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How do you perceive the attitude amongst inactive seniors to the idea 

of competence development?  Would they know what you are talking 

about?

They are aware of the importance of staying active an on the importance 

of developing competences. In France, most of the association are lead by 

seniors (but retired). They are developing competencies while working in 

associations. Seniors are often the person that are interesting in training 

themselves especially regarding TC (CyberbasePyrénées). But they want 

to get trained – at least when they are retired – to stay active and keep on 

learning.

If you are aware of any competency frameworks used to support 

competence development in inactive seniors, please provide a summary 

and links to any English language resources. 

None

What is the situation in your country or region regarding assessment of 

competences for Seniors and older unemployed people?  

Seniors and unemployed people in general can benefit from a skills 

assessment. They can do it via PôleEmploi in France. But the competencies 

listed for the assessment are classical one. The social competences aren’t part 

of the assessment. 60% of the competencies that employers seek are social 

competencies. This tool isn’t in harmony with the labour market reality.

What is the role of educational institutions in the development and 

assessment of competencies for Seniors in general and inactive Seniors in 

particular? 

They don’t really have a role in the training of seniors. Universities, CNAM 

and University of free time allow everyone to take part into their training 

but the person needs to pay for the training. The fees depend on the type of 

structure you are in. It is based on volunteering. No facilitation are made for 

inactive seniors.
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Other search results

France: http://www.infonet-ae.eu/country-overviews/france

Providers: GRETA branch of the Ministry of Education, 210 centres 

nationwide.

AFPA, Association for Adult Education, 216 centres nationwide

CNAM, 2340 trainings in evening classes or on the Saturday

University : UPEC (Créteil), Bordeaux, Non-formal learning: folk 

universities Association des UniversitésPopulaires de France (AUPF)

AFPA, (Association for Adult Education) appears to be the main 

organisation which provides education/training to get seniors back into work.

To take stock of his professional project at the right time, to consider 

more precisely his second part or his end of career, this is the objective of the 

FUP, the “Fond unique de péréquation”, which has funding since last spring a 

“senior plan” coordinated in most regions by AGEFOS-PME.

Through the AFPA, inter-institutional centers Skills Balance Sheets 

(CIBC) and the Association for the employment of executives, three services 

are available to those more than 45 years old. An information meeting in a the 

Company. Then, a meeting with a professional psychologist, which lasts half a 

day. This is used to specify the ambitions of the senior. Finally, for participants 

who so request, a series of coaching sessions help to develop a “passport of 

training and skills”. The goal: to start a redirection, help maintain the company 

or consider a change. One factor remains necessary: be motivated!

http://www.studyrama.com/pro/emploi/egalite-des-chances/travailler-

apres-45-ans/pourquoi-et-comment-se-former-apres-50-ans-17039.html
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When your organisation chose to get involved with Senior competence 

development, what were the influences that encouraged you to make this 

choice?

First of all the need we identified in the community: on one hand 

unemployment is a reality that needs answers not just at institutional level but 

also at civil society level (NGO, associations...), on the other hand the need of 

the recognition for non formal and lifelong learning. All this combining to the 

fact we have a local network that agrees on this topics and works in the same 

direction as us made us braver in jumping in the project.

We also  thought about the possible links between our previous 

experience in EVS and in competences development with youngsters.

Please describe the key actors who support competence development 

for Seniors in your region or locality:  Who are they? (NGOs, Local 

Authorities, National Government, Private Companies)

The institutional public actor is IEFP, the Govermental Institute for 

Employment and training; in a parallel way, the NGO’s and the associations try 

to implement smaller clusters to support a better follow up of the public.

How do these organisations deliver this support:  For example: through 

local groups, educational institutions? in groups or one to one? in single 

activities or longer term engagement?  Please provide links to any English 

language web pages that describe these activities.

IEFP normally acts with groups through modules of training. 

What the clusters of civil society organisations do is a study on needs 

and afterwards division in smaller groups according to learning needs, IT 

competences, the way the training is given is adapted to the educational level 

and the methods are mixed between formal and non-formal education.

