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Introduction 
 
 
The voluntary sector offers a rich learning environment where people can develop competences and while it is 
also a work environment, they also can apply / test those competences in practice. Volunteer work can be 
performed in many different forms, in many different sectors (like Health, Youth work, environmental care, 
fire fighters, neighbourhood watch, answering phone calls about domestic violence, sexual assault, delivering 
meals, etc.), from well organised up to individual ad hoc volunteer activities. 
 
Validation of the activities of volunteers differs from the validation as used in the profit and non-profit sectors, 
where work is often structured according to occupational standards, paid in the form of a salary and/or profit 
sharing and pursued in the form of a career. The quality is usually controlled by quality assurance systems, for 
which government and/or ‘market-forces’ often set the quality criteria. In the voluntary sector, the values are 
more based on self- and social validation, and the quality standards are set by the organisation, mostly within 
the national quality standards for specific work environments. 
 
Transferability of competences developed in voluntary work towards the profit and non-profit sector is not 
easy, due to the difficulties in (formal) recognition of (voluntary) work, limited insight and the demand for 
certain types of recognition. As an example: a leader of a scouting group can find more recognition (being of 
value) in the response and the development of the children, in an increase in self-esteem, in being part of a 
group, in doing something differently than their paid work, etc. or in internal validation systems such as the 
different types of functions as scouting leader, trainer, group advisor, etc. 
 
The LEVER-project 
 
The LEVER project provides a bridge between competences developed in the volunteer sector and the 
recognition and use of these competences internal – within the volunteering organisation – and external (in 
other organisations/sectors for voluntary and paid work). 
 
The rationale of the LEVER project is based on the value for volunteers of the European Key Competences for 
Lifelong Learning (Cedefop, 2006). The awareness of this value centres on notions like: 
A. Considering the voluntary sector as a non-formal and informal learning-setting, for young and adults to 

improve their competences (knowledge, skills, attitude, motivations/ambitions), to be validated and 
certified? 

B. The rotation of work in the voluntary sector, outside the company, as an alternative way of training, 
recognized by employers and even by schools? 

C. Assignment of credits to the voluntary sector itself, as a reality in the near future. 
 
Results of the LEVER project are: 
1. A shared model and process for the recognition, validation and certification of competences and 

transversal skills: 
a. Fostering virtuous connections between informal education-environment and the profit environment. 
b. Special focus on SMEs. 
c. In line with Europass/ECVET/EQF levels of learning outcome approach for recognition and certification. 

2. and the provision of: 
a. Common guidelines to implement the model and its approach. 
b. Recommendations for policy makers to embed the model and process in the active labour market 

policies. 
 
The LEVER-model 
 
Strengthening the systematics of Validation of Prior Learning (VPL) is at the heart of creating a personalized 
learning concept in the voluntary sector. VPL aims at helping practitioners to explore pedagogies and practices 
and develop their own practice, within their own organisational context, for their own specific purposes. VPL 
is also about making a personal inventory of learning outcomes so far and being able to decide on the need for 
further learning. Moreover, VPL systematics are suitable for practitioners operating in lifelong learning 
contexts and wanting to enhance learning opportunities. 
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The LEVER model provides the building blocks for enhancing such a competence-based approach towards 
VPL-enhanced personalized learning strategies in different chapters: 
 

1. The social context in which VPL systematics was developed. 
2. The concept of competences. 
3. The LEVER competences. 
4. The LEVER model as a process. 
5. The LEVER portfolio format 

 
The annexes offer information and ways of working with VPL in the voluntary sector. 
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1. The process of Validation of Prior Learning 
 
 
Throughout history people have prepared thoroughly for strengthening and practising their skills in a 
profession; this has been true from the middle ages right through the industrial age. And this is not 
different in the modern learning society. The prevailing systems of professional training and education 
require adjustment and innovation, because they are part of the changing socio-economic and socio-
cultural landscape. Where once upon a time, simply completing a qualification was enough to gain and 
hold onto your place in society and on the labour market, in ever more cases this no longer holds. 
Nowadays, in the ongoing transition to the learning society, flexible, continuous and more adaptive 
learning is required to keep the citizen viable on today’s labour market. Staying on top of this development 
is vital for all actors: individuals, trade unions, schools, universities, employers and legislative and 
regulatory bodies. These actors are all tied together closely in the social and economic structure. These ties 
have always been present, but never before in history the individual – or the citizen – got the chance to 
gain so much control in steering one’s career through learning as is the case in the learning society (Delors 
1996, Hargreaves 2004-2006, Duvekot 2006). 
It is the systematic of Validation of Prior Learning (VPL) that offers this ‘window of opportunities’ with its 
focus on opening up learning opportunities on people’s own demand. And since learning is ever more 
connected to social success, this means focusing on empowerment and individualized control by means of 
VPL as the main feature of the changing learning paradigm in the present context; a paradigm that is 
centred on individual choices & decisions and competence-based, outcomes-steered lifelong learning 
within the context of the learning society. VPL is in this perspective a process-oriented instrumentation for 
recognizing and valuing what people have learned so far in their lives. The VPL-process aims at linking these 
learning experiences to further development steps or – in other words - to a lifelong learning-strategy for 
everyone in their given context. In this perspective, VPL is not designed to highlight the lack of 
competences but precisely the opposite – to take stock of existing competences; in other words, rather 
than being half empty, VPL takes the view that ‘someone’s glass is already half filled’ (Wg EVC 2000). 
 
The crucial question is about how to activate VPL as an effective instrument for facilitating lifelong learning 
that appeals to individual learners and the other stakeholders in learning and working contexts? This article 
explores the VPL instrument as a plausible answer to this question. VPL is presented in its process-oriented 
framework. It covers the roles and responsibilities of the main stakeholders in achieving their goals in the 
lifelong learning arena where the learning needs of the learning individual, the facilities from the learning 
system and the demand from the prevailing socio-economic system are negotiated. After all, learning is 
supposed to be an open dialogue between teachers, learners in their given social context. In this arena VPL 
is therefore, metaphorically speaking, about linking the learner, the teacher and the employer in the 
sphere of the learning society. 
The aim of the framework is to show the potential of VPL in dealing with a diversity of learning goals as a 
matchmaker between the main stakeholders in lifelong learning processes. In this way critical success 
factors for developing and implementing VPL in a diversity of contexts become clearer. It also shows the 
interdependence of actions of the different stakeholders in exploiting the VPL systematic. This will help in 
demonstrating how and where to set up interventions for strengthening VPL as a matchmaker for the sake 
of creating time- and money-effective and - above all – efficient, tailor-made, applied and enjoyable 
lifelong learning-strategies on a win-win-win-basis for all stakeholders. Isn’t it after all – as stated by Paolo 
Freire decades ago – that learning above all is a personal and social process that makes sense “because 
women and men learn that through learning they can make and remake themselves, because women and 
men are able to take responsibility for themselves as beings capable of knowing — of knowing that they 
know and knowing that they don't." (Freire, 2004, p. 15). 
 

The learning society 
The concept of ‘the learning society’ originated in the period of economic growth of the 1960/70s which 
created much employment and better life conditions for all people. This evoked a growing need for skilled 
labour and led in its turn to more attention in national government’s policies for the pre-conditional role of 
education in maintaining and enlarging this rise in ‘social and economic wealth’. Education was equated 
with lifelong learning and a significant and relevant means of transforming social and political life for this 
purpose (Gelpi 1985; Hobsbawm 1994). The concept of ‘the learning society’ was built on the notions that 
learning was important and valuable and that all people needed to be encouraged to invest in their 
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potential throughout their lives, taking into account their prior learning. It was articulated by the UNESCO 
in 1972 as follows:  
 

The aim of education is to enable man to be himself, to become himself. And the aim of education in 
relation to employment and economic progress should be not so much to prepare young people and 
adults for a specific, lifetime vocation, as to ‘optimise’ mobility among the professions and afford 
permanent stimulus to the desire to learn and to train one. (-) If learning involves all of one's life, in the 
sense of both time-span and diversity, and all of society, including its social and economic as well as its 
educational resources, then we must go even further than the necessary overhaul of 'educational 
systems' until we reach the stage of a learning society. For these are the true proportions of the 
challenge education will be facing in the future." (Faure, et al. 1972, xxxiii).  

 
This articulation led to an on-going debate on the challenges this vision poses to us all (Schon 1973; Husén 
1974; Delors 1996; Edwards 1997; Jarvis 2008). These entire contributions share is a set of common 
principles for the learning society: 
 
1. there’s more to learning than just education, 
2. lifelong learning is a necessity since an initial qualification isn’t a structural guarantee for a career,  
3. acquiring competences isn’t restricted to formal learning but also entails informal learning and non-

formal learning; all these forms of learning have to be considered as valuable learning, 
4. society can be seen as a social and economic structure in which learners all have a learning attitude, 

implicitly and/or explicitly, and in which learners have to take up their responsibility in this too, lifelong. 
 
In such a learning society the Validation of Prior Learning (VPL) is an important cornerstone of lifelong 
learning strategies. VPL operationalizes these strategies by means of bottom-up steered learning 
processes. In this way VPL opens up the individual learner’s perspectives. This is the social context in which 
the empowerment of the individual can come to full bloom. Empowerment refers to the expansion of 
freedom of choice and action to shape one’s life. It implies control over resources and decisions and 
focuses on the expansion of assets and capabilities of people to participate in, negotiate with, influence, 
control and hold accountable institutions that affect their lives (Narayan 2005). 
Such empowerment changes the nature of learning and challenges the learning system to design learning-
strategies in different settings and for different purposes. It entails learning which Giddens and Beck 
perceived as reflexivity, which is an expression of the transition to the modernity of The Learning Society 
(Giddens 1991; Beck 1992). In their view modernity is characterized by the requirement placed upon 
individuals and institutions to reflect upon what they know in order to make their choices about who they 
are and how they behave. Giddens accentuated this theme with his notion of ‘reflexive modernity’ - the 
argument that, over time, society becomes increasingly more self-aware, reflective, and hence reflexive. In 
this perception, lifelong learning is a key characteristic of modernity in which meaning and identity are 
grounded in ‘the self’ (individual) as the primary agent of change in the Learning Society. VPL therefore 
supports positioning ‘the self’ as co-maker of the lifelong learning process. 
This conceptualization builds strongly on Paolo Freire’s ideas on learning as a developmental and dialogical 
process of action-reflection-praxis of and by people – teachers and learners (Freire 1970). It is also the kind 
of learning that fits well into societal development as one of the so-called instrumental freedoms that 
contribute, directly or indirectly, to the overall freedom that people have to be able to live the way they 
would like to live (Sen 1999). Nobel prize winner in economics Amyarta Sen formulated that ‘social 
opportunities’, as one of the five instrumental freedoms, refer to the arrangements that society makes for 
education, health care and so on which influence the individual’s substantive freedom to live better. These 
facilities are not only for the sake of conducting private lives but also of great value for more effective 
participation in economic and political activities. Learning affects people’s private as well their public lives. 
Therefore, it is vital for people to have access – or better instrumental freedom – to all forms and phases of 
learning in order to shape their own destiny. It’s precisely with this in mind why VPL can be called the 
bridge to learning opportunities for all. 
 

VPL and the three learning modes 
The development of the systematics of the validation of prior learning (VPL) can best be understood as a 
confirmation of this shift towards empowerment as facilitated by personalised learning strategies. The 
understanding grows that the role of the learning system changes from an institutionalised learning system 
with uniform learning paths and little room for personal input, into a learning system characterized by flexible 
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and more personal steered learning (Duvekot et al 2007). In England this is referred to as ‘personalized 
learning’ or the tailoring of pedagogy, curriculum and learning support to meet the needs and aspirations of 
individual learners (Hargreaves 2004-2006). The same applies to the labour system in which the general norms 
on the functioning of workers are focused more and more on facilitating their further development instead of 
controlling labour top-down. One could even say that VPL is about democratising learning and working, and, to 
stay in the terminology of Giddens, enhancing the reflexive character of learning itself. 
 
The starting point of VPL is that initial training for a career no longer suffices. It is important to acknowledge 
that competences (knowledge, skills, attitude, aspirations) are constantly developing. This means recognizing 
that someone always and everywhere - consciously and unconsciously – learns through: 
 

 formal learning, which occurs in an organised and structured context (in a school/training centre or on the 
job) and is explicitly designated as learning (in terms of objectives, time or learning support). Formal 
learning is intentional from the learner’s point of view. It typically leads to qualification or certification. 

 non-formal learning, which is learning embedded in planned activities not explicitly designated as learning 
(in terms of learning objectives, learning time or learning support) but with an important learning element. 
Non-formal learning is intentional from the learner’s point of view. It typically does not lead to certification. 

 informal learning, which results from daily work-related, family or leisure activities. It is not organised or 
structured (in terms of objectives, time or learning support). Informal learning is in most cases 
unintentional from the learner’s perspective. It typically does not lead to certification. 
(Cedefop 2009) 

 

In conclusion 
The central question is ‘how to activate VPL as an effective instrument for facilitating lifelong learning that 
appeals to the volunteer, strengthens his/her empowerment and is also beneficial to the other stakeholders in 
society?’ With this question in mind, LEVER aims at showing the potential of VPL as a matchmaker between 
the stakeholders – volunteers, their organisations and (potentially) learning providers - and the critical success 
factors for developing and implementing VPL in a diversity of voluntary contexts. In all these contexts, the VPL 
process follows more or less the same phases and steps. This will help in demonstrating how and where to set 
up interventions for strengthening VPL as a matchmaker for creating time- and money-effective and - above all 
– efficient lifelong learning strategies with a variety of learning objectives and on a win-win-win basis for ‘me’, 
‘my organisation’ and ‘my learning provider’. 
 
VPL can in this respect best be explained in the following statements: 
 
- VPL shows the real human potential on the basis of the analysis and validation of personal competences, 

documented in a portfolio.  
- VPL is the process of assessing and valuating/validating personal competences within a specific socio-

economic context and offering a personal development strategy. 
- Organisations benefit from VPL since individuals develop within their context. 
- The VPL process in general consists of five phases: commitment and awareness of the value of one’s 

competences, recognition of personal competences, valuation and/or validation of these competences, 
(advice on the) development of one’s competences and finally structurally embedding this competence-
based development process into a personal or organisation steered and owned policy. 

 
Crucial in practising VPL is acknowledging the self-managing role of the ’empowered’ volunteer in making 
lifelong learning a reality! The active participation of volunteers in decisions about form and content of lifelong 
learning and the implementation of lifelong learning strategies from work-based or school/university-based is 
supported by VPL for many perspectives: 
 
1 … for improving opportunities for empowerment and deployment: improved empowerment and 

deployment of individual talent is the most important motivation underlying VPL. It increases the 
opportunities for the volunteer in one’s private life and in society by highlighting the competences he or 
she already has and how these competences can be deployed and strengthened. For employers and 
trade unions, the emphasis lies on improving the employability of volunteers when they want to cash in 
their voluntary skills and competences for employment-objectives within the working context. 

2 … for creating a more demand-led labour market: improving the match between the learning system 
and the labour system is essential for the organisation of VPL. In order to improve “deployability”, 
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labour market functions must be expressed in terms of competences. These competences must in turn 
be linked to a demand for learning. The learning system must be receptive, transparent, flexible and 
demand-led in order to be able to provide the customised approach required. 

3 … for making learning more flexible: the validation of informally and non-formally acquired 
competences will boost people’s desire to keep on learning, i.e. will promote lifelong learning, since the 
accreditation of competences can lead directly to an award of or exemptions for qualifications. The 
recognition approach can also make visible or recognisable existing competences and qualifications 
within or outside the labour process. This promotes the transparency of the many opportunities for 
learning. The volunteer will not only want to learn in a customer-oriented fashion but will also know 
more than how, what and when to learn, and why he is learning. 

4 … for optimising other forms of learning: other learning environments and forms of learning must be 
formulated and/or utilised more effectively, since VPL also shows which learning environment and/or 
form of learning is best for a particular volunteer. This could include (combinations of) on the job 
training, mentoring/tutoring, independent learning, distance learning and so on. The recognition of 
competences and qualifications will inevitably lead to an adjustment of the existing qualification 
structure in professional education. The existing description of exit qualifications in the current 
qualification structure for professional education does not always tie in with the competences required 
on the labour market. 