For IEFP https://www.iefp.pt/ (bottom page you have the automatic 

translator option)

http://www.empregoapoiado.com/#!english/c2ik this is the link to the 

cluster with whom we indirectly participate through our local network (many 

colleagues are having training in this area through this association).

3.3 Portugal (Lisbon)
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The Governmental Institute gives support to this kind of initiative because 

they realised they are unable to reach all the audience due to the number and 

the kind of answer that the territory needs.

NGOs and Social Institutions deliver this support usually through local 

groups, developing trainings and internships to improve the adults skills. 

These internships and trainings are usually based in non-formal education 

methodologies and in the end the objective is to develop soft skills an 

employability of the participants and not to get a formal certificate in some 

professional area. Sometimes these NGOs make this kind of work supported 

by government funds. This kind of programs usually works with groups but 

has a component of individual tutoring. 

Santa Casa da Misericórdia de Lisboa is an example of a social 

Institution that makes this kind of work with adults: 

http://www.scml.pt/pt-PT/areas_de_intervencao/acao_social/

educacao_formacao_e_certificacao_de_competencias/centro_de_

educacao_formacao_e_certificacao__cefc_/?culture=en-GB 

There are also educational institutions and training schools that deliver 

certificated formal trainings courses to the adults and seniors that in the end 

gives them a professional certificate an even a grade. The training schools 

function with a class of adults at the same time. 

In National Government there are several public services that have the 

objective of developing senior skills, but only up until 65 years old, because 

it is the limit of the active age working in Portugal. So, the most important 

service is IEF (https://www.iefp.pt/) that is in charge of employability in 

general, providing a wide range of formal and non-formal training courses for 

developing hard and soft skills in the adults that are looking for a job.

In adult education in Portugal, the National Agency for Qualification and 

Vocational Education is the public entity in charge of the coordination of the 

European agenda for adult learning and is responsible for all the certificated 

training courses to adults - National Catalogue of Qualifications, defining all 

the objectives and contents for each one. 

http://www.en.anqep.gov.pt/ 
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 There are also public centres (CQEP) - Centres for Training and 

Vocational Education, that are linked to the National System for the 

Recognition, Validation and Certification of Competences and that play a 

key role in building bridges between the worlds of education, training and 

employment, in a perspective of learning throughout life.

These centres have an approach focused in the individual.

http://www.anqep.gov.pt/layFrames.

aspx?screenwidth=1024&mlkid=1xlhyxmg5bt5kb45zus0em55&menucb=1 

How do Seniors demonstrate or promote their competences when 

looking for work?  What support is provided to help them with this?

The Seniors can get support at IEFP, CQEP or NGOS.

They go to IEFP Institute because it’s compulsory or because they need (it 

depends on their situation) or they are contacted (after the mapping through 

local organisations) to be included in trainings to be supported in the active 

job seeking. 

As for what Seniors do spontaneously, as for the other people, they are 

very concentrated on the CV and what to write in it.

Please describe any legislation or Government policies that have an 

impact the competence development of inactive Seniors in your country

In the last three years there had been several incentives for the hiring 

of people over 55 directed to employers, but it has not had an impact in the 

competence development of inactive seniors.

How do you perceive the attitude amongst inactive seniors to the idea 

of competence development?  Would they know what you are talking 

about?

According to the public we have, pertaining to a lower class of population, 

they don’t have any idea about this and first of all when we approach them 

we can’t pretend we’re including them in a formal training or any kind of 

official “training” because they are quite reluctant, so we need to bring to 

our mind all the methods we use with youngsters to be creative, use the 

appropriate language and present the idea in a very dissimulated way of 

they will not participate. Once we are able to reach this personal link then 

it’s very interesting them to realize that the “training” is useful. We have this 

experience with ITC education and literacy for seniors.
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If you are aware of any competency frameworks used to support 

competence development in inactive seniors, please provide a summary 

and links to any English language resources. 

Respondent skipped this question

What is the situation in your country or region regarding assessment of 

competences for Seniors and older unemployed people?  

In Portugal this topic of the assessment of competences for older 

unemployed people is with Centres for Training and Vocational Education 

(CQEP).

What is the role of educational institutions in the development and 

assessment of competencies for Seniors in general and inactive Seniors in 

particular? 