 
So, there’s a lot to gain with VPL. Let’s find out into more detail how VPL works in practice. The framework 
can be used as a model for this purpose when describing and analysing practical case studies in a diversity 
of voluntary work contexts: across sectors, types of organisations and learning environments; with 
different target groups, personal approaches and goals; in the diversity of dialogues between the learning 
individual, the learning system and the labour system. 
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2. Towards a LEVER-standard for competence-development in 
voluntary work 

 
 
The main objective of the LEVER approach is that volunteers become more aware of their competences and 
committed to apply them in different contexts and to maintain or further develop their competences. 
LEVER defines for this reason: 
 

1. standards for recognition and build bridges between the world of volunteering and paid work. 
2. a procedure and instruments for validation of competences, acquired in volunteer settings. 
3. what can be done for further development of the volunteer? 

 
The following paragraphs provide the building blocks for the design of the LEVER standard for competences, in 
voluntary work. 
 

On competences 
Competences focus more than any other descriptor on the ability to apply learning outcomes adequately in a 
defined context (education, work, personal or professional development). This application is of concern to the 
individual learner as well as to the qualification body (e.g. a school, institute or university). There are, however, 
a large number of definitions of competence; in fact organisations, schools and universities design their own 
definitions. The main themes that all these definitions cover are more or less general: descriptions of work 
tasks or job outputs and descriptions of behaviour. 
A competence can best be understood as “a cluster of related knowledge, skills, and attitudes that affect a 
major part of one’s job (a role or responsibility), that correlates with performance on the job, that can be 
measured against well accepted standards, and that can be improved via training and development” (Parry, 
1996). 
 
A competence manifests itself on the level of the individual in showing successful behaviour in a certain, 
context related situation. A competence is variable in time and is to a certain extent capable of being 
developed. A competence consists of an integrated complex of knowledge, skills, insights and attitudes, where 
personal characteristics and aspects of professional functioning also exert an influence on (the development 
of) competences in a certain way. 
This definition entails that competences are focused on the individual and his/her ability to solve (professional) 
problems. Professional problems are solved by producing professional products. It is in these professional 
products that the level and existence of competences becomes visible. Professional products are products or 
services provided by a professional to a customer that meet predetermined quality standards with respect to 
the product or process and that directly or indirectly add value. It is in an outcome-based assessment approach 
where the opportunity arises to link the results of professionals to learning programmes. Requirement for the 
learning programme is that the content of the programme is formulated in terms of competences. 
 
Competences come in many forms and clusters. One way of understanding competences is by dividing them 
into generic and specific competences: 

 Generic competences are transferable competences such as the ability to work with others in a team, 
communicate, influence and have interpersonal sensitivity. They can also be called ‘behavioural or 
meta-competences’ because they always play, regardless of the context, a role in someone’s actions. 
Generic competences can be strengthened and developed by means of learning programmes. 

 Specific competences are the ‘functional or dedicated competences’ that are demanded and used in the 
context and activities of an individual. These competences describe the application of competences in 
specific situations, such as application of marketing skills for a specific firm or technical designs. Specific 
competences can also be strengthened and developed by means of learning programmes. 
 

When considering the general definition of a competence - “an ability that extends beyond the possession of 
knowledge and skills. It includes: 1) cognitive competence; 2) functional competence; 3) personal competence; 
and 4) ethical competence” - it might also be useful to define these 4 elements as meta-competences: 
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1. Cognitive competence is defined as the possession of appropriate work-related knowledge and the 
ability to put this to effective use. 

2. Functional competence is defined as the ability to perform a range of work based tasks effectively to 
produce required outcomes. 

3. Personal or behavioural competence is defined as the ability to adopt appropriate, observable 
behaviours in work related situations. 

4. Ethical competence is defined as the possession of appropriate personal and professional values and 
the ability to make sound judgments based upon these in work related situations. 

 (Cheetham & Chivers, 2005) 
 

Descriptors for indicating competence-levels 
The European Qualification Framework provides a set of level-descriptors as a translation device for making 
personal competences more readable. This EQF uses 8 reference levels based on learning experiences or 
outcomes (defined in terms of knowledge, skills and competences). The EQF shifts the focus from input 
(lengths of a learning experience, type of institution) to what a person holding a particular qualification 
actually knows and is able to do. This process of shifting the focus to learning outcomes: 

 supports a better match between the needs of the labour market (for knowledge, skills and 
competences) and education and training provision, 

 facilitates the validation of non-formal and informal learning, 
 facilitates the transfer and use of qualifications across different countries and education and training 

systems. 
 
In the context of the EQF, competence is described in terms of responsibility and autonomy; on this basis the 
level of personal competence can be recognised by means of the level of being able to work guided or 
individual in specific volunteering tasks. In the table below a description of the 8 level-indicators is provided 
with which the volunteer can determine on which level he/she is able to fulfil volunteering tasks. This level-
indication can be used to show in the portfolio on which level the specific LEVER competences are acquired 
while volunteering. 
 

Level Competence 
Level 1 work under direct supervision in a structured context. 

Level 2 work under supervision with some autonomy. 

Level 3 
take responsibility for completion of tasks in work; adapt own behaviour to circumstances in 
solving problems. 

Level 4 
exercise self-management within the guidelines of work contexts that are usually predictable, but 
are subject to change; supervise the routine work of others, taking some responsibility for the 
evaluation and improvement of volunteering activities. 

Level 5 
exercise management and supervision in contexts of volunteering activities where there is 
unpredictable change; review and develop performance of self and others. 

Level 6 
manage complex technical or professional activities or projects, taking responsibility for decision-
making in unpredictable volunteering contexts; take responsibility for managing professional 
development of individuals and groups. 

Level 7 
manage and transform volunteering contexts that are complex, unpredictable and require new 
strategic approaches; take responsibility for contributing to professional knowledge and practice 
and/or for reviewing the strategic performance of teams. 

Level 8 
demonstrate substantial authority, innovation, autonomy, scholarly and professional integrity and 
sustained commitment to the development of new ideas or processes at the forefront of 
volunteering contexts including research. 

 

The European key competences for lifelong learning 
Key competences for lifelong learning are a combination of knowledge, skills and attitudes appropriate to the 
context. They are particularly necessary for personal fulfilment and development, social inclusion, active 
citizenship and employment. 
Key competences are essential in a knowledge society and guarantee more flexibility in the labour force, 
allowing it to adapt more quickly to constant changes in an increasingly interconnected world. They are also a 
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major factor in innovation, productivity and competitiveness, and they contribute to the motivation and 
satisfaction of workers and the quality of work. 
Key competences should be acquired by: 
 young people at the end of their compulsory education and training, equipping them for adult life, 

particularly for working life, whilst forming a basis for further learning; 
 adults throughout their lives, through a process of developing and updating skills. 
 
The acquisition of key competences fits in with the principles of equality and access for all. This reference 
framework also applies in particular to disadvantaged groups whose educational potential requires support. 
Examples of such groups include people with low basic skills, early school leavers, the long-term unemployed, 
people with disabilities, migrants, etc. 
 
The framework defines eight key competences and describes the essential knowledge, skills and attitudes 
related to each of these. These key competences are: 

1. communication in the mother tongue, which is the ability to express and interpret concepts, thoughts, 
feelings, facts and opinions in both oral and written form (listening, speaking, reading and writing) and 
to interact linguistically in an appropriate and creative way in a full range of societal and cultural 
contexts; 

2. communication in foreign languages, which involves, in addition to the main skill dimensions of 
communication in the mother tongue, mediation and intercultural understanding. The level of 
proficiency depends on several factors and the capacity for listening, speaking, reading and writing; 

3. mathematical competence and basic competences in science and technology. Mathematical 
competence is the ability to develop and apply mathematical thinking in order to solve a range of 
problems in everyday situations, with the emphasis being placed on process, activity and knowledge. 
Basic competences in science and technology refer to the mastery, use and application of knowledge 
and methodologies that explain the natural world. These involve an understanding of the changes 
caused by human activity and the responsibility of each individual as a citizen; 

4. digital competence involves the confident and critical use of information society technology (IST) and 
thus basic skills in information and communication technology (ICT); 

5. learning to learn is related to learning, the ability to pursue and organise one's own learning, either 
individually or in groups, in accordance with one's own needs, and awareness of methods and 
opportunities; 

6. social and civic competences. Social competence refers to personal, interpersonal and intercultural 
competence and all forms of behaviour that equips individuals to participate in an effective and 
constructive way in social and working life. It is linked to personal and social well-being. An 
understanding of codes of conduct and customs in the different environments in which individuals 
operate is essential. Civic competence, and particularly knowledge of social and political concepts and 
structures (democracy, justice, equality, citizenship and civil rights), equips individuals to engage in 
active and democratic participation; 

7. sense of initiative and entrepreneurship is the ability to turn ideas into action. It involves creativity, 
innovation and risk-taking, as well as the ability to plan and manage projects in order to achieve 
objectives. The individual is aware of the context of his/her work and is able to seize opportunities that 
arise. It is the foundation for acquiring more specific skills and knowledge needed by those establishing 
or contributing to social or commercial activity. This should include awareness of ethical values and 
promote good governance; 

8. cultural awareness and expression, which involves appreciation of the importance of the creative 
expression of ideas, experiences and emotions in a range of media (music, performing arts, literature 
and the visual arts). 

 
The key competences are all interdependent, and the emphasis in each case is on critical thinking, creativity, 
initiative, problem solving, risk assessment, decision taking and constructive management of feelings. 
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3.  The LEVER-competences for volunteers 
 
The Lever competences, all together, form a standard for measuring competence development in the volunteering sector. In this chapter, first the standard is 
presented; then the STARRT form is presented to guide a volunteer when claiming a specific competence-development as a volunteer. 
 
The table below presents the set of LEVER-competences for competences developed in voluntary work. 
The 1st column shows the LEVER standard. 
The 2nd column provides a general description of each specific competence 
The 3rd column gives insight in the kind of voluntary work activities in which this competence might be developed. 
The 4th column links both the voluntary work and the labour market perspectives, when the volunteer wants to capitalise on his/her learning outcomes while 
volunteering, for reaching out to a paid job or any other social/economic function is society. 
The 5th column links the LEVER competence to one of the EU key competences for lifelong learning. 
The 6th column gives examples of the documentation for learning outcomes that a volunteer might have acquired and on which basis he/she can claim to possess this 
LEVER competence. This claim can then be shown in the portfolio (see chapter 6). 
 

LEVER 
competences 

General description  Voluntary service perspective  Labour market perspective EU 

Key  
Comp 

Kind of proof for the 
Learning outcomes 

Competence  General description for the 
volunteering context 

Manifestation in the voluntary context How this competence is recognised in 
general on the labour market Nr. 

 
1.  
Engagement 

The ability to articulate one’s personal 
vision on social development and the 
linkage of this vision to the tasks that 
someone is performing in society. 
 
The ability to link personal 
competences to the mission, vision 
and objectives of the performed 
volunteering tasks. 
 
The ability to transfer personal 
commitment to volunteering tasks in 
society. 

Being able to link one’s personal vision 
and commitment to tasks in volunteering 
activities. 
Being aware of one’s personal qualities for 
designing and, if necessary, strengthening 
and executing volunteering activities. 
Being able to describe and report on the 
personal input in volunteering activities 
 
 

The ability to articulate one’s personal 
drive and linking this to activities in 
society. 
Transparency of ‘the self’. 

5-8 

- description of personal 
competences (in 
portfolio) 

- professional products 
- personal reflection on 

task performed 
 

 
 
2.  
Communi-

The ability to create an interpersonal 
connection, by consciously or 
spontaneously using oral, written and 
digital means of communication, 

Dialogue with people of different age, 
culture and social condition, during the 
care activities. 
Interaction, discussion, negotiation with 

Presentation of proposals, projects or 
results to a wide range of audience such 
as the general public, managers, 
external stakeholders, etc. 

1 

- Reports, letters, etc. 
- digital products 
- videos 
- presentations 
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cation appropriate to the context. 
 
The ability to pay attention to people 
and listen to them, and to understand 
their needs/expressions. 

people inside and outside the 
organisation, during the promotion and 
dissemination actions (families, external 
interlocutors, local policy makers...) 

Cohesive written reports addressed to 
targets such as internal team, manager 
and clients. 
Negotiation sessions to make any 
arrangement  (i.e. work meeting; official 
agreement with partners) 
Proper and effective internal 
communications with peers. 

 
3. 
Intercultural 
and diversity 
management 

The ability to establish relationships 
with people belonging to different 
cultural/ethnic groups or 
characterised by disabilities. 
 
The ability to value diversity as a 
resource.  

Dealing with people such as: immigrants, 
disabled, social outcasts, aged people, 
youth, etc. 
Resolution of cultural conflicts. 

Adoption of company policies, 
approaches and practices for 
multicultural management inside the 
organisation and in  
 businesses with global customers.  

6 

- policy-papers 
- performance reports 
- professional products 

 
4.  
Learning to 
learn 

The ability to persist in learning, to be 
aware of one’s own learning process, 
agency and learning outcomes. 
The ability to understand and utilise 
the nature of learning in formal, non-
formal and informal learning 
environments. 
The ability to identify available 
learning opportunities. 
The ability to overcome obstacles for 
learning effectively. 

Learning of how to face different 
disabilities, cultures, social criticalities. 
Getting involved in new situations with all 
one’s own resources. 

Continuing to learn throughout life. 
Developing the competences needed for 
current & future roles. 
Taking care & paying attention to quality 
in all their work. Supporting and 
empowering others. 
Keeping oneself updated on technical 
knowledge related to the job.  
Adapting oneself to circumstances and 
different styles. 

5 

- diplomas 
- certificates 
- statements of 

colleagues 
- training plans 
- case/story telling 

 
5.  
Initiative 

The ability to grab chances and to 
translate ideas into action. 
 
The ability to take a challenge. 

Identifying new fund sources. 
Setting up new activities/organisations to 
cover new needs. 
Creating association networks to tackle 
complex issues or manage important 
projects. 

INITIATIVE & SELF-MOTIVATION: 
Being able to act on initiatives, 
identifying opportunities  and 
proactively  putting forward ideas & 
solutions. 
INDEPENDENCE:  
Accepting responsibility for views & 
actions.  
Being able to work under one’s own 
direction & initiative. 

7 

- professional 
products/outcome 

- plans 
- statements of 

colleagues 
- case/story telling 
 
 

 
6.  
Result-
orientation 

The ability "to play the game" and 
make the resources available with 
perseverance and resolution. 
The ability to carry out the assigned 

Managing projects, events, complex 
activities with a project management 
style. 
Being able to identify roadblocks and to 

Implementing proper strategies to reach 
the required goals. 
Not losing direction. 
Showing resolve. 

7 

- description of results 
- photos, videos 
- statements of 

colleagues 



 

LEVER project | The model 
 

 

tasks in a successful manner. 
The ability to produce a coherent and 
transparent description of the 
result(s). 

define the actions to overcome them. Always looking for a better 
performance. 
Understanding the commercial realities 
affecting the organisation. 

- case/story telling 
 

 
7.  
Problem 
solving 

The ability to identify and prioritise 
problems, to measure their impact, 
analyse potential causes and identify 
the roots. 
The ability to identify effective 
improvement/resolution action(s), 
manage their implementation and 
verify the achievement of the desired 
result. 

Identifying effective solutions to recover 
unforeseen issues related to planned 
events (e.g. weather changes). 
Being able to recover possible problems 
during the deployment of activity 
organisation. 

Understanding the problems/issues and 
being able to evaluate their impact on 
the business in order to prioritise the 
improvement activities. 
Seeing how a problem and its solution 
will affect other units. 
Weighing alternatives against objectives 
and reaching reasonable decisions.  
Working to eliminate all 
processes/issues which do not add 
value. 
Willing to take action, even under 
pressure, criticism or tight deadlines.  
Analysing current procedures for 
possible improvements. 

7 

- examples of solved 
problems 

- knowledge of problem 
solving basic tools 

- statements of 
colleagues 

- case/story telling 

 
8.  
Teamwork 

The ability to work with others, by 
adopting a collaborative, supportive, 
active behaviour and contributing to 
achieve the group's objectives. 
The ability to recognise and respect 
the other team member’s roles. 

Managing teams to organise events/ 
deploy projects. 
Active participation to the association 
meetings. 
Ability to involve others in the association 
activities. 

Able to organise the assigned tasks, 
taking into account the team and the 
colleagues (time, roles, responsibilities). 
Able to fully understand the assigned 
role and task in a team. 6 

- Real examples of team 
management 

- Colleagues feedback 

 
9.  
Leadership 

The ability to differentiate, integrate 
and support the role of all the team 
members. 
The ability to listen to others, to 
delegate without losing the overall 
vision and control on results. 