The educational institutions play an important role in this topic, the CQEPs 

may be included in educational institutions, like schools or Training Centres.

Other search results

Portugal: http://www.infonet-ae.eu/country-overviews/portugal

Providers: schools, vocational training centres, municipalities, companies 

or business associations, trade unions and associations at local, regional or 

national level.   

Created in 2006 by the Ismaili Council for Portugal, the Step-by-Step 

Learning Centre is a platform for the Lifelong Learning certification, and has 

been recognised as a successful European model. The centre focuses on three 

main areas: general studies, vocational courses and learning for seniors.

http://www.theismaili.org/lifelong-learning-equips-europeans-change-

knowledge-society

Note: The article is from 2012 
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When your organisation chose to get involved with Senior competence 

development, what were the influences that encouraged you to make this 

choice?

Desire to help seniors become more included in local community

Please describe the key actors who support competence development 

for Seniors in your region or locality:  Who are they? (NGOs, Local 

Authorities, National Government, Private Companies)

Council For Voluntary Services

Please explain how these organisations deliver this support:  For 

example: through local groups, educational institutions? in groups or one 

to one? in single activities or longer term engagement?  Please provide 

links to any English language web pages that describe these activities.

In a variety of different ways, mostly through local groups.

www.communityactiondacorum.org.uk

How do Seniors demonstrate or promote their competences when 

looking for work?  What support is provided to help them with this?

Through interview tasks, applications, interviews

Q8: Please tell me about any legislation or Government policies that 

have an impact the competence development of inactive Seniors in your 

country

Respondent skipped this question

How do you perceive the attitude amongst inactive seniors to the idea 

of competence development?  Would they know what you are talking 

about?

There would be some prepared to develop them and some that would not.  

The terminology or ‘jargon’ competence development may not be known 

to all but they would understand if it were explained.

3.4 United Kingdom (Hemel Hempstead) 
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Q10: If you are aware of any competency frameworks used to support 

competence development in inactive seniors, please provide a summary 

and links to any English language resources. 

Respondent skipped this question

What is the situation in your country or region regarding assessment of 

competences for Seniors and older unemployed people?  

There is no national system for assessing these or for keeping the 

assessment current, i.e. people generally tend to depend upon what they 

have done earlier in life as their competencies and many will not consider 

developing or adding new competencies in order to work when they are 

seniors.  There is still a traditional attitude amongst seniors of having a job, 

career or skill set for life rather than moving from one job to another.

What is the role of educational institutions in the development and 

assessment of competencies for Seniors in general and inactive Seniors in 

particular? 

There are some educational organisations such as the open university and 

the university of the 3rd Age which will provide training for seniors but this is 

not very accessible especially for inactive seniors because inactive seniors 

also tend to have less disposable income and developing new competencies 

often costs money.

Other search results

United Kingdom: http://www.infonet-ae.eu/country-overviews/united-

kingdom

Providers: Local authority funded and provided adult education of a non 

vocational type . Further education colleges and training agencies are mainly 

engaged in vocational and skills related education. Employers fund a lot of 

training. Universities through their lifelong learning departments

Age UK run computer training courses

http://www.ageuk.org.uk/work-and-learning/technology-and-internet/

computer-training-courses/

How training can help the 50+ back into work

This article gives details on the types of training that might be useful to 

50+ jobseekers as well as individual case studies:

http://www.50plusworks.com/how-training-can-help-the-50-back-

into-work/
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When your organisation chose to get involved with Senior competence 

development, what were the influences that encouraged you to make this 

choice?

CEMEA del Mezzogiorno is the applicant and coordinator of Senior Plus 

project and so it is highly motivated in the specific field of the project. Indeed 

CEMEA del Mezzogiorno is particularly active in the Adult Education field, 

both at local and international level. It is endorsed as help desk for EDA 

(EducazionedegliAdulti - Adult Education), through a Rome City Council 

Programme that offers assistance, information and basic orientation, 

supporting and accompanying adults along their training path. Thanks to 

its international office, specifically devoted to learning through mobility for 

all, CEMEA del Mezzogiorno NGO has undertaken numerous tasks within 

Grundtvig specifically devised for over 50s, supporting active ageing, 

participation in their community life, learning and upgrading of basic 

competences like digital and language skills, increasing their employability. 