Managing teams inside the association. 
Filling-in formal roles (e.g., President, Vice-
President in management) 
Ability to communicate with external and 
internal stakeholders and actors, 
recognised as representative of a certain 
context/situation. 

Providing vision and motivation to a 
team so they work together towards the 
same goal.  
The ability to manage and sort out 
possible personal conflicts among the 
team members. 
The ability to interpret and support the 
valid arguments of one’s team in the 
proper company office. 

7 

- Evidences of formal 
roles. 

- Written reports 
- Videos 
- Colleagues’ feedback 
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10.  
Responsi-
bility 

The ability to take on own 
responsibilities, perceiving the task as 
own assignment, by understanding 
the autonomy limits and when to ask 
others’ support. 
The ability to report on one’s own 
behaviour/performance. 

Focussing on the objective and mission of 
the association. 
Showing coherence between the 
association values and his/her personal 
behaviour. 

Being able to report to his/her line 
manager the results of the completed 
activities. 
Recognising one’s own mistakes. 
Being able to identify emergency 
solutions and avoid jeopardising oneself 
and colleagues. 

7 

- Colleagues feedback 
- Written reports 
- Videos. 

 
11. 
Organisation 
and Planning 

The ability to organise one’s own and 
other’s work /tasks, by planning and 
optimising activities and available 
resources, in order to get results 
effectively. 
The ability to foresee and anticipate 
requirements and constraints in order 
to include them into the planning. 
 

Carrying on all tasks assigned in 
volunteering, that require coordination 
and organisation with others.  
Use of specific resources and time 
requirement. 
Achieving effectively the pursued 
objectives at all levels (volunteers, teams 
and organisations). 
 

Being able to organise one’s own work 
/tasks and the work of others, planning 
and optimizing activities and resources, 
to get results effectively.  
The ability to manage activities with 
tight/short deadlines, low resources and 
in unstable contexts. 

7 

- Organisation 
documentation 
developed 
(organisation chart, 
Gantt, etc.) 

- written reports 
- feedback 

 
12. 
Innovation 
and 
creativity 

The attitude to look for and pursue 
new, creative ideas, exploiting both 
experience and imagination. 
The ability to think “out of the box” 
and produce alternative ideas for 
reaching opportunities, solutions or 
achievement. 
The ability to exploit innovation and 
learning opportunities. 

Finding specific answers to defined and 
personalised needs of supported people. 
Inventing new actions for supporting 
volunteering campaigns. 
 

The ability to combine, integrate, 
transform tools/ products / services/ 
processes, in order to realise something 
new/innovative, which is able to reply to 
or anticipate the internal/external 
customer, needs. 
The ability to find creative solutions, 
adopting new approaches or extending 
them to new solutions and problems. 

7 

- Adoption of new 
technologies, 
innovative ideas to 
improve the 
business/the task 

- feedback 
- story telling 

 
13.  
Empathy 

The ability to grab and share the 
interlocutor's mood. 
 
The ability to take care of someone’s 
personal feelings and interest within 
the collective mission. 

Being able to establish an active and 
personalised relationship with supported 
people in volunteering actions. 
Being able to understand, communicate 
and exchange ethical, human and social 
values of volunteering to potential 
supporters and contributors. 

The ability to interact with 
colleagues/managers/dependents 
showing an open mind and good 
relationship, in respect to everyone’s 
role in the productive process. 

6 

- Colleagues/ 
managers/dependents 
feedback 

- Documentation 
/reporting from specific 
audience addressed 

- case/story telling  

Formateret: Skrifttype: Fransk (Frankrig)

Formateret: Skrifttype: +Brødtekst (Calibri), Fransk (Frankrig)
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4. The LEVER Model 
 
 
The aim of the LEVER model is to make the volunteers´ 
competences more visible and to describe their 
competences in such a way that they are understandable 
and useable in other contexts, such as applying for a job 
or keeping and further development of their job. 
 
Metaphorically, the LEVER-model works with a specific 
set of competences which have a general shareable 
meaning (a). 
LEVER defines a model to value/ valuate/ recognise this 
set of competences by including the awareness that they 
assume specific significance and relevance when 
applied/referred to different contexts (b). 
 

The LEVER-process 
 
The LEVER Process allows the «light» of the Volunteer 
experience to be diffracted into its competence 
components (many colours). 
 
The LEVER process helps to explicit: 
- the general spectrum of transversal LEVER competences a 

person can acquire while volunteering. 
- the personal LEVER competences, by giving meaning, 

relevance and importance to the personal engagement in 
voluntary activities, the world of profit and not-for-profit 
work and the European society and citizenship. 

 
 

 
The LEVER process of VPL logically refers to the Model of VPL with five phases (Duvekot, 2016) and the 4-
phases cycle for the validation of competences acquired in non-formal and informal learning contexts 
(EC/Cedefop 2015). Blending these two models into the LEVER-model brings about a LEVER process specifically 
consisting of five phases:  

1. COMMITMENT & AWARENESS: the commitment and the awareness of the value of one’s 
competences and  of undertaking a VPL process 

2. IDENTIFICATION:  the recognition of personal experiences against the LEVER competences 
3. DOCUMENTATION: the preparation of evidences and all materials proving the competences acquired 
4. ASSESSMENT: the validation of the evidences; the assessment of the claimed competences 
5. SUSTAINABLE DEVELOPMENT: the potential development of one’s validated competences into a 

personal professional enhancement path. 
 
Step 1: Commitment and awareness 
An individual has to be aware of his/her own competences; of the value, he/she is giving him/herself to these 
competences and the value it has for others in certain contexts at certain moments. Being able to keep up own 
competences in a ‘made-to-measure way’ is vital for this understanding. A competence is actually to know 
how to act in a certain way. Whether someone is competent becomes clear from his or her actions in a specific 
context. Society has a major interest in capitalising on this, whether through formal learning pathways in the 
school system during certain periods of life or through non-formal and informal pathways in other periods. 
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For organisations, it is vital to understand that investing in people means investing in the goals of the 
organisation itself. This awareness should culminate in setting specific targets for the investment in individuals 
and the support the organisation can give to this human resource development. 
On the general VPL purposes, this phase is strictly linked to raising awareness in organisations which should 
understand and set the targets for VPL within the specific context as well; that’s, to think or rethink its mission 
and connect the results of this to the need to strengthen or even start up a pro-active form of human resource 
management. 
 
Phase 2: Identification 
The LEVER standard helps people making explicit some competences potentially developed in past experiences 
in volunteering activities. A first self-evaluation is usually done with the help of a STARRT module and other 
tools in order to exactly identifying competences, proficiency levels, evidences and related proofs. This is a 
very important step to raise and consolidate awareness on own competences’ values, irrespective of whether 
an official validation phase will be actually undertaken or not.  
 
Phase 3: Documentation 
This is a preparation step where a portfolio is usually produced. Apart from an optional description of other 
work experience and diplomas, the portfolio is filled with evidences of LEVER competences acquired. 
Statements from employers, professional products, references, papers or photos undeniably show the 
existence of certain competences. The portfolio provides a complete and detailed overview. Evidence is 
sometimes aimed at valuation, in other cases at personal profiling. The participant compiles the portfolio 
him/herself, with or without help. The LEVER web tool allows people to upload the main important portfolio 
information and carry on, if wanted, the following phase of assessment in a remote way. This phase takes into 
account the assessment criteria that are transparently declared for each LEVER competence and that will be 
used for the eventual following evaluation. 
 
Phase 4: the valuation or assessment of competences 
Then the content of the portfolio is being valued or assessed. This usually takes place by criterion based desk 
analysis and, if needed, interviews and face-to-face assessment. Assessors compare the competences of an 
individual with the standard that has been set in the given context. That standard will be used to measure the 
qualities of the participant. His/her learning path followed is unimportant, only the results count. This phase 
results in either a validation on an organisational, sector or national level in the form of certificates, diplomas 
or career moves, or in a valuation in the form of an advice on career-opportunities. 
This phase needs setting the standard of the specific VPL-process. In case of already existing national standards 
and process, the phase will follow the procedures set locally in terms of actors involved and activities required. 
The LEVER process assures the compliancy with a shared transnational frame in terms of competences claimed 
and main phases carried on. 
After this phase, the retrospective part of the VPL-process is concluded. The next phases concentrate on the 
prospective power of VPL. 
 
Phase 5: the sustainable development of ‘the volunteer’ 
This phase aims at developing the volunteer by turning the validation and/or advice into a personal action 
plan. On the basis of the valued competences and clarity about the missing competences or available strong 
competences, a personal professional development plan can be made up. This plan is about learning activities 
that will be undertaken in formal or non-formal learning environments, in work situations, during a change of 
position, by offering coaching or by creating an environment in which informal learning is stimulated. 
 

The LEVER VPL-process in ten steps  
In general, the LEVER VPL process follows systematically ten steps from the phases of raising awareness of 
someone’s value(s) in volunteering, the making of a personal portfolio, the validation of this portfolio, up to a 
Personal Development Plan (PDP) and future actions planning as well. In the case of LEVER, the process is 
focused on a path of “identification, documentation, assessment and formal validation”. The VPL process, 
then, is specifically addressed to the competences emerging from and acquired in volunteering experiences, 
that can be also considered as valuable for other social purposes for volunteering in society, for instance for 
obtaining a formal qualification, paid work, or a better-fit in performing volunteering tasks. 
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The volunteer can identify the potential steps on the basis of his/her own experiences in the voluntary sector. 
The following table shows these steps, the individual actions and the potential tools or resources. 
 

The ten steps in the LEVER VPL process 
(sources: Duvekot 2016; EC/Cedefop 2015) 

Step + question Action Volunteer Tools/resources/input 

Awareness 
What are you able to do 
(competences) and what did you 
learn as a volunteer so far? 
Which necessity is there for self-
investment? 

Information for the volunteer, incl. 
examples of VPL in Volunteer work so 
they become more aware of the value 
of their learning experiences. 
Information for the Volunteering 
organisation.  
Open mind to lifelong learning. 
Inventory of personal learning wishes. 
Start self-management of 
competences. 

Leaflet for the volunteer 
Information material for the Volunteering 
organisation  
Advertising to Volunteer organisations 
Advertising to companies 
Activities of tutors 
 
 
 

setting targets 
Which learning targets are 
relevant? 

Quick scan / Self-assessment. 
Personal SWOT-analysis. 
Formulate learning targets. 

Quick scan/SWOT for volunteer if VPL would 
make sense 
Activities of tutors 
Choice by relevancy of goal(s) for individual: 
self-esteem / getting a job / keeping or 
improving job / volunteer / …..  

standard setting 
What is the relevant standard 
related to the targets? 

Choosing a standard to refer to. 
Self-assessment. 
Inventory of career-opportunities. 

Explanation of  the LEVER-standard   
Self-assessment tool 
Activities of tutors 
 

setting a personal profile 
How to determine the need for 
competences? 

Writing a personal profile. 
Choosing a portfolio-format. 

LEVER-portfolio, including the description of 
the need for competences 
Activities of tutors 
 

Retrospection 
How to describe and document 
learning outcomes/ prior 
learning? 

Filling in a portfolio. 
If needed, portfolio-guidance. 

Filling in a portfolio 
Training tutors in Volunteer organisation  
Portfolio-guidance by volunteer 
organisation and tutors 
 

Valuation 
How to get valuated? 

Valuation of the portfolio. 
Getting advice on certification- and 
career opportunities. 

Valuation of portfolio by tutor and LEVER 
tutors: Is portfolio correct? Complete? Is it 
true what has been written? 
Advice on certification (by LEVER tutors) 
Advice on career opportunities (by job 
agency) 
 

Validation 
How to get validated? 

Turning the advice into proper 
certification and career-evaluation. 

If possible: getting the competences 
certified, by a certifying organisation 
(vocational school, branch organisation, 
companies who accepted the LEVER-
competences, …) 

Prospection 
How to set up a personal 
development plan (PDP)? 

Turning validation into a PDP for 
reasons of certification, employability 
and empowerment. 
Arranging tailor-made learning. 

Description by volunteer of next steps in 
development / actions: 
Potential development of volunteer’s 
function/role in the organisation 
Further training / education 
Actions addressed to the labour market 

implementing a PDP 
Working on learning targets 

Executing the PDP. Operational and detailed action plan 
Activities of tutors 
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In the table a few elements are crucial: 
1. Raising awareness of the necessity and opportunities of lifelong learning for individuals in any given 

context is the heart of the process of validating/valuating prior learning. Without this, learning will remain 
school or company-steered and cannot effectively be based on individual talents and ambition. 

2. In Phase II the portfolio is introduced as the red thread in the process. After learning targets have been 
set, the portfolio is designed and filled; its content is assessed and an advice is added on possible 
qualification- and career-opportunities; it is subsequently enriched by learning-made-to-measure and 
finally, the starting point of a new process in which new learning targets can be formulated. The portfolios, 
on the one hand, both the starting as well as the end point of the individual learning process. On the other 
hand, any end point is again the starting point of a new learning process. This is called a portfolio-loop. 

3. In Phase III self-assessment is the crucial element because without this a person can only partially become 
co-maker of his/her personal development. A person needs to be focused on his/her own prior learning 
achievements before making a link with a pre-set standard in learning or working processes. 

There are different methods available for self-assessment, such as the Swiss CH-Q instrument (Schuur et al 
2003). It is an integral system, consisting of methods for building a portfolio, (self-) assessment, career- & 
action-planning, quality-control and accompanying training programmes. In general methods like CH-Q 
aim at personal development or career-planning and/or creating flexibility and mobility of the individual 
learner to and on the labour-market. They create added value by revitalising individual responsibility or co-
maker ship by: 

1. providing the basis for a goal-oriented development and career-planning,  
2. the stimulation of personal development,  
3. the support of self-managed learning and acting,  
4. stimulating young and adults to document continuously their professional and personal development. 

4. The roles of the tutor and the assessor are vital for starting up personal development in any kind of form. 
Reliable guidance by the tutor and assessment by the assessor are the bridges between the guidance on 
creating a portfolio, including a personal action plan, and the specific development steps advised by the 
assessor. In any given context, a guidance- and assessment-policy has three functions: (1) raising levels of 
awareness and achievement, (2) measuring this achievement reliably, (3) organising the assessment cost-
effectively and (4) guidance on further development or learning steps. 
Guidance and Assessment in this broad context concern the judgement of evidence submitted for a 
specific purpose; it is therefore an act of guided measurement. It requires two things: evidence and a 
standard scale. (Ecclestone, 1994). Evidence is provided through the candidate´s portfolio (or showcase). 
The standard that will be met depends on the specific objective of the candidate. This means that the 
roles of tutor and assessor are all the more crucial because these professionals have to be flexible with 
regard to the many objectives in order to be able to provide a custom-oriented validation-process. On top 
of that these professionals should be able to use dialogue-based guidance and assessment forms. On the 
basis of the guidance and assessment further steps for personal development will be set in motion. 
The choice of a specific tutor or assessor role largely depends on the objective of the assessment, which 
can vary greatly. Assessments for formal recognition of competences with certificates or exemptions for 
accredited training programmes demand the involvement of a tutor and an assessor from an institution 
offering competence-based accreditation and adequate measures to guarantee the quality of tutor and 
assessor. Guidance on and assessments for accrediting competences at company or institution level or 
merely to acquire insight into someone’s competences do not require the involvement of an institution 
offering competence-based certification. In these cases, tutor and assessor are also often a colleague, 
supervisor or the individual himself. 
 

structural implementation & 
empowerment 
How did it go? If ok, how to 
embed VPL structurally in a 
personal lifelong learning 
strategy? 

Evaluation of the process. 
Maintaining portfolio-documentation. 

Reflection on process, with use of 
questionnaire and/or feedback by tutors 
Further development / specify portfolio for 
other competences  
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In order to guarantee good ‘quality’ of tutor and assessor, on the one hand, and prevent the rise of a new 
quality control-bureaucracy, on the other hand, it is recommended to formulate a ‘quality-light’ procedure 
for validation-procedures. A further advantage of a ‘quality-light’ procedure is that it is cost-effective and 
more transparent to candidates.  
Possibilities for organising ‘quality-light’ are: 

- any tutor and assessor should first design and fill in his/her own portfolio and personal action-plan; 
only then they can be given entrance to tutor- and assessor-trainings, 

- a professional register for tutors and assessors should guarantee their assessment capabilities and 
professionalism, 

- every two years a new tutor and/or assessor accreditation should guarantee professionalism by 
ensuring their quality. This quality can be maintained by means of refresher and updating courses. 
This new accreditation could be carried out by an official national agency, and tripartite governing 
(authorities and social partners), 

- quality of tutors and assessors implies being able to refer to a standard for both professionals: these 
standards need accreditation in a specific national application (a role for the government). 