Senior Plus relies on previous experiences of the partner organisations, 

particularly Dacorum CVS (UK), AssociaçãoMaisCidadania (PT), Gulbene 

Municipality (LV), Pistes-Solidaires (FR) and CemeadelMezzogiorno (IT), 

in senior volunteering projects within the Grundtvig Programme work frame. 

The cooperation among these partners on professional and social education 

and re-introduction needs for seniors over 50, as emerged by projects 

such as learning mobility for adults supported by LLP, has reinforced their 

synergic action in Europe. Still within the Grundtvig work frame, such synergy 

has successively implemented a project devised for unemployed seniors. 

The results of this project confirmed the need to continue studying, testing 

and implementing innovative strategies that complement those previously 

adopted by job and career advice centres. After the interesting experience of 

Senior Pass CEMEA del Mezzogiorno wanted to deepen this topic and decided 

to apply for Senior Plus. This is complementary to Senior Pass because it 

continues and enriches its action.

3.5 Italy (Rome)
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Please describe the key actors who support competence development 

for Seniors in your region or locality:  Who are they? (NGOs, Local 

Authorities, National Government, Private Companies)

In Italy the Adult Education (EDA) was originally born as training activities 

for workers literacy (attainment of elementary middle school diploma). 

Later, these interventions have been increasingly framed in the context of 

lifelong learning and. In 1997, the Ministry of Education has established 

the Permanent Territorial Centres (CentriTerritorialiPermanenti - CPT) for 

education and training in adulthood (CTPs were special schools specifically 

responsible for the management and delivery of training interventions for 

adults). In 2000 and 2001 the Agreement between the Government, Regions, 

districts and municipalities for the reorganization and strengthening of 

lifelong learning, enlarged the role of CTPs and expanded the action of adult 

education. 

The CTP courses, in fact, were targeted also to those already in 

possession of the title of compulsory education. The so-called Law Fornero 

n°263/2012, marks the transition from former permanent regional centres 

(CTP) to the District Centres of adult education (CPIA- District Centres for 

Adult Education (CentriProvincialiIstruzioneAdulti). CPIAs face the challenge 

of reducing the educational deficit of adults in Italy and to respond to the new 

demands of knowledge, expertise and skill of the “ learning society”. The main 

novelty of this reform is the establishment of the autonomy for school: so the 

CPIAs are conceived as type of autonomous educational institution, organized 

in district networks, with own personnel. The CPIA is the central administrative 

unit that organizes the educational pathways for learning levels, in an 

integrated and interacted dimension with the territory. The CPIA, within the 

networks of  lifelong learning, represented the public  entity able to provide 

and put in practice a new training offer in cooperation with local authorities 

and the world of work, taking into account the particular needs of the users 

(adult population, foreigners, NEET…).
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The Adult Education is nowday the land of interest not only for SCHOOLS 

and for the WORLD OF WORK, but also for the Third Sector, which is 

operating with growing vitality throughout the country. In general the main 

actors of the adult education system are: 

• Ministry of Labour and Social Policy 

• CPIA - District Centres for Adult Education 

• The prison schools 

• Popular University 

• Private Vocational training centres 

• The school system 

• The regional system of vocational training

• The employment centres 

• Networks of civic initiatives for adult education 

• Cultural infrastructure (Local Authorities libraries , museums , theatres) 

• Enterprises

• Associations

Please explain how these organisations deliver this support:  For 

example: through local groups, educational institutions? in groups or one 

to one? in single activities or longer term engagement?  Please provide 

links to any English language web pages that describe these activities.

“EDA” is a program of the City of Rome, which aims to improve knowledge, 

skills and professional qualifications of the adults. It has created a local 

coordinated system capable of orienteering and, at the same time, able 

to provide the opportunity to participate in courses and training activities 

organized by public and private structures, specializing in the areas of 

interest. The EDA system, through its articulation, provides reception, 

information and basic orientation; It supports and accompanies the adult 

along its training path. The support in case of EDA is one to one. Other kinds 

of support in the Lazio Region are delivered in the frame of the European 

Social Found and the training opportunities follow the priorities of the regional 

agenda. In this case the support is in group and in longer term engagement.
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How do Seniors demonstrate or promote their competences when 

looking for work?  What support is provided to help them with this?

Normally seniors demonstrate their competences through: 

• CV      • Letter of reference 

• Oral interview    • LinkedIn 

• Probationary period 

There are both public and private bodies providing support for citizens in 

general (not seniors specifically) in promote their competences when looking 

for work, such as: 

EMPLOYMENT CENTRES: The employment centres are public facilities 

(offices) currently managed by the district administrations, offering services 

to citizens and businesses. They provide information and guidance services 

(assessment, coaching and counselling), allow the matching of demand and 

supply of labour, manage databases, provide assistance and support for the 

management of paperwork, issue certificates and forms and offer free advice to 

people seeking employment. 

OUTPLACEMENT SERVICES: It is a private service that is provided by the 

entities related to the work activities and that is required by the company that is 

laying off its employees. 

The outplacement firm do not mind relocating the worker forcing him to 

face his choices, but their job is to accompany the worker in the retraining of its 

powers to be able to relocate to another workplace. Initially, the outplacement 

was reserved only for high managerial figures; with the passage of time has 

begun to direct also employees, executives and workers. It is composed of four 

phases: 

- Assessment (self /skills assessment) 

- Preparation of marketing tools (resume, interview, marketing letter, etc.). 

- Active research on the market 

- Reintegration 

The Ministry of Work has authorized many private companies to operate 

as Outplacement agents across Italy. Most of them are connected with main 

companies operating on the Italian territory in order to try to match job offers 

with available skills. 

PRIVATE TRAINING, ORIENTEERING AND COACHING CENTRES: As in all 

EU countries different private structures can intervene for free on unemployed 

people, supported by private foundations like “Fondazione Il Faro” specialized 

on young people, or “CIOFS-FP” Centro ItalianoOpereFemminiliSalesiane, of 

religious origins, providing guidance and training to all ages for job insertion. 

In some other cases private enterprises are offering, under payment, business 

coaching also for people that want to advance in their career or create their own 

enterprise.
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Please describe any legislation or Government policies that have an 

impact the competence development of inactive Seniors in your country

In Italy the “competence development” idea is understood mainly as 

“training” and delegate to Regions. The actions supporting the competence 

development of Seniors are principally aimed to help them in re-entering the 

job market. 

In this perspective, below we list the public institutions and private 

entities dealing with employment and in a certain way with competence 

development: 

Public institutions dealing with employment are: 

• Italian Ministry of Work 

• INPS (Italian National Social Security) 

• Italia Lavoro (National Agency for Work) 

• ISFOL (Italian National Institute for Orienteering and Work) 

• Region and Provinces (Employment Centres) 

At private level we can find: 

• Trade Unions 

• Employers federations 

• Outplacement companies 

• Interim agencies 

• Specialized Internet Web Portals 

As already mentioned, the launch of the European Social Fund in Lazio 

Region, represented a strategic long term Programme for the support of 

competences and job market. Concerning this topic, the legislation foresees 

also: COURSES FOR WORKERS ON THE MOVE OR LAID OFF Every Italian 

region is committed to provide training for workers under mobility measure 

(unemployment compensation) or in layoffs to help them to increase their 

qualifications, in order to find more easily a new job position. The training 

courses are free and they are organised by social cooperatives or private 

training agencies accredited by the Regional Government. A sort of voucher is 

provided by the public job centres and the courses can be on different topics 

like computer science, English, tourism, etc. and individuals choose among 

a wide range of proposals. Some courses are also given through the web in 

a kind of e-learning mode. The people that are under exceptional mobility 
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measure are obliged to follow a certain number of courses. EMPLOYMENT 

CENTRES The employment centres are public facilities (offices) currently 

managed by the district administrations, offering services to citizens 

and businesses. The job centres are located throughout the country. The 

employment centres perform many activities. They provide information 

and guidance services (assessment, coaching and counselling), allow the 

matching of demand and supply of labour, manage databases, provide 

assistance and support for the management of paperwork, issue certificates 

and forms and offer free advice to people seeking employment. The process 

begins with the enrolment of the unemployed person that becomes available 

for recruitment and has filled in a profile (studies, expectations, previous 

work experiences, etc.) that is stored into a data base; when a firm seeks 

staff more or less corresponding to that profile, the person is contacted to 

go for an interview in the requiring firm. A Personalized Action Plan (PAI) is 

designed by the unemployed person with the support of an orienteering team. 