5. Regarding the development steps, one might say that when following the personalized path of VPL, 
lifelong learning is extended to a wider range of objectives, not only from learning to certification but also 
from learning to empowerment and employability. This calls for a strong involvement of the different 
stakeholders. Stakeholders that are involved in establishing systems for validation should not only be 
‘educationalists’ and ministries but also employers and trade unions. VPL calls for a clear responsibility of 
not only certification systems but also from Human Resource Management systems. 

6. Proper evaluation and feedback finally is necessary to structurally embed the process into personal 
behaviour.  

 
The ten steps can also be captured in a simplified figure as shown below. The figure shows the ‘flow in the 
main 5 steps of the LEVER process. In this way the LEVER process offers a personal development strategy for 
volunteers in which the organisational context and public/private services are crucial for keeping up with the 
speed of competence development in the learning society.  
 
 

 

In this table a few elements are also crucial for understanding its ways of working: 
Step 1: Raising awareness helps the volunteer realising about the necessity and opportunities of lifelong 
learning for individuals in any given context; as already explained above, it is the heart of the process of 
validating/valuing prior learning. Without this, learning will remain school- or company-steered and 
cannot effectively be based on individual talents and ambition. 
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Step 2: the LEVER standard is introduced as the red thread in the process: it supports the volunteer 
identify one’s own competences and pinpoint the related experiences from where they were developed. 

Step 3: the portfolio is designed either on the basis of a pre-set format or based on a self-made portfolio-
format. After this formatting the portfolio is filled. Evidences are defined and eventually produced to proof 
the competence claimed. The portfolio is both the starting as well as the end point of the individual 
learning process (portfolio-loop). 

Step 4: the evaluation or assessment is the crucial element because without this a person can only 
partially become co-maker of his/her personal development. It can follow the local/national procedure if 
already existing. The LEVER procedure is designed to highlight a common basis of assessment criteria and 
scales for each LEVER competence in order to guarantee a transparent and objective evaluation, 
irrespective of the country where it is carried out. This guarantees a mutual-understanding and 
recognition of all that is assessed. 

Step 5: follow-up is about the personalised lifelong learning strategy to follow for a volunteer. Such a 
strategy is designed on the basis of the dialogue between the volunteer’s validated competences and the 
articulated need for competences by the organisation where the volunteer is active. 

 

The levels of competence 
 
The LEVER-model distinguishes three levels of competence for the evaluation of the 13 competences of 
volunteers when reviewing a volunteer’s portfolio in terms of performance and contextual complexity. 
 
Performance indicators 
The outcome of the assessment of a volunteer’s competence evaluation can be awarded on various 
performance levels for each of the assessed competence: 

- General competence-level (G), demonstrating a range of cognitive and practical competences in 
successfully accomplishing basic tasks and solving problems by selecting and applying basic methods, 
tools, materials and information.  

- Advanced competence-level (A), demonstrating mastery and reliability required to accomplish complex 
tasks and solve problems by applying proper methods, tools and adopting successful behaviour and 
attitude. 

- Experienced competence-level (E), demonstrating specialised capacity, some of which are at the forefront 
of a specific field, and forming the basis for original thinking and strategic performance. 

 
Contextual complexity 
There is also a division in three levels for the contextual complexity in which the volunteer performs tasks and 
solves problems: 
 

LEVER competence ……. 
Volunteer’s 
level 

Level 1 work under direct supervision in a structured context. 

Low 
complexity 

Level 2 work under supervision with some autonomy. 

Level 3 
take responsibility for completion of tasks in work; adapt own behaviour to 
circumstances in solving problems. 

Level 4 

exercise self-management within the guidelines of work contexts that are usually 
predictable, but are subject to change; supervise the routine work of others, 
taking some responsibility for the evaluation and improvement of volunteering 
activities. 

Medium 
complexity Level 5 

exercise management and supervision in contexts of volunteering activities where 
there is unpredictable change; review and develop performance of self and others. 

Level 6 
manage complex technical or professional activities or projects, taking 
responsibility for decision-making in unpredictable volunteering contexts; take 
responsibility for managing professional development of individuals and groups. 

Level 7 manage and transform volunteering contexts that are complex, unpredictable and High 
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require new strategic approaches; take responsibility for contributing to 
professional knowledge and practice and/or for reviewing the strategic 
performance of teams. 

complexity 

Level 8 
demonstrate substantial authority, innovation, autonomy, scholarly and 
professional integrity and sustained commitment to the development of new 
ideas or processes at the forefront of volunteering contexts including research. 
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5. The LEVER portfolio-format 
 
 
The LEVER project is designated to highlighting the competences that someone acquired in designing and 
performing volunteering tasks or activities. These competences can be documented in a portfolio. 
 
The content of a portfolio of evidence, products and reflection provides an overview of one’s qualities and 
competences. It is an overview of everything someone has accomplished in his/her life so far.  
 
This portfolio format is a guide for setting up one’s portfolio. It is not necessary to totally follow the format, as 
long as the core remains: information on key competences and experiences in someone’s personal life. 
 
The following data and evidence are required in a portfolio: 
1. Personal data 
2. Personal Quality Profile: overview of the LEVER competences 
3. Overview of the results and evidence that show the qualities as acquired in: 

a. School and vocational training 
b. (Voluntary) Work experience 
c. Other experiences 

4. Transitions in one’s life 
5. Reflection on the developments and results, written in the overview 
6. List of the added evidence or documentation 
 
The results and evidence can be: 

 Informal: descriptions of others, such as impressions of others, or for example a training certificate of a 
hobby, a video on which you show a performance, etc.  

 Formal: diploma’s, certificates, evidence of participation, study tasks or working experience 

 Reflections: in the portfolio results are gathered to show that the person is competent to perform the key 
tasks of –for example- the occupation in several working situations.  

 
All results are provided as much as possible with:  

 A sum up of the competences, learning goals and performance indicators belonging to the key task (if 
appropriate) 

 Feedback report of an executive / counsellor/coach etc. (dated and signed) 

 Dated self-evaluations  

 Positive assessment of the manager (for example) (Dated and signed).  
 
N.B. One can add extra lines to any table as one pleases. 
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My portfolio  
 
 

1. Personal data 
 

Full name 
 

 

Date of birth 
 

 

Place (and country) of birth 
 

 

Nationality 
 

 

Address 
 

 

Country 
 

 

Phone number 
 

 

Email address 
 

 

 

2. Overview of LEVER competences and qualities 
 
In this scheme you can sum up your LEVER- competences. 
In the 2nd column you can provide a link with a specific experience in your portfolio with which you can prove 
that you acquired this specific competence. Such an experience can come from formal, non-formal and 
informal learning experiences from any context! 
 

 LEVER Personal competence and quality Link with experiences 

1.   

2.   

3.   

4.   

5.   

6.   

7.   

8.   

9.   

10.   

11.   

12.   

13.   
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3. Portfolio Overview 
 

3A. School and vocational education and training  
In the table below, write down all your education and training, even studies you did not finish or do not 
consider as important. You can also mention here training courses, refresher training and other courses.  
 

Period 
(year, 
month, 
week) 

Training/schooling: 
type, level, 
institution 

Description of the  
learning activities 
Job / role 

Description of 
evidence and number 
of evidence in 
portfolio 

Summary of the most 
important 
skills/competences  
I know..., I can...,  
I am capable of..., I have... 

     

     

     

Add lines as you like! 
 

3B. Work experience 
Write down your experiences with permanent & part-time appointments, voluntary work, temporary work, 
work placements, holiday jobs and jobs on the side, freelance work, et cetera. Write down in chronological 
order. 
 

Period 
(year, 
month, 
week) 

Description of the 
company, 
institute, unit 

Description of the  
activities 
Job / role 
(concrete!) 

Description of 
evidence and number 
of evidence in 
portfolio 

Summary of the most 
important 
skills/competences  
I know..., I can...,  
I am capable of..., I have... 

     

     

     

Add lines as you like! 
 

3C. Other experiences 
Write down your activities in spare time, hobbies, voluntary work, club life, in private life, in tasks/activities in 
the family (unpaid activities). 
Write down things done in tasks/activities and the private area in chronological order. Briefly describe the 
successive individual activities. 
 

Period 
(year, 
month, 
week) 

Description of the 
context in which 
the activities are 
taking (or took) 
place 

Description of the  
activities 
job / role 

Description of 
evidence and number 
of evidence in 
portfolio 

Summary of the most 
important 
skills/competences  
I know..., I can...,  
I am capable of..., I have... 

     

     

     

Add lines as you like! 
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4. Transitions 
Describe below all important transitions in your life, in the areas of education & training, (voluntary) work or 
other experiences. For instance the transition from school to university, from school to work, from voluntary 
work to paid work, etc. 

 

 

5. Reflection 
Describe how you reflect on the various parts of this portfolio. For inspiration you can use the question 
below. 

 What are your main skills? Do you have a specific theme or a significant category of skills/qualities?  

 What are your future career plans? How are you going to use your qualities/skills to fulfil your plans?  

  In what other way are you going to use your qualities? 

 What qualities would you like to develop more? Why these? What are you going to do to develop 
those qualities? 

 What are you going to use your portfolio for?  

 What image will people have of you, if they read your portfolio? 

 Is your portfolio complete? Why (not)? 

 What insights did you get from the training as a whole? In what way could you incorporate these 
insights in your life or work?  

 

 

 

6. Overview of evidence / documents 
Your list of evidences / documents. Update regularly!  
 

 Type of document Date of submission Organisation / company 

1    

2    

3    

4    

5    

6    

7    

8    

9    

10    

    

Add lines as you please! 
Also add (copies of) all evidences as listed above 
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6. Observations and guidelines for the LEVER model 
 
 
In During the testing phase of the LEVER -model during the project phase, which was  conducted in between 
2015 and -2016, the main question asked discussed within in the partnership was related to find out ‘how to 
utilize the LEVER model the best way to use the LEVER model?’. The outcome of this testing has showned 
that there were several recommendations and adjustments for this question to be answeredmake to the 
initial approach. At tThe heart of it is the notion the question is that it takes 2 or 3 instead of just 1 to utilize 
the LEVER -model effectively and efficiently: the volunteer or individual learner, the organisation where 
he/she is attached to and the VET/HE-institutes institution or schools in the learnings system. 
Based on tThe testing phase in conducted by all the partners in their respective countries of the LEVER-model 
was a real opportunity to put in practice the LEVER model and the results of this exercise are the following 
several valuable observations and guidelines. concerning the ways to utilize the LEVER model are provided in 
this chapter. 
 

Observations 
 
1. The LEVER-model focuses on the opportunities that lifelong learning offers to individuals (volunteers in 

particular) and their organisations in the wide area of employability and empowerment.  Therefore, this 
concerns not only the individual but also his/her organisation and the learning system (schools, training 
institutes, universities, etc.), as reflected in a variety of responsibilities: 
a. The individual takes care of structuring and managing his/her portfolio. The portfolio is the basis for 

developing personal lifelong learning-strategies. 
b. The organisation has the responsibility to for facilitatinge and investing in its staff aánd to 

articulatinge its demand for competences. 
c. The learning system (VET and HE) must be able to offer individual-steered content in order to 

answer the lifelong learning questions that individuals raise. This means being able to offer learning -
made-to-measure (blended learning in terms of form and content). 

 
2. There is commitment a consensus for around the idea that the learner has a say in the determination, 

design and implementation of lifelong learning.  Investment in human capital also needs ownership of 
the learner him/herself. Setting course on the desired learning outcomes is, in this sense, always the 
critical factor, as well at determining somebody's starting situation as at formulating somebody's 
development plan. 

 
3. The portfolio is a powerful way to give meaning to the learner’s voice. Some steering can enrich this way 

even more by facilitating the learner: 

- A training ‘self-management of competences’. 

- Portfolio-guidance. 

- Self-assessment tools. 
 
4. Further research into the motives motivations and application of lifelong learning-strategies for áand by 

learners is necessary to strengthen the awareness amongst learners them that their learning experiences 
acquired while volunteering (and elsewhere too) are providing important building blocks for their life -
career. This research should be focused on providing individual role models. 

 
5. The LEVER-model acts as a bridge between individuals, organisations and VET/HE institutions. Only in 

the linkages it becomes can show relevant the relevance of what a volunteer has learned and what 
he/she is capable of. Making clear what the starting-position of the learner is the first step. Based on this 
individual inventory, a personal lifelong learning-plan can be arranged, based onincluding learning-made-
to-measure in content and form. 
This entails that the LEVER-model can serve as a bridge between the need for competences of any kind 
of organisation and the portfolio of the individual (the supply of competences) by: 
a. Matching the content of both the competence-management of the organisation as well as the 

competency-based curricula of VET/HE. The goal of this match is to open both systems for the 
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individual’s portfolio and the learning wishes that come out of self-assessment. This is a top-down 
approach. 

b. The individual learner can also choose by him/herself more effectively where, how and when to fill 
in his/her specific or generic learning wishes for the sake of portfolio-enrichment. This is a bottom-
up approach in which the learner, based on the a self-reflection of the value of his/her learning 
experiences, takes control of the further learning options on his/her own career-path in life. 

 
 
 

Guidelines 
 
Looking at these observations, it seems obvious that the question whether the LEVER-model comes from two 
or three sides is answered: VPL effectively comes áand has to come from three sides. But what’s facing the 
individual learner then?  
The outcome of the testing phase of the LEVER-model has showned that the learner especially faces the 
dynamics of moving towards a personal development approach in which he/she has a real voice! 
Tthe LEVER-model provides an integral process in five phases. Together, these five phases take ten steps in 
which the learning individual can make him/herselfbecome a co-designer of his/her lifelong learning-path: 

- the preparatory phase aiming at creating commitment and raising awareness of about the value of 
someone’s competences, 

- the recognition of someone’s competences, 

- the valuation and validation of someone’s competences, 

- (advice concerning the) development of someone’s competences, 

- tThe structural implementation of this process into an  individually and of organisationally steered 
policy. 

 
In During the LEVER-process, the portfolio is clearly is the red thread. After learning targets have been set, 
the portfolio is designed and filled in (guided by a tutor); its content is assessed and an advice is added on 
certification- and career-opportunities; enriched by learning-made-to-measure and finally, the starting point 
of a new process in which new learning targets can be formulated.  
The portfolio, so to say, is both the starting as well as the end point of a specific VPL-process, aiming at 
achieving a developmental or learning objective. But arriving at the end point immediately might 
immediately start up a new VPL-processes because since someone’s development is never finished; after all, 
the learner will always be a half-filled glass! This reciprocal process is the so-called portfolio-loop, in which 
the portfolio acts as carrier of the personal lifelong learning strategy and bridges someone’s potential with 
new opportunities in learning, living and learning. 
 
Further examining the LEVER-process, we can see that in every phase concrete services can be offered to the 
learning individual to support the diversity of employability  - and empowerment- questions that the 
individual might have. It is This especially happens in during the phase of raising awareness that facilitating 
supports the learner in his/her search for development pays of well. Raising awareness is about stimulating 
someone’s self-management of competencies. This is very important for turning the whole LEVER-process 
into a successfull learning-path. because wWithout this self-management process, one can only partially 
become co-designer of personal his/her own personal development.  
 
The goal of instruments for self-management, in general, aims at: 
(1) personal development or career-planning in training and profession, 
(2) creating flexibility and mobility of the individual learner to and on the labour-market. 
 
These instruments focus on: 

 providing the basis for a goal-directed development and career-planning,  

 the stimulationng of personal development,  

 the supporting of self-managed learning and acting,  

 stimulating motivating young and adults to continuously document continuously their professional- and 
personal development. 
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It’s evident obvious that more research is needed to make clear how the practical use of the LEVER-process is 
evolving. Relevant questions are:  

- how to activate learning by stimulating all actors in the process?  

- Which problems and which ambitions can be made transparent within this process?  

- Who does what and with which motivatione?  

- Which learning-demand is relevant and with which intended learning outcome?  

- How does lifelong learning refer to the general framework that volunteering organsisations 

are maintaining?   