Laboratories, thematic meetings, individual and collective sessions are the 

main common tools for supporting him/her. 

A Balance of Competences is realized within a duration of 2 months only 

in some specific cases, due to the large amount of time needed. The job 

centers operate in a network with other services in the area, municipalities, 

centers of work orientation, universities, etc., in order to plan active labour 

market policies and enhance the quality and quantity of personalized services 

and accompaniment. The recent Labour Reform (launched in 2012 and fully 

effective since 2015) introduced the LIBRETTO DEL CITTADINO (Citizen 

Booklet). The responsible for the booklet release are the Regions. The 

responsible for updating the booklet is essentially the individual who holds it. 

The Libretto del Cittadino is a document where every citizen can list his/her 

professional experiences and competences gained over the years. 

The Libretto is in paper and electronic format; it is based on a maximum 

logical simplification and transparency in order to bring out the whole 

individual’s skills and capacity, developed in formal, informal and non-formal 

pathway. Indeed the Libretto del Cittadino collects information, data and 

certificates regarding educational, working and training experiences, also 

made in social, recreational or family context by the citizen.
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How do you perceive the attitude amongst inactive seniors to the idea 

of competence development?  Would they know what you are talking 

about?

In our experience, the idea of competence development that seniors have 

is mostly connected with the idea of update (refresher courses for example). 

They are active and motivated with regards to acquire, update and strengthen 

those competences in a certain way already familiar or coherent with their 

past work experiences. They don’t give value to transversal/soft skills . They 

are more interested and motivated toward technical/specific skills. The idea is 

most the one of specialisation.

If you are aware of any competency frameworks used to support 

competence development in inactive seniors, please provide a summary 

and links to any English language resources. 

None

What is the situation in your country or region regarding assessment of 

competences for Seniors and older unemployed people?  

As mentioned above, the assessment of competences for unemployed 

concerns Unemployed centres, Outplacement Services, Private Training, 

Orienteering And Coaching Centres. Please, for more details, see the answer 

in an earlier question.

What is the role of educational institutions in the development and 

assessment of competencies for Seniors in general and inactive Seniors in 

particular? 

The development and assessment of competencies for seniors in Italy 

is not so much connected with educational institutions or active ageing and 

lifelong learning approach. The competences of seniors are meant in a job 

perspective. So the focus is to create opportunities and system to support 

their employability rather than to support their development as individual 

as a whole. The third sector offers opportunity of growing to seniors but not 

specifically target to the acquisition of competences but as participatory 

action to the life of the community (for example volunteering).
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Other search results

Italy: http://www.infonet-ae.eu/country-overviews/italy

Providers include: Provincial Centres for Adult Education (CPIA) Literacy 

courses. Regional Professional Training Bodies: Offer professional training 

courses for workers, courses for functional literacy (IT, foreign languages). 

Public Technical and Professional Institutions: Apart from curricular courses, 

they offer professional training courses, functional literacy courses (IT, 

foreign languages)  Università per la TerzaEtà.

http://www.eaea.org/media/resources/ae-in-europe/italy_country-

report-on-adult-education-in-italy.pdf

Non-formal education (vocational and otherwise) is usually provided by 

private companies/organizations, and by the third sector (popular universities, 

the so called third age) universities, recreational and cultural associations, 

NGOs).

http://www.edueval.eu/download/pdf/2.2_Public_Research_Report.pdf
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Annex 4
European resources, helpful websites and documents

European resources

Websites and Documents

The Electronic Platform for Adult Learning in Europe   (EPALE) is a 

multilingual online space to exchange, showcase, and promote methods 

of good practice in adult education. Individuals involved in organising and 

delivering adult education can access an online adult learning platform to share 

the latest developments and learn from each other.