In To answering these questions, the general focus should be on: 
a. Put the individual learner with her/his portfolio in the position of co-designer of learning 

trajectoriespaths. 
b. Focus on learning outcomes instead of learning-input. 
c. The total LEVER-process is portfolio-based. 
d. Make sure there are available various standards available that allow linking the volunteer’s portfolio 

might be linked to.  
e. Competency-systems (diploma-standards, Human resources, competence-management) must be 

linked for the individual to take a pick where, how and why to enrich one’s portfolio.  
f. Lifelong learning is about stimulating the individual (portfolio-build up), organisation (competence-

based HRM) and the learning system (output-oriented learning-made-to-measure) 
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7. Towards a sustainable LEVER-model 
 
 
The voluntary sector offers a rich learning environment where people can develop competencies and while it 
is also a work environment, they also can apply and test those competencies in practice. Volunteer work can 
take shape in many different forms, in many different sectors (like in health, youth work, environmental care, 
civil services, neighbourhood activities, delivering meals, etc.), from well organised and structured work up to 
more individual or ad hoc volunteer activities. 
 
The LEVER project offers a bridge between those competences developed in the volunteer sector, and the 
validation area, and the use of these competencies on national and sectoral levels. Recommendations to 
embed the model in (inter)national and sectoral policies are at the heart of the sustainability plan of the 
LEVER project. In this chapter, a few some options for such embedment are presented. 
 
For embedding the LEVER model a few options are available: 

This certificate supplement is a document describing the knowledge and skills acquired by holders of 
vocational training certificates. It provides additional information to that already included in the 
official certificate and/or transcript, making it more easily understood, especially by employers or 
institutions abroad. 
It is eEssential is that the LEVER model is accepted by a nationally accredited vocational institut ione, 
school or university as a tool for describing and awarding general competences.  
This option needs to be researched on national level and has close relevance with option 2 to 
become effective. 
 
Example: the LEVER model is offered as ‘a key competences passport’ within the section of ‘the 
certificate supplement’. It can be compared with the offering of a language passport within 
Europass. 

2. 1st linkage with national qualification frameworks (NQFs), with ECVET as option. 

Nationally accredited vocational institutiones, schools or universities can embed the LEVER model as 
a tool for validating students’ generic competences in any qualification. This requires:  
a. acceptance of the competence descriptions in the LEVER model, including the way that the 

model offers a tool for (self)assessment of these competences. 
b. A clear description of the qualification level to which the LEVER model is attached. 

 
The European Credit System for Vocational Education and Training (ECVET) is a European initiative, 
allowing for the accumulation and transfer of credits gained through the recognition of learning 
outcomes in vocational education and training (VET) across Europe. ECVET has been developed to 
facilitate the recognition of achievements in vocational education and training, in formal, informal 
and non-formal learning. Although ECVET is underpinned by European legislation, participation is 
voluntary and national protocols are respected. The overarching aim of ECVET is to facilitate the 
mobility of the workforce in VET across Europe. 
 
Example: a national VET-school can use the LEVER model for describing the generic competences in a 
qualification for youth workers. Together with the specific competences this is the framework for the 
qualification. In this way, also volunteers can include their competence-development from 
volunteering into a VET-learning road. Furthermore, once obtained a VET-qualification, ECVET 
extends the value of this qualification to an internationally accredited level. 

3. 2nd linkage with national qualification frameworks (NQFs), with a validated level as option. 

Another option for linking the LEVER model to a national qualification is by ‘level-recognition’. This 
requires that a request is formulated for acceptance of the model as part of an informal or non-
formal standard on a specific national qualification level. 
Any organisation in society that works with the LEVER model can make such a request. It requires 
proof of importance and validity of the model within the organisation’s standard and its added value 
to the specific organisation competences that are also in the standard.  
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The outcome of this option is a formal level-indication attached to the standard within which the 
LEVER-model is utilised. 
 
Example: a national Red Cross organisation embeds the LEVER model in its function profiles for 
volunteers. When linked to a specific volunteer function, this might entail the request for a level 
recognition of this function profile. 

4. Linkage with sector standards in function-based competence profiles (FCPs). 

When a sector embeds the LEVER model into its function profiles for volunteers (or other paid 
functions), the sustainability of the LEVER model is realised in the sense that its generic competence 
descriptions is are used next to the specific competences that go for linked to a function within the 
sector. In this case, the LEVER model becomes part of a sectoral system for describing the function 
profiles for the sake of a from the human resources management perspective.  
This option leads to a sectoral recognition for of the LEVER model. All organisations within the sector 
can make use of the LEVER model.   
 
Example: a sectoral organisation in youth work that oversees the quality-control on at sectoral level 
of for the prevailing function profiles, offers the LEVER model to the organisations in the sector for 
evaluating function performance of staff members. 

5. Linkage with volunteer organisation competence profiles (VCPs) 

This option is the same as option 4 but specifically dedicated to the various different voluntary work 
sectors, such as health, leisure and tourism, sport, youth work, etc. 
 
Example: the national Scouting organisation offers the LEVER model as a tool for assessing the 
performance of scouting leaders. 

6. Linkage with personal standards or competence profiles (PCPs) 

The LEVER model can also be used by volunteers to self-assess their performance. It helps to identify 
strengths and weaknesses in personal capacities. As such, it can be become part of a personalised 
learning strategy to enhance specific competences. 
 
Example: I, for myself, used the LEVER model to self-assess my generic competences. I had this self-
assessment checked by an assessor. I added the outcome of this as proof to my personal portfolio.  

 
How to proceed? 
It is rRecommended forthat volunteering organisations is to investigate in their own country which the 
opportunities that might be best are worth to go for. This requires some fieldwork to find out which option(s) 
are realistic and doable. The options listed in this chapter can all be analysed and debated with national and 
sectoral institututionses and schools/universities that work within one of the ‘formalising’ settings listed 
above. It’s just a matter of taking the LEVER-model with you and open the debate on linkage with EUROPASS, 
NQF, ECVET, FVCP, VCP and/or PCP. 
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Annex 1: Five Steps Up to VPL 
 
A how-to guide for the volunteer organisations, advisors/counsellors for implementing VPL on two levels 
 
 
Five Steps Up gives the voluntary organisation and the volunteer a practical tool that can be used whenever 
there is a need to implement a VPL process. Five Steps Up is designed for advisors who face VPL issues in 
their work with voluntary organisations: what steps to take and how to make sure that you’re not missing 
important aspects of the process? This guide shows you how to get started with Five Steps Up. 
 
VPL stands for “Validation of Prior Learning Outcomes”. It is based on the premise that not all learning 
happens via formal education or organised work-related trainings. Learning can also happen, and in fact most 
learning does happen, in other places: on the voluntary job, at home, in social activities, etc.  
The VPL-process is geared towards identifying the entire package of competences that a person has already 
acquired, and validating those competences in one way or another. The object is to use VPL to give everyone 
a chance to keep developing in any desired context and to collect and compile the evidence of that 
development. Putting this vision of “learning and developing within voluntary organisations” into practice, 
strengthens the position of volunteers and organisations on the labour market. At the same time, VPL makes 
the development of the staff (and their utilization within the organisation) much clearer, thereby generating 
an encouraging effect on both the organisation and the volunteers.  
 

How do you use Five Steps Up? 
Five Steps Up shows you the steps you need to take in order to embed the VPL procedures in the policy of the 
voluntary organisation, design your VPL procedures, start them and run them. Five Steps Up takes you step-
by-step through the process you need to follow so you can make the right decisions in the VPL process. 
When you follow Five Steps Up from start to finish, the result is an overview of the complete picture of how 
the VPL process can function optimally at both the organisation and the individual volunteer levels. 
The five steps are set up in sequence. But make sure that you adjust to the real world situation in your work, 
and apply the steps in a different order if you need to. As you go through all the questions for each of the 5 
steps, it may seem like a VPL process is designed to produce a mountain of paperwork and a vast and 
complicated checklist for every step of the way. Take into account this fact and try to avoid it, because such 
paperwork can have a negative effect on motivation. Use Five Steps Up as a road map for your discussion, not 
as a fixed script!  
 
There are two sets: one for the voluntary organisation and one for the volunteer. Each ‘step in the set’ has a 
key question that the organisation and the volunteer need to answer, with some guiding questions linked to 
this key question.  
 

Set 1: Five Steps Up… in the voluntary organisation! 
 

Step 1: the Climate 

 
Is the organisation aware of the essential nature of learning and is there a basis to start working with VPL? 
 
Guiding questions: 

 Does the management endorse the importance of learning and training for the achievement of the 
organisation´s objectives? Is there regular communication on this issue?  

 Is there a learning policy for all volunteers? Check whether: 
o a vision of learning and training has been formulated; 
o learning and training is embedded in the organisation´s policy; 

 Are the volunteers encouraged to develop in the direction desired by the organisation? Check whether: 
o the demand for volunteers is formulated in terms of competences including levels; 
o the volunteers are offered access to “learning” including the organisation´s support. 

 Is there sufficient insight into the procedures and options to certify or qualify? 

 Does the organisation use certification to increase the “deployability” of the volunteers? 
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Step 2: the focus 

 
Is there a sufficient view, among both the organisation and the volunteers, of the competences to be 
developed in relation to the objectives those competences are intended to help reach? 
Is there sufficient insight into the costs involved in learning and training? 
 
Guiding questions: 

 Has the organisation mapped out some or all of the following elements? Check whether:  
o the organisation has mapped out a general standard for all volunteers with the desired competences 

for the achievement of its goals; 
o has the organisation described these desired competences as a standard and (hopefully) also in a 

function-profile to which the volunteers can reflect in a VPL procedure? 
o the organisation has a picture of the potential of the active volunteers in relation to the goals;  
o the organisation has an insight into the costs involved in certifying and training/retraining 

volunteers. 

 Has an analysis been made in response to the question of how much the management wishes to invest 
(time/money) into the upgrading/certification of the volunteer´s competences?  

 Does the labour organisation have a plan for specifying the organisational vision for volunteers, both in 
terms of content and method (communication)? 

 

Step 3: the preparations 

 
Are sufficient preparations being made for launching VPL processes in the organisation? 
 
Guiding questions: 

 Does the organisation have function profiles available for every voluntary position? Does each profile also 
give an indication of the roles that the volunteer fills in?  

 Are the goals of the organisation with VPL set out on paper, and are they accessible to all volunteers? 

 Are there tools available that volunteers can use to map out their own experiences and expertise by 
means of evidence of experience in a portfolio? Are there people in the organisation who know the ways 
to collect this evidence for the portfolio?  

 Is a portfolio format for the volunteers available? 

 Are there options for external support that lead to engaging tools, advising and financing?  

 (optional) Can the same be said for the options for certification and upgrading? 
 

Step 4: the validation procedure 

 
Is the procedure sufficiently clear to all involved parties? 
Have the standards for validation been properly communicated to every involved volunteer? 
 
Guiding questions: 

 Is the organisation capable of determining at the outset whether a person already meets the 
requirements of the standard?  

 Has the organisation designed a validation protocol for validating portfolios? Has this protocol clearly 
been communicated to the volunteers? 

 Does the organisation make sure that all people involved are adequately facilitated in performing their 
roles and tasks in VPL procedures? Check whether: 

o the organisation holds development meetings with the volunteers; 
o the organisation can guide volunteers in portfolio-making; 
o the organisation is capable of evaluating portfolio-based evidence of learning outcomes. 

 Does the organisation identify training and other development opportunities available within and/or 
outside the voluntary organisation?  
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Step 5: the feedback and looking ahead 

 
Has the application of VPL processes resulted in the desired effects for the whole organisation?  
Should goals and tools be adjusted for future processes? 
Is there a potential for using VPL in the future? 
 
Guiding questions: 

 Do the volunteers within the organisation evaluate whether their validation process (when assessed 
against the competence-standard of the organisation) has contributed to the achievement of the 
organisational goals?  

 What is the added value of the VPL process for the organisation? 

 Do volunteers in the organisation evaluate with the persons involved what the results of the process have 
been for them and the organisation? 

 Are volunteers in the organisation communicating to persons not directly involved what the results of the 
process have been for the individual subjects and the organisation? 

 Are process and results officially documented in an action plan for further development of the volunteer?  

 Is the cooperation with any external parties documented?  

 Has the organisation gained insight in to potential for VPL procedures in the future? 
 
 

Set 2: Five Steps Up… for the volunteers! 
 

Step 1: the Climate 

 
Is the volunteer sufficiently aware of the essential nature of learning within the organisation?  
Is there a sufficient basis among co-volunteers and elsewhere in the organisation to start working with 
validation of prior learning outcomes? 
 
Guiding questions: 

 Does the volunteer have a perspective on his own role and position on the labour market? Check 
whether: 

 He/she can indicate why the opportunity for learning is important to him/her; 

 he/she can indicate why learning within this organisation is important; 

 he/she can indicate why learning is important for his/her individual career; 

 he/she can indicate why collecting his/her learning evidence is important from a career perspective. 

 Is the volunteer’s social environment one that is receptive to learning?  

 Is the volunteer prepared to invest in himself/herself? 

 Does the organisation encourage ongoing development on the part of the volunteer? 

 Is the volunteer capable of reflecting on his/her own career and planning his next moves? Is the volunteer 
aware of the person to contact on these issued, within the organisation? 

 

Step 2: the focus 

 
Does the volunteer have a sufficient view of the competences to be developed in relation to the objectives 
those competences are intended to help reach, both for the organisation and the volunteer 
himself/herself? 
Does the volunteer have a good insight into the costs involved in the learning and training? 
 
Guiding questions: 

 Does the volunteer have tools available to help him/her gain insight into his/her own competences? 

 Does the volunteer have insight into time and finance involved in validating his/her competences? 

 Does the volunteer understand the general standard for all volunteers in the organisation? 

 Does the volunteer have attractive prospects in mind that he/she wishes to achieve with his/her efforts?  
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Step 3: the preparation 

 
Are sufficient preparations being made for the launch of VPL processes in the organisation? 
 
Guiding questions: 

 Does the volunteer know his/her functional profile, and does he/she know the documents that describe 
the goals that the organisation wishes to achieve using VPL processes? 

 Does the volunteer know how to work with a portfolio, does he/she understand its purpose and does 
he/she endorse the usefulness of a portfolio? Does he/she also know who to go to for advice? 

 Can the volunteer express whether he/she wants to participate in a VPL process and why? 
 

Step 4: the validation procedure 

 
Is the procedure sufficiently clear to the volunteer? 
Have the standards for validation been properly communicated to every involved volunteer? 
 
Guiding questions: 

 Does every volunteer know the requirements he/she has to meet? 

 Is the volunteer aware of each step in the validation procedure? 

 Is the volunteer willing to pursue the learning advice that was the result of the validation? 
 

Step 5: feedback and looking ahead 

 
Did the completion of the VPL process produce the desired effect?  
Should goals and tools be adjusted for future processes? 
 
Guiding questions: 

 Is the volunteer in a position to evaluate whether he/she has achieved his/her objectives with the 
process? 

 Does the volunteer have an insight into potential for VPL procedures in the future? 
  



 

LEVER project | The model 
 

 

Annex 2: The assessment form 

 
 

Introduction 
 
This form is both the self-assessment form as well as the format for reporting on the assessment scores of 
the volunteer in the LEVER competences for volunteers. 
 
The form indicates for every LEVER competence: 

A. The competence description 
B. The contextual complexity level in which the volunteer acts, based on the EQF scale 
C. The scores on the performance level indicators for each competence 
D. The context in which the volunteer acquired the competence  
E. The description of the documentation provided for the assessment 
F. The final assessment of the volunteer in this competence, realised by the assessor(s) 

 
The final page collects the assessment for every competence that the volunteer provided evidence in terms 
of contextual complexity and performance. The form has to be filled in for every single LEVER competence. 
It’s up to the volunteer to choose which of the 13 competences he/she would like to be evaluated and 
validated by an assessor. Based on the outcome of the assessment the volunteer can obtain ‘a certificate of 
competence’ for the competences he/she chose. 
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 Volunteer’s personal data 
 
Full name 
& 
Signature 
 
 

 

Date of birth  

Place (and country) of birth  

Nationality  

Address 
 

 

Country  

Phone number  

Email address  

 

Assessor’s data (1) 
 
Full name 
& 
Signature 
 
 

 

Phone number  

Email address  

 
Assessor’s data (2) [only in case of an assessment with 2 assessors] 

 
Full name 
& 
Signature 
 
 

 

Phone number  

Email address  

  



 

LEVER project | The model 
 

 

Competence 1: Engagement 
 
A. Competence description 
 
Engagement in a voluntary context is, from the volunteer’s perspective, about: 

 The ability to articulate one’s personal vision on social development and the linkage of this vision to tasks 
someone is performing in society. 

 The ability to link personal competences to the mission, vision and objectives of the volunteering tasks  
performed. 

 The ability to transfer personal commitment to volunteering tasks in society.  
 
B. Complexity level 
The assessor(s) mark(s) the level that corresponds to the volunteer’s learning experiences. 
 

LEVER competence 1: Engagement 
Volunteer’s 
level 

Level 1 work under direct supervision in a structured context. 

O 
Level 2 work under supervision with some autonomy. 

Level 3 
take responsibility for completion of tasks in work; adapt own behaviour to 
circumstances in solving problems. 

Level 4 

exercise self-management within the guidelines of work contexts that are usually 
predictable, but are subject to change; supervise the routine work of others, 
taking some responsibility for the evaluation and improvement of volunteering 
activities. 

O 
Level 5 

exercise management and supervision in contexts of volunteering activities where 
there is unpredictable change; review and develop performance of self and others. 

Level 6 
manage complex technical or professional activities or projects, taking 
responsibility for decision-making in unpredictable volunteering contexts; take 
responsibility for managing professional development of individuals and groups.  

Level 7 

manage and transform volunteering contexts that are complex, unpredictable and 
require new strategic approaches; take responsibility for contributing to 
professional knowledge and practice and/or for reviewing the strategic 
performance of teams. O 

Level 8 
demonstrate substantial authority, innovation, autonomy, scholarly and 
professional integrity and sustained commitment to the development of new 
ideas or processes at the forefront of volunteering contexts including research.  

 
C. Performance level indicators 
The assessor(s) mark(s) how much the competence indicator is matched by the learning experience provided 
by the candidate/volunteer. For the explanation of the outcome, see the following matrix:  
 

Competence indicators: G A E 

Awareness of one’s personal vision and potential contribution on social development 
 

O 
 

O 
 

O 

Proactiveness in translating personal commitment into actual actions/ volunteering 
assignment in society 

 
O 

 
O 

 
O 

Awareness in using own competences at best to the benefit of the mission, vision 
and objectives of the volunteering tasks performed. 

 
O 

 
O 

 
O 

If appropriate, also mark: 

Theoretical and methodical knowledge regarding this competence. 
Please describe which knowledge is linked to this competence for the respective 
volunteer. 

O O O 
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Explanation 
Rating scale for each competence indicator: 
G =  General competence-level, demonstrating a range of cognitive and practical skills that must be 

empowered in order to accomplish successfully tasks and solve problems by selecting and applying 
basic methods, tools, materials and information. 

A =  advanced competence-level, demonstrating mastery and reliability, required to solve problems and 
accomplish tasks by applying proper methods, tools and by adopting successful behaviors and 
attitudes. 

E=  experienced competence-level, demonstrating specialised capacities, some of which are at the 
forefront of a specific field, and forming the basis for original thinking and strategic performance 

  

 
D. Context 
Description of the context in which the volunteer acquired learning experiences for this competence: 
 

 
 
 
 

 
E. Documentation 
Description of the documentation provided by the volunteer to prove this LEVER competence. 
 

[at least one proof or evidence (documents, descriptions, videos, or other) and a filled in the STARRT form for 
this competence] 
 
 
 

 
F. Outcome of the assessment (for this competence) 
Final assessment of the volunteer for this competence.  
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Competence 2: Communication 
 
A. Competence description 
 
Communication in a voluntary context is, from the volunteer’s perspective, about: 

 The ability to create an interpersonal connection by, consciously or spontaneously, using oral, written and 
digital means of communication, appropriate to the context. 

 The ability to pay attention to people, to listen to and to understand their needs and expressions. 
 
B. Complexity level 
The assessor(s) mark(s), the level that corresponds to the volunteer’s learning experiences.  
 

LEVER competence 2: Communication 
Volunteer’s 
level 

Level 1 work under direct supervision in a structured context. 

O 
Level 2 work under supervision with some autonomy. 

Level 3 
take responsibility for completion of tasks in work; adapt own behaviour to 
circumstances in solving problems. 

Level 4 

exercise self-management within the guidelines of work contexts that are usually 
predictable, but are subject to change; supervise the routine work of others, 
taking some responsibility for the evaluation and improvement of volunteering 
activities. 

O 
Level 5 

exercise management and supervision in contexts of volunteering activities where 
there is unpredictable change; review and develop performance of self and others. 

Level 6 
manage complex technical or professional activities or projects, taking 
responsibility for decision-making in unpredictable volunteering contexts; take 
responsibility for managing professional development of individuals and groups.  

Level 7 

manage and transform volunteering contexts that are complex, unpredictable and 
require new strategic approaches; take responsibility for contributing to 
professional knowledge and practice and/or for reviewing the strategic 
performance of teams. O 

Level 8 
demonstrate substantial authority, innovation, autonomy, scholarly and 
professional integrity and sustained commitment to the development of new 
ideas or processes at the forefront of volunteering contexts including research.  

 
C. Performance level indicators 
The assessor(s) mark(s) how much the competence indicator is matched by the learning experience provided 
by the candidate/volunteer. For the explanation of the outcome, see the following matrix:  
 

Competence indicators: G A E 

Self-awareness in relation to the context, the audience and the communication 
objective  

O O O 

Appropriateness of the language (semantic and syntactic) in relation to the context 
and the target 

O O O 

Effective use of verbal and non-verbal language O O O 

Assertiveness: clearness of thoughts/questions / feedback, using effectively one’s 
own emotions 

O O O 

Coherence of questions and feedback with the context and the audience O O O 

Attention to people, to listen to, to understand their needs and expressions. O O O 

If appropriate, also mark: 

Theoretical and methodical knowledge regarding this competence. 
Please describe which knowledge is linked to this competence for the respective 
volunteer. 

O O O 
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Explanation 
Rating scale for each competence indicator: 
G =  general competence-level, demonstrating a range of cognitive and practical skills that must be 

empowered in order to accomplish successfully tasks and solve problems by selecting and applying 
basic methods, tools, materials and information. 

A =  advanced competence-level, demonstrating mastery and reliability, required to solve problems and 
accomplish tasks by applying proper methods, tools and by adopting successful behaviors and 
attitudes. 

E=  experienced competence-level, demonstrating specialised capacities, some of which are at the 
forefront of a specific field, and forming the basis for original thinking and strategic performance. 

  

 
D. Context 
Description of the context in which the volunteer acquired learning experiences for this competence: 
 

 
 
 
 

 
E. Documentation 
Description of the documentation provided by the volunteer to prove this LEVER competence.  
 

[at least one proof or evidence (documents, descriptions, videos, or other) and a filled in STARRT form for this 
competence] 
 
 
 

 
F. Outcome of the assessment (for this competence) 
Final assessment of the volunteer for this competence.  
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Competence 3: Intercultural and diversity management 
 
A. Competence description 
 
Intercultural and diversity management in a voluntary context is, from the volunteer’s perspective, about: 

 The ability to establish relationships with people belonging to different cultural/ethnic groups or 
characterised by disabilities. 

 The ability to valorise diversity as a resource. 
 
B. Complexity level 
The assessor(s) mark(s) the level that corresponds to the volunteer’s learning experiences. 
 

LEVER competence 3: Intercultural and diversity management 
Volunteer’s 
level 

Level 1 work under direct supervision in a structured context. 

O 
Level 2 work under supervision with some autonomy. 

Level 3 
take responsibility for completion of tasks in work; adapt own behaviour to 
circumstances in solving problems. 

Level 4 

exercise self-management within the guidelines of work contexts that are usually 
predictable, but are subject to change; supervise the routine work of others, 
taking some responsibility for the evaluation and improvement of volunteering 
activities. 

O 
Level 5 

exercise management and supervision in contexts of volunteering activities where 
there is unpredictable change; review and develop performance of self and others. 

Level 6 
manage complex technical or professional activities or projects, taking 
responsibility for decision-making in unpredictable volunteering contexts; take 
responsibility for managing professional development of individuals and groups.  

Level 7 

manage and transform volunteering contexts that are complex, unpredictable and 
require new strategic approaches; take responsibility for contributing to 
professional knowledge and practice and/or for reviewing the strategic 
performance of teams. O 

Level 8 
demonstrate substantial authority, innovation, autonomy, scholarly and 
professional integrity and sustained commitment to the development of new 
ideas or processes at the forefront of volunteering contexts including research.  

 
C. Performance level indicators 
The assessor(s) mark(s) how much the competence indicator is matched by the learning experience provided 
by the candidate/volunteer. For the explanation of the outcome, see the following matrix:  
 

Competence indicators: G A E 

Awareness of the diversity in language, in habits, in customs and traditions.  O O O 

Attention to people, to listen to, to understand their needs, expressions and moods.  O O O 

Valorisation of the single contributes and of the differences as resources O O O 

Influence on behaviour and thinking towards mutual understanding, harmony and 
agreement 

O O O 

If appropriate, also mark: 

Theoretical and methodical knowledge regarding this competence. 
Please describe which knowledge is linked to this competence for the respective 
volunteer. 

O O O 
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Explanation 
Rating scale for each competence indicator: 
G =  general competence-level, demonstrating a range of cognitive and practical skills that must be 

empowered in order to accomplish successfully tasks and solve problems by selecting and applying 
basic methods, tools, materials and information. 

A =  advanced competence-level, demonstrating mastery and reliability, required to solve problems and 
accomplish tasks by applying proper methods, tools and by adopting successful behaviors and 
attitudes. 

E=  experienced competence-level, demonstrating specialised capacities, some of which are at the 
forefront of a specific field, and forming the basis for original thinking and strategic performance. 

  

 
D. Context 
Description of the context in which the volunteer acquired learning experiences for this competence:  
 

 
 
 
 

 
E. Documentation 
Description of the documentation provided by the volunteer to prove this LEVER competence. 
 

[at least one proof or evidence (documents, descriptions, videos, or other) and a filled in STARRT form for this 
competence] 
 
 
 

 
F. Outcome of the assessment (for this competence) 
Final assessment of the volunteer for this competence.  
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Competence 4: Learning to learn 
 
A. Competence description 
 
Learning to learn in a voluntary context is, from the volunteer’s, perspective about: 

 The ability to persist in learning, to be aware of one’s own learning  process, agency and learning 
outcomes. 

 The ability to understand and utilize the nature of learning in formal, non-formal and informal learning 
environments. 

 The ability to identify available learning opportunities. 

 The ability to overcome the obstacles for learning effectively. 
 
B. Complexity level 
The assessor(s) mark(s) the level that corresponds to the volunteer’s learning experiences. 
 

LEVER competence 4: Learning to learn 
Volunteer’s 
level 

Level 1 work under direct supervision in a structured context. 

O 
Level 2 work under supervision with some autonomy. 

Level 3 
take responsibility for completion of tasks in work; adapt own behaviour to 
circumstances in solving problems. 

Level 4 

exercise self-management within the guidelines of work contexts that are usually 
predictable, but are subject to change; supervise the routine work of others, 
taking some responsibility for the evaluation and improvement of volunteering 
activities. 

O 
Level 5 

exercise management and supervision in contexts of volunteering activities where 
there is unpredictable change; review and develop performance of self and others. 

Level 6 
manage complex technical or professional activities or projects, taking 
responsibility for decision-making in unpredictable volunteering contexts; take 
responsibility for managing professional development of individuals and groups.  

Level 7 

manage and transform volunteering contexts that are complex, unpredictable and 
require new strategic approaches; take responsibility for contributing to 
professional knowledge and practice and/or for reviewing the strategic 
performance of teams. O 

Level 8 
demonstrate substantial authority, innovation, autonomy, scholarly and 
professional integrity and sustained commitment to the development of new 
ideas or processes at the forefront of volunteering contexts including research.  

 
C. Performance level indicators 
The assessor(s) mark(s) how much the competence indicator is matched by the learning experience provided 
by the candidate/volunteer. For the explanation of the outcome, see the following matrix:  
 

Competence indicators: G A E 

Awareness of one’s own learning outcomes in relation to a context (formal, non- 
formal, informal) and to pursued achievement 

O O O 

Autonomy in defining needed resources and identifying available learning 
opportunities 

O O O 

Contextualisation of gained information, data and knowledge to own’s personal 
sphere, action and context 

O O O 

Perseverance in carrying on the learning and overcoming the obstacles O O O 

If appropriate, also mark: 

Theoretical and methodical knowledge regarding this competence. 
Please describe which knowledge is linked to this competence for the respective 
volunteer. 

O O O 
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Explanation 
Rating scale for each competence indicator: 
G =  general competence-level, demonstrating a range of cognitive and practical skills that must be 

empowered in order to accomplish successfully tasks and solve problems by selecting and applying 
basic methods, tools, materials and information. 

A =  advanced competence-level, demonstrating mastery and reliability, required to solve problems and 
accomplish tasks by applying proper methods, tools and by adopting successful behaviors and 
attitudes. 

E=  experienced competence-level, demonstrating specialised capacities, some of which are at the 
forefront of a specific field, and forming the basis for original thinking and strategic performance 

  

 
D. Context 
Description of the context in which the volunteer acquired learning experiences for this competence:  
 

 
 
 
 

 
E. Documentation 
Description of the documentation provided by the volunteer to prove this LEVER competence. 
 

[at least one proof or evidence (documents, descriptions, videos, or other) and a filled in STARRT form for this 
competence] 
 
 
 

 
F. Outcome of the assessment (for this competence) 
Final assessment of the volunteer for this competence.  
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Competence 5: Initiative 
 
A. Competence description 
 
Initiative in a voluntary context is from the volunteer’s perspective about:  

 The ability to grab chances and to translate ideas into action. 

 The ability to take a challenge. 
 
B. Complexity level 
The assessor(s) mark(s) the level that corresponds to the volunteer’s learning experiences. 
 

LEVER competence 5: Initiative 
Volunteer’s 
level 

Level 1 work under direct supervision in a structured context. 

O 
Level 2 work under supervision with some autonomy. 

Level 3 
take responsibility for completion of tasks in work; adapt own behaviour to 
circumstances in solving problems. 

Level 4 

exercise self-management within the guidelines of work contexts that are usually 
predictable, but are subject to change; supervise the routine work of others, 
taking some responsibility for the evaluation and improvement of volunteering 
activities. 

O 
Level 5 

exercise management and supervision in contexts of volunteering activities where 
there is unpredictable change; review and develop performance of self and others. 

Level 6 
manage complex technical or professional activities or projects, taking 
responsibility for decision-making in unpredictable volunteering contexts; take 
responsibility for managing professional development of individuals and groups.  

Level 7 

manage and transform volunteering contexts that are complex, unpredictable and 
require new strategic approaches; take responsibility for contributing to 
professional knowledge and practice and/or for reviewing the strategic 
performance of teams. O 

Level 8 
demonstrate substantial authority, innovation, autonomy, scholarly and 
professional integrity and sustained commitment to the development of new 
ideas or processes at the forefront of volunteering contexts including research.  

 
C. Performance level indicators 
The assessor(s) mark(s) how much the competence indicator is matched by the learning experience provided 
by the candidate/volunteer. For the explanation of the outcome, see the following matrix:  
 

Competence indicators: G A E 

Attitude to take the lead on issues and to play an active role 
 

O 
 

O 
 

O 

Proactiveness in recognising chances out of the context and formulating ideas to 
exploit them  

 
O 

 
O 

 
O 

If appropriate, also mark: 

Theoretical and methodical knowledge regarding this competence. 
Please describe which knowledge is linked to this competence for the respective 
volunteer. 

O O O 
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Explanation 
Rating scale for each competence indicator: 
G =  general competence-level, demonstrating a range of cognitive and practical skills that must be 

empowered in order to accomplish successfully tasks and solve problems by selecting and applying 
basic methods, tools, materials and information. 

A =  advanced competence-level, demonstrating mastery and reliability, required to solve problems and 
accomplish tasks by applying proper methods, tools and by adopting successful behaviors and 
attitudes. 

E=  experienced competence-level, demonstrating specialised capacities, some of which are at the 
forefront of a specific field, and forming the basis for original thinking and strategic performance 

  

 
D. Context 
Description of the context in which the volunteer acquired learning experiences for this competence:  
 

 
 
 
 

 
E. Documentation 
Description of the documentation provided by the volunteer to prove this LEVER competence.  
 

[at least one proof or evidence (documents, descriptions, videos, or other) and a filled in STARRT form for this 
competence] 
 
 
 

 
F. Outcome of the assessment (for this competence) 
Final assessment of the volunteer for this competence.  
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Competence 6: Result-orientation 
 
A. Competence description 
 
Result-orientation in a voluntary context is, from the volunteer’s perspective, about: 

 The ability "to play the game" and make the resources available with perseverance and resolution.  

 The ability to carry out the assigned tasks in a successful manner. 