EPALE also includes a library of resources, a calendar of courses and events 

of interest for adult education professionals, as well as a partner-search tool, 

which will soon be completed by collaborative groups.

1. h t t p : / / w w w . e u r o p a r l . e u r o p a . e u / R e g D a t a / b i b l i o t h e q u e /

briefing/2014/140811/LDM_BRI(2014)140811_REV1_EN.pdf

2. https://static1.squarespace.com/static/528f75f9e4b04c46c4559764/

t/546e08d8e4b0ed4ce0491c3e/1416497368089/MG+ILC.pdf

3. The European Commission 2012 Ageing report: http://ec.europa.eu/

economy_finance/publications/european_economy/2012/pdf/ee-2012-2_

en.pdf

4. Communication from the commission to the European parliament, the 

council, the European economic and social committee and the committee of 

the regions. A Digital Agenda for Europe. (COM 2010 245 final)

5. ILO. (2002). An inclusive society for an ageing population: The 

employment and protection challenge. Paper contributed by the ILO to the 

second World Assembly on Ageing. 8-12 April 2002: Madrid, Spain. 

6. Demography, active ageing and pensions. Social Europe guide, Volume 

3 http://www.associationforeducationandageing.org/ufiles/EuBiaGuide.pdf

7. https://gerontologist.oxfordjournals.org/content/40/3/304.short
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8. Discrimination in the EU in 2012: http://ec.europa.eu/public_opinion/

archives/ebs/ebs_393_sum_en.pdf

9. Promoting lifelong learning for older workers; An international overview 

www.cedefop.europa.eu/files/3045_en.pdf

10. h t t p : / / w w w . u f h r d . c o . u k / w o r d p r e s s / w p - c o n t e n t /

uploads/2008/06/41-2_schakel_smid_wognum.pdf

11. Rhebergen B. &Wognum, I. (1997). Supporting the career development 

of older employees: an HRD study in a Dutch company. In: International Journal 

of Training and Development, 1 (3), 191-198. 

12. http://infed.org/mobi/what-is-non-formal-education/

13. http://www.cipd.co.uk/hr-resources/factsheets/competence-

competency-frameworks.aspx

14. http://www.oecd.org/pisa/35070367.pdf

15. The Key Competences for Lifelong Learning – A European Framework is 

an Annex of a Recommendation of the European Parliament and of the Council 

of 18th December 2006 on key competences for lifelong learning in the Official 

Journal of the European Union on 30 December 2006/L394.

16. http://eur-lex.europa.eu/LexUriServ/site/en/oj/2006/l_394/

l_39420061230en00100018.pdf

17. http://www3.weforum.org/docs/WEF_Future_of_Jobs.pdf

18. https://ec.europa.eu/ploteus/sites/eac-eqf/files/leaflet_en.pdf
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Annex 5
List of Senior Plus Partners
Partner Organisation: Mais Cidadania (PT) 

Website: http://www.maiscidadania.pt/

Contact name: Paula Mendes

Contact email: info@maiscidadania.pt

Partner Organisation: CEMEA del Mezzogiorno onlus (IT)

Website: www.cemea.eu

Contact name: Andrea Messori

Contact email: senior@cemea.eu

Partner Organisation: Community Action Dacorum (UK) 

Website: www.communityactiondacorum.org.uk 

Contact name: Mark Mitchell

Contact email: mark@communityactiondacorum.org.uk

Partner Organisation: Gulbene Municipality (LV) 

Website:  www.gulbene.lv

Contact name: Anita Birzniece

Contact email: anita.birzniece@gulbene.lv

Partner Organisation: PISTES SOLIDAIRES (FR) 

Website: www.pistes-solidaires.fr

Contact name: Mathieu DECQ

Contact email: mathieu@pistes-solidaires.fr

Partner Organisation: View From Here Ltd (UK)

Website:  www.viewfromhere.co.uk

Contact name: Jonathan Bowyer

Contact email: jfb@viewfromhere.co.uk
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