 The ability to produce a coherent and transparent description of the result(s).  
 

B. Complexity level 
The assessor(s) mark(s) the level that corresponds to the volunteer’s learning experiences. 
 

LEVER competence 6: Result-orientation 
Volunteer’s 
level 

Level 1 work under direct supervision in a structured context. 

O 
Level 2 work under supervision with some autonomy. 

Level 3 
take responsibility for completion of tasks in work; adapt own behaviour to 
circumstances in solving problems. 

Level 4 

exercise self-management within the guidelines of work contexts that are usually 
predictable, but are subject to change; supervise the routine work of others, 
taking some responsibility for the evaluation and improvement of volunteering 
activities. 

O 
Level 5 

exercise management and supervision in contexts of volunteering activities where 
there is unpredictable change; review and develop performance of self and others. 

Level 6 
manage complex technical or professional activities or projects, taking 
responsibility for decision-making in unpredictable volunteering contexts; take 
responsibility for managing professional development of individuals and groups. 

Level 7 

manage and transform volunteering contexts that are complex, unpredictable and 
require new strategic approaches; take responsibility for contributing to 
professional knowledge and practice and/or for reviewing the strategic 
performance of teams. O 

Level 8 
demonstrate substantial authority, innovation, autonomy, scholarly and 
professional integrity and sustained commitment to the development of new 
ideas or processes at the forefront of volunteering contexts including research. 

 
C. Performance level indicators 
The assessor(s) mark(s) how much the competence indicator is matched by the learning experience provided 
by the candidate/volunteer. For the explanation of the outcome, see the following matrix:  
 

Competence indicators: G A E 

Ability to define successful strategies and plans to achieve the pursued objectives 
 

O 
 

O 
 

O 

Keeping the direction under control 
 

O 
 

O 
 

O 

Focused perseverance in facing critical issues 
 

O 
 

O 
 

O 

Attitude to achieve high performance and quality levels 
 

O 
 

O 
 

O 

If appropriate, also mark: 

Theoretical and methodical knowledge regarding this competence. 
Please describe which knowledge is linked to this competence for the respective 
volunteer. 

O O O 
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Explanation 
Rating scale for each competence indicator: 
G =  general competence-level, demonstrating a range of cognitive and practical skills that must be 

empowered in order to accomplish successfully tasks and solve problems by selecting and applying 
basic methods, tools, materials and information. 

A =  advanced competence-level, demonstrating mastery and reliability, required to solve problems and 
accomplish tasks by applying proper methods, tools and by adopting successful behaviors and 
attitudes. 

E=  experienced competence-level, demonstrating specialised capacities, some of which are at the 
forefront of a specific field, and forming the basis for original thinking and strategic performance 

  

 
D. Context 
Description of the context in which the volunteer acquired learning experiences for this competence: 
 

 
 
 
 

 
E. Documentation 
Description of the documentation provided by the volunteer to prove this LEVER competence.  
 

[at least one proof or evidence (documents, descriptions, videos, or other) and a filled in STARRT form for this 
competence] 
 
 
 

 
F. Outcome of the assessment (for this competence) 
Final assessment of the volunteer for this competence.  
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Competence 7: Problem solving 
 
A. Competence description 
 
Problem solving in a voluntary context is, from the volunteer’s perspective, about: 

 The ability to identify and prioritize problems, measure their impact, analyse potential causes and identify 
the roots. 

 The ability to identify effective improvement action(s), manage their implementation and verify the 
achievement of the desired result. 

 
B. Complexity level 
The assessor(s) mark(s) the level that corresponds to the volunteer’s learning experiences. 
 

LEVER competence 7: Problem solving 
Volunteer’s 
level 

Level 1 work under direct supervision in a structured context. 

O 
Level 2 work under supervision with some autonomy. 

Level 3 
take responsibility for completion of tasks in work; adapt own behaviour to 
circumstances in solving problems. 

Level 4 

exercise self-management within the guidelines of work contexts that are usually 
predictable, but are subject to change; supervise the routine work of others, 
taking some responsibility for the evaluation and improvement of volunteering 
activities. 

O 
Level 5 

exercise management and supervision in contexts of volunteering activities where 
there is unpredictable change; review and develop performance of self and others. 

Level 6 
manage complex technical or professional activities or projects, taking 
responsibility for decision-making in unpredictable volunteering contexts; take 
responsibility for managing professional development of individuals and groups.  

Level 7 

manage and transform volunteering contexts that are complex, unpredictable and 
require new strategic approaches; take responsibility for contributing to 
professional knowledge and practice and/or for reviewing the strategic 
performance of teams. O 

Level 8 
demonstrate substantial authority, innovation, autonomy, scholarly and 
professional integrity and sustained commitment to the development of new 
ideas or processes at the forefront of volunteering contexts including research.  

 
C. Performance level indicators 
The assessor(s) mark(s) how much the competence indicator is matched by the learning experience provided 
by the candidate/volunteer. For the explanation of the outcome, see the following matrix:  
 

Competence indicators: G A E 

Clear understanding of the problem, in relation to the context and priorities.  
 

O 
 

O 
 

O 

Definition of solutions coherently with the problem and context requirement, 
available resources and persons involved. 

 
O 

 
O 

 
O 

Translation of solutions into coherent actions to be implemented in order to achieve 
the objectives 

 
O 

 
O 

 
O 

Attitude to think outside the box in order to find new ways and alternatives to face 
critical issues during the solution definition and implementation .  

 
O 

 
O 

 
O 

If appropriate, also mark: 

Theoretical and methodical knowledge regarding this competence. 
Please describe which knowledge is linked to this competence for the respective 
volunteer. 

O O O 
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Explanation 
Rating scale for each competence indicator: 
G =  general competence-level, demonstrating a range of cognitive and practical skills that must be 

empowered in order to accomplish successfully tasks and solve problems by selecting and applying 
basic methods, tools, materials and information. 

A =  advanced competence-level, demonstrating mastery and reliability, required to solve problems and 
accomplish tasks by applying proper methods, tools and by adopting successful behaviors and attitudes. 

E=  experienced competence-level, demonstrating specialised capacities, some of which are at the 
forefront of a specific field, and forming the basis for original thinking and strategic performance. 

  

 
D. Context 
Description of the context in which the volunteer acquired learning experiences for this competence:  
 

 
 
 
 

 
E. Documentation 
Description of the documentation provided by the volunteer to prove this LEVER competence.  
 

[at least one proof or evidence (documents, descriptions, videos, or other) and a filled in STARRT form for this 
competence] 
 
 
 

 
F. Outcome of the assessment (for this competence) 
Final assessment of the volunteer for this competence.  
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Competence 8: Teamwork 
 
A. Competence description 
Teamwork in a voluntary context is from the volunteer’s perspective about:  

 The ability to work with others, by adopting a collaborative, supportive, active behaviour and contributing 
to achieve the group's objectives. 

 The ability to recognize and respect the other team member’s roles. 
 
B. Complexity level 
The assessor(s) mark(s) the level that corresponds to the volunteer’s learning experiences. 
 

LEVER competence 8: Teamwork 
Volunteer’s 
level 

Level 1 work under direct supervision in a structured context. 

O 
Level 2 work under supervision with some autonomy. 

Level 3 
take responsibility for completion of tasks in work; adapt own behaviour to 
circumstances in solving problems. 

Level 4 

exercise self-management within the guidelines of work contexts that are usually 
predictable, but are subject to change; supervise the routine work of others, 
taking some responsibility for the evaluation and improvement of volunteering 
activities. 

O 
Level 5 

exercise management and supervision in contexts of volunteering activities where 
there is unpredictable change; review and develop performance of self and others. 

Level 6 
manage complex technical or professional activities or projects, taking 
responsibility for decision-making in unpredictable volunteering contexts; take 
responsibility for managing professional development of individuals and groups.  

Level 7 

manage and transform volunteering contexts that are complex, unpredictable and 
require new strategic approaches; take responsibility for contributing to 
professional knowledge and practice and/or for reviewing the strategic 
performance of teams. O 

Level 8 
demonstrate substantial authority, innovation, autonomy, scholarly and 
professional integrity and sustained commitment to the development of new 
ideas or processes at the forefront of volunteering contexts including research.  

 
C. Performance level indicators 
The assessor(s) mark(s) how much the competence indicator is matched by the learning experience provided 
by the candidate/volunteer. For the explanation of the outcome, see the following matrix.  
 

Competence indicators: G A E 

Attitude to broaden one’s own outlook, taking into account other’s point of view.  
 

O 
 

O 
 

O 

Successful interaction with team members while undertaking a task 
 

O 
 

O 
 

O 

Contribution and support to achieve the group’s objectives  
 

O 
 

O 
 

O 

Recognition and respect of the other team member’s roles 
 

O 
 

O 
 

O 

If appropriate, also mark: 

Theoretical and methodical knowledge regarding this competence. 
Please describe which knowledge is linked to this competence for the respective 
volunteer. 

O O O 
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Explanation 
Rating scale for each competence indicator: 
G =  general competence-level, demonstrating a range of cognitive and practical skills that must be 

empowered in order to accomplish successfully tasks and solve problems by selecting and applying  
basic methods, tools, materials and information. 

A =  advanced competence-level, demonstrating mastery and reliability, required to solve problems and 
accomplish tasks by applying proper methods, tools and by adopting successful behaviors and 
attitudes. 

E=  experienced competence-level, demonstrating specialised capacities, some of which are at the 
forefront of a specific field, and forming the basis for original thinking and strategic performance. 

  

 
D. Context 
Description of the context in which the volunteer acquired learning experiences for this competence: 
 

 
 
 
 

 
E. Documentation 
Description of the documentation provided by the volunteer to prove this LEVER competence.  
 

[at least one proof or evidence (documents, descriptions, videos, or other) and a filled in STARRT form for this 
competence] 
 
 
 

 
F. Outcome of the assessment (for this competence) 
Final assessment of the volunteer for this competence.  
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Competence 9: Leadership 
 
A. Competence description 
Leadership is about: 

 The ability to differentiate, integrate and support the role of all team members. 

 The ability to listen to others and to delegate without losing the overall vision and the control on results. 
 
B. Complexity level 
The assessor(s) mark(s) the level that corresponds to the volunteer’s learning experiences. 
 

LEVER competence 9: Leadership 
Volunteer’s 
level 

Level 1 work under direct supervision in a structured context. 

O 
Level 2 work under supervision with some autonomy. 

Level 3 
take responsibility for completion of tasks in work; adapt own behaviour to 
circumstances in solving problems. 

Level 4 

exercise self-management within the guidelines of work contexts that are usually 
predictable, but are subject to change; supervise the routine work of others, 
taking some responsibility for the evaluation and improvement of volunteering 
activities. 

O 
Level 5 

exercise management and supervision in contexts of volunteering activities where 
there is unpredictable change; review and develop performance of self and others. 

Level 6 
manage complex technical or professional activities or projects, taking 
responsibility for decision-making in unpredictable volunteering contexts; take 
responsibility for managing professional development of individuals and groups. 

Level 7 

manage and transform volunteering contexts that are complex, unpredictable and 
require new strategic approaches; take responsibility for contributing to 
professional knowledge and practice and/or for reviewing the strategic 
performance of teams. O 

Level 8 
demonstrate substantial authority, innovation, autonomy, scholarly and 
professional integrity and sustained commitment to the development of new 
ideas or processes at the forefront of volunteering contexts including research. 

 
C. Performance level indicators 
The assessor(s) mark(s) how much the competence indicator is matched by the learning experience provided 
by the candidate/volunteer. For the explanation of the outcome, see the matrix below:  
 

Competence indicators: G A E 

Investing in social recognition and respect within the team/organisation. 
 

O 
 

O 
 

O 

Sense of responsibility in taking decisions and acting in a context. 
 

O 
 

O 
 

O 

Mastery on the context and on results, also in case of delegating others. 
 

O 
 

O 
 

O 

Support a group to self-motivation, shared thinking, common vision and action. 
 

O 
 

O 
 

O 

If appropriate, also mark: 

Theoretical and methodical knowledge regarding this competence. 
Please describe which knowledge is linked to this competence for the respective 
volunteer. 

O O O 
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Explanation 
Rating scale for each competence indicator: 
G =  general competence-level, demonstrating a range of cognitive and practical skills that must be 

empowered in order to accomplish successfully tasks and solve problems by selecting and applying 
basic methods, tools, materials and information. 

A =  advanced competence-level, demonstrating mastery and reliability, required to solve problems and 
accomplish tasks by applying proper methods, tools and by adopting successful behaviors and 
attitudes. 

E=  experienced competence-level, demonstrating specialised capacities, some of which are at the 
forefront of a specific field, and forming the basis for original thinking and strategic performance 

  

 
D. Context 
Description of the context in which the volunteer acquired learning experiences for this competence:  
 

 
 
 
 

 
E. Documentation 
Description of the documentation provided by the volunteer to prove this LEVER competence.  
 

[at least one proof or evidence (documents, descriptions, videos, or other) and a filled in STARRT form for this 
competence] 
 
 
 

 
F. Outcome of the assessment (for this competence) 
Final assessment of the volunteer for this competence.  
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Competence 10: Responsibility 
 
A. Competence description 
Responsibility in a voluntary context is, from the volunteer’s perspective, about: 

 The ability to take on own responsibilities, perceiving the task as own assignment, by understanding the 
autonomy limits and when to ask others’ support. 

 The ability to report on his/her own behaviour/performance. 
 
B. Complexity level 
The assessor(s) mark(s), the level that corresponds to the volunteer’s learning experiences.  
 

LEVER competence 10: Responsibility 
Volunteer’s 
level 

Level 1 work under direct supervision in a structured context. 

O 
Level 2 work under supervision with some autonomy. 

Level 3 
take responsibility for completion of tasks in work; adapt own behaviour to 
circumstances in solving problems. 

Level 4 

exercise self-management within the guidelines of work contexts that are usually 
predictable, but are subject to change; supervise the routine work of others, 
taking some responsibility for the evaluation and improvement of volunteering 
activities. 

O 
Level 5 

exercise management and supervision in contexts of volunteering activities where 
there is unpredictable change; review and develop performance of self and others. 

Level 6 
manage complex technical or professional activities or projects, taking 
responsibility for decision-making in unpredictable volunteering contexts; take 
responsibility for managing professional development of individuals and groups.  

Level 7 

manage and transform volunteering contexts that are complex, unpredictable and 
require new strategic approaches; take responsibility for contributing to 
professional knowledge and practice and/or for reviewing the strategic 
performance of teams. O 

Level 8 
demonstrate substantial authority, innovation, autonomy, scholarly and 
professional integrity and sustained commitment to the development of new 
ideas or processes at the forefront of volunteering contexts including research.  

 
C. Performance level indicators 
The assessor(s) mark(s) how much the competence indicator is matched by the learning experience provided 
by the candidate/volunteer. For the explanation of the outcome, see the following matrix.  
 

Competence indicators: G A E 

Respect of the commitment assumed, in terms of either assignments to complete 
or objectives to achieve. 

 
O 

 
O 

 
O 

Account for one’s own behaviour, decisions, actions and performance.  
 

O 
 

O 
 

O 

Recognition of one’s own and other’s role, rights and duties, while completing a 
task. 

 
O 

 
O 

 
O 

If appropriate, also mark: 

Theoretical and methodical knowledge regarding this competence. 
Please describe which knowledge is linked to this competence for the respective 
volunteer. 

O O O 
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Explanation 
Rating scale for each competence indicator: 
G =  general competence-level, demonstrating a range of cognitive and practical skills that must be 

empowered in order to accomplish successfully tasks and solve problems by selecting and applying 
basic methods, tools, materials and information. 

A =  advanced competence-level, demonstrating mastery and reliability, required to solve problems and 
accomplish tasks by applying proper methods, tools and by adopting successful behaviors and 
attitudes. 

E=  experienced competence-level, demonstrating specialised capacities, some of which are at the 
forefront of a specific field, and forming the basis for original thinking and strategic performance. 

  

 
D. Context 
Description of the context in which the volunteer acquired learning experiences for this competence:  
 

 
 
 
 

 
E. Documentation 
Description of the documentation provided by the volunteer to prove this LEVER competence.  
 

[at least one proof or evidence (documents, descriptions, videos, or other) and a filled in STARRT form for this 
competence] 
 
 
 

 
F. Outcome of the assessment (for this competence) 
Final assessment of the volunteer for this competence.  
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Competence 11: Organisation and Planning 
 
A. Competence description 
Organisation and planning in a voluntary context is, from the volunteer’s perspective, about: 

 The ability to organise ones work /tasks and the work of others, planning and optimizing activities and 
resources, in order to get results effectively. 

 The ability to foresee and anticipate a process that my contribution could positively impact on. 
 
B. Complexity level 
The assessor(s) mark(s) the level that corresponds to the volunteer’s learning experiences. 
 

LEVER competence 11: Organisation and planning 
Volunteer’s 
level 

Level 1 work under direct supervision in a structured context. 

O 
Level 2 work under supervision with some autonomy. 

Level 3 
take responsibility for completion of tasks in work; adapt own behaviour to 
circumstances in solving problems. 

Level 4 

exercise self-management within the guidelines of work contexts that are usually 
predictable, but are subject to change; supervise the routine work of others, 
taking some responsibility for the evaluation and improvement of volunteering 
activities. 

O 
Level 5 

exercise management and supervision in contexts of volunteering activities where 
there is unpredictable change; review and develop performance of self and others. 

Level 6 
manage complex technical or professional activities or projects, taking 
responsibility for decision-making in unpredictable volunteering contexts; take 
responsibility for managing professional development of individuals and groups.  

Level 7 

manage and transform volunteering contexts that are complex, unpredictable and 
require new strategic approaches; take responsibility for contributing to 
professional knowledge and practice and/or for reviewing the strategic 
performance of teams. O 

Level 8 
demonstrate substantial authority, innovation, autonomy, scholarly and 
professional integrity and sustained commitment to the development of new 
ideas or processes at the forefront of volunteering contexts including research.  

 
C. Performance level indicators 
The assessor(s) mark(s) how much the competence indicator is matched by the learning experience provided 
by the candidate/volunteer. For the explanation of the outcome, see the following matrix:  
 

Competence indicators: G A E 

Definition of activities, tasks and roles coherently with the objectives to achieve and  
the resources, cost and time available. 

 
O 

 
O 

 
O 

Coordination of resources and staff to achieve the pursued objectives. 
 

O 
 

O 
 

O 

Monitoring of activities in order to detect/ anticipate deviations and to apply 
adjustments to the original plan. 

 
O 

 
O 

 
O 

If appropriate, also mark: 

Theoretical and methodical knowledge regarding this competence. 
Please describe which knowledge is linked to this competence for the respective 
volunteer. 

O O O 
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Explanation 
Rating scale for each competence indicator: 
G =  general competence-level, demonstrating a range of cognitive and practical skills that must be 

empowered in order to accomplish successfully tasks and solve problems by selecting and applying 
basic methods, tools, materials and information. 

A =  advanced competence-level, demonstrating mastery and reliability, required to solve problems and 
accomplish tasks by applying proper methods, tools and by adopting successful behaviors and attitudes. 

E=  experienced competence-level, demonstrating specialised capacities, some of which are at the 
forefront of a specific field, and forming the basis for original thinking and strategic performance. 

  

 
D. Context 
Description of the context in which the volunteer acquired learning experiences for this competence: 
 

 
 
 
 

 
E. Documentation 
Description of the documentation provided by the volunteer to prove this LEVER competence.  
 

[at least one proof or evidence (documents, descriptions, videos, or other) and a filled in STARRT form for this 
competence] 
 
 
 

 
F. Outcome of the assessment (for this competence) 
Final assessment of the volunteer for this competence.  
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Competence 12: Innovation and Creativity 
 
A. Competence description 
Innovation and creativity in a voluntary context is, from the volunteer’s perspective, about: 

 The attitude to look for and pursue new and creative ideas, exploiting both experience and imagination. 

 The ability to think “out of the box”. 

 The ability to exploit innovation and learning opportunities. 
 
B. Complexity level 
The assessor(s) mark(s) the level that corresponds to the volunteer’s learning experiences. 
 

LEVER competence 12: Innovation and creativity 
Volunteer’s 
level 

Level 1 work under direct supervision in a structured context. 

O 
Level 2 work under supervision with some autonomy. 

Level 3 
take responsibility for completion of tasks in work; adapt own behaviour to 
circumstances in solving problems. 

Level 4 

exercise self-management within the guidelines of work contexts that are usually 
predictable, but are subject to change; supervise the routine work of others, 
taking some responsibility for the evaluation and improvement of volunteering 
activities. 

O 
Level 5 

exercise management and supervision in contexts of volunteering activities where 
there is unpredictable change; review and develop performance of self and others. 

Level 6 
manage complex technical or professional activities or projects, taking 
responsibility for decision-making in unpredictable volunteering contexts; take 
responsibility for managing professional development of individuals and groups.  

Level 7 

manage and transform volunteering contexts that are complex, unpredictable and 
require new strategic approaches; take responsibility for contributing to 
professional knowledge and practice and/or for reviewing the strategic 
performance of teams. O 

Level 8 
demonstrate substantial authority, innovation, autonomy, scholarly and 
professional integrity and sustained commitment to the development of new 
ideas or processes at the forefront of volunteering contexts including research.  

 
C. Performance level indicators 
The assessor(s) mark(s) how much the competence indicator is matched by the learning experience provided 
by the candidate/volunteer. For the explanation of the outcome, see the following matrix:  

Competence indicators: G A E 

Find out new solutions/approaches to face known and unknown 
problems/situations. 

 
O 

 
O 

 
O 

Attitude to think “out of the box”  
 

O 
 

O 
 

O 

Proactiveness in transforming ideas into concrete solutions and actions.  O O O 

If appropriate, also mark: 

Theoretical and methodical knowledge regarding this competence. 
Please describe which knowledge is linked to this competence for the respective 
volunteer. 

O O O 
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Explanation 
Rating scale for each competence indicator: 
G =  general competence-level, demonstrating a range of cognitive and practical skills that must be 

empowered in order to accomplish successfully tasks and solve problems by selecting and applying 
basic methods, tools, materials and information. 

A =  advanced competence-level, demonstrating mastery and reliability, required to solve problems and 
accomplish tasks by applying proper methods, tools and by adopting successful behaviors and 
attitudes. 

E=  experienced competence-level, demonstrating specialised capacities, some of which are at the 
forefront of a specific field, and forming the basis for original thinking and strategic performance. 

  

 
D. Context 
Description of the context in which the volunteer acquired learning experiences for this competence:  
 

 
 
 
 

 
E. Documentation 
Description of the documentation provided by the volunteer to prove this LEVER competence. 
 

[at least one proof or evidence (documents, descriptions, videos, or other) and a filled in STARRT form for this 
competence] 
 
 
 

 
F. Outcome of the assessment (for this competence) 
Final assessment of the volunteer for this competence.  
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Competence 13: Empathy 
 
A. Competence description 
Empathy in a voluntary context is, from the volunteer’s perspective, about: 

 The ability to grab and share the interlocutor's mood. 

 The ability to take care of someone’s personal feelings and interest, within the collective mission. 
 
B. Complexity level 
The assessor(s) mark(s) the level that corresponds to the volunteer’s learning experiences. 
 

LEVER competence 13: Empathy 
Volunteer’s 
level 

Level 1 work under direct supervision in a structured context. 

O 
Level 2 work under supervision with some autonomy. 

Level 3 
take responsibility for completion of tasks in work; adapt own behaviour to 
circumstances in solving problems. 

Level 4 

exercise self-management within the guidelines of work contexts that are usually 
predictable, but are subject to change; supervise the routine work of others, 
taking some responsibility for the evaluation and improvement of volunteering 
activities. 

O 
Level 5 

exercise management and supervision in contexts of volunteering activities where 
there is unpredictable change; review and develop performance of self and others. 

Level 6 
manage complex technical or professional activities or projects, taking 
responsibility for decision-making in unpredictable volunteering contexts; take 
responsibility for managing professional development of individuals and groups.  

Level 7 

manage and transform volunteering contexts that are complex, unpredictable and 
require new strategic approaches; take responsibility for contributing to 
professional knowledge and practice and/or for reviewing the strategic 
performance of teams. O 

Level 8 
demonstrate substantial authority, innovation, autonomy, scholarly and 
professional integrity and sustained commitment to the development of new 
ideas or processes at the forefront of volunteering contexts including research.  

 
C. Performance level indicators 
The assessor(s) mark(s) how much the competence indicator is matched by the learning experience provided 
by the candidate/volunteer. For the explanation of the outcome, see the following matrix.  
 

Competence indicators: G A E 

Sensitive to tacit components in a dialogue/interaction and to body language. 
 

O 
 

O 
 

O 

Empathic, attitude to harmonise with the interlocutor or (conversation) partner 
 

O 
 

O 
 

O 

If appropriate, also mark: 

Theoretical and methodical knowledge regarding this competence. 
Please describe which knowledge is linked to this competence for the respective 
volunteer. 

O O O 
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Explanation 
Rating scale for each competence indicator: 
G =  general competence-level, demonstrating a range of cognitive and practical skills that must be 

empowered in order to accomplish successfully tasks and solve problems by selecting and applying 
basic methods, tools, materials and information. 

A =  advanced competence-level, demonstrating mastery and reliability, required to solve problems and 
accomplish tasks by applying proper methods, tools and by adopting successful behaviors and 
attitudes. 

E=  experienced competence-level, demonstrating specialised capacities, some of which are at the 
forefront of a specific field, and forming the basis for original thinking and strategic performance 

  

 
D. Context 
Description of the context in which the volunteer acquired learning experiences for this competence:  
 

 
 
 
 

 
E. Documentation 
Description of the documentation provided by the volunteer to prove this LEVER competence.  
 

[at least one proof or evidence (documents, descriptions, videos, or other) and a filled in STARRT form for this 
competence] 
 
 
 

 
F. Outcome of the assessment (for this competence) 
Final assessment of the volunteer for this competence.  
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Overview of the assessment 
 

 
Candidate 
 

 

Place and date  

 
Assessor 1 
 
 
Name & signature 

 
 
 
 
 

 
Assessor 2 
 
 
Name & signature 

 
 
 
 
 
 

 

Competence 
Complexity 
Level 

Perform-
ance 

Comment/advice 

1. Engagement    

2. Communication 
   

3. Intercultural and 
diversity management 

   

4. Learning to learn 
   

5. Initiative 
   

6. Result-orientation 
   

7. Problem solving 
   

8. Teamwork 
   

9. Leadership 
   

10. Responsibility 
   

11. Organisation and 
Planning 

   

12. Innovation and 
creativity 

   

13.  Empathy 
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Annex 3: the competence-profiles of assessors and tutors  
 
 

Requirements for becoming an assessor  
 

 Familiarity with competence-steered functioning and evaluation 

 A minimum of 1 year-long experience in the volunteering work context 

 A minimum of 10 year-long experience in any job context  

 A minimum of one year experience (formal/non formal) in human resources oriented roles 
(professional, education/training, volunteering) 

 Able to be present in a LEVER training 
 

Requirements for becoming a tutor 
 

 Familiarity with competence-steered functioning and evaluation 

 A minimum of 5 years’ experience in the volunteering work context  

 A minimum of 1 year experience (formal/non formal) in in human resources oriented roles 
(professional, education/training, volunteering) 

 Able to be present in and to assist to the LEVER training. 
 

Objectives of the training  
 

1. Participants will know different competence-based assessment methods, and they will understand 
the concept of assessment in procedures for Validation of Prior Learning Outcomes 

2. Participants will apply the following competence-based assessment methods:  

 Portfolio-assessment  

 Criterion based interview  

 Practice Simulations (performance assessment)  
3. Participants will have knowledge of the competence profile and responsibilities of the guide and the 

assessor  
4. Participants will personally experience what being assessed means (composing a portfolio and 

undergoing the prevailing assessment)  
5. Participants will know the different phases of the assessment process; they will work with the 

assessment model(s) prevailing in their country, and they will know the characteristics of this model 
and they will review the application within three competence-based assessment methods  

6. The participants will be themselves aware of their own assessment style and pitfalls  
7. Participants will know what the criteria are for writing competence-based assessment reports, 

according to a nationally accepted and applied format 
8. Participants will be able to discuss an assessment report with a candidate  
9. The tutors will know how they can support a candidate, including assessing a quick scan and helping 

to build up a good portfolio (optional) 
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The competences of assessor and tutor 
 
Reviewing  
The assessor is able to adequately provide an assessment of the competences of the participant, using a 
number of common competence-based assessment forms such as the portfolio, the criterion based interview 
and practical simulations. He can apply these assessment forms integral within a VPL procedure. The assessor 
is able to perform an assessment on the basis of a standard (competence-profile), to assess the provided 
evidence of the candidate on the basis of the prevailing assessment-criteria and to assess answers of a 
participant using the standard.  
 
Observing 
The assessor is able to adequately observe the participant and to link an assessment-report to this 
observation, in relation to the standard that was used as a basis for the assessment.  
 
Interviewing  
The assessor is able, by using specific questions and interview techniques in an assessment situation, to make 
the competences of the participant transparent and to compare these competences during the interview 
with the standard. The assessor asks questions to investigate the value of the personal experiences 
(competences, knowledge and skills).  
 
Providing feedback 
The assessor is able to provide feedback to the participant in a constructive and motivating way and to 
indicate the results of the assessment, customized to the level of the participant.  
The assessor can explain and substantiate the decisions based on the assessment and indicate at which 
points the participant is competent.  
N.B. only if this is part of the procedure. However, it may also be done by the tutor. 
 
Written communication  
The assessor can write a clear, detailed and structured assessment report. The assessor describes the 
competences of the participant that are valid for the used standard. Personal characteristics are only added 
when applicable.  
 
(additional) Technical competence (depending on a national learning culture, this competence can be added)  
The assessor is technical competent and must have sufficient experience and qualifications in the appropriate 
discipline (professional). The assessor can prove that he has sufficient technical skills and is willing to keep 
abreast of developments in the sector. The technical level of the assessor must be at least as high as that of 
the participant. The assessor is familiar with the assessment (VPL) procedure / objectives and the assessment 
tools/ the methodology. The assessor is familiar with the sectoral or company standards (job descriptions, 
qualification profiles) and has knowledge of the labour market and vocational education programs for the 
sake of the assessment. 
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Annex 4: the VPL reference box 
 
The toolbox for setting up VPL in a volunteering context reports the references for methods, tools and 
designs that are useful for capturing the learning reality of volunteers for VPL-enhanced personalized 
learning. Volunteers can apply these tools in their own context and develop their orientation for car eer-steps 
and/or lifelong learning. 
 
The template for a personalized portfolio provides insight in the means for assisting and guiding volunteers 
to build further learning options on their own learning history. 
 
This toolbox is also for the benefit of assessors and tutors of the VPL process. They can take advantage of 
these materials while carrying on the activities with the volunteers they are guiding or assessing. 
 
Content 
1. On competences   
2. The level descriptors of the European Qualification Framework   
3. The European Credit Transfer System (ECTS)  
4. The generic model for VPL  
5. Testing methods of portfolios and interviews   
6. The European key competences for lifelong learning  
7. The European language passport   
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1. On competences 
 

Competences focus more than any other descriptor on the ability to apply learning outcomes adequately in a 
defined context (education, work, personal or professional development). This application is of concern to 
the individual learner as well as to the qualification body (e.g. a school, institute or university). There is, 
however, many definitions of competence; it seems that every organisation, school and university seem to 
prefer designing their own definitions. The main themes all these definitions cover are general: descriptions 
of work tasks or job outputs and descriptions of behaviours. 
A competence can best be understood as “a cluster of related knowledge, skills, and attitudes that affect a 
major part of one’s job (a role or responsibility), that correlates with performance on the job, that can be 
measured against well accepted standards, and that can be improved via training and development”  (Parry, 
S.B., “The Quest for Competences”, Training 33/1996, 48-56). 
 
A competence manifests itself on the level of the individual in showing successful behaviour in a certain, 
context related situation. A competence is variable in time and is to a certain extent capable of being 
developed. A competence consists of an integrated complex of knowledge, skills, insights and attitudes, 
where personal characteristics and aspects of professional functioning also exert an influence on (the 
development of) competences in a certain way. 
This definition entails that competences are focused on the individual and his/her ability to solve 
(professional) problems. Professional problems are solved by producing professional products. It is in these 
professional products that the level and existence of competences becomes visible. Professional products are 
products or services provided by a professional to a customer that meet predetermined quality standards 
with respect to the product or process and that directly or indirectly add value. It is in an outcome-based 
assessment approach where the opportunity arises to link the results of professionals to learning 
programmes. Requirement for the learning programme is that the content of the programme is formulated 
in terms of competences. 
 
Competences come in many forms and clusters. One way of understanding competences is by dividing them 
into generic and specific competences: 

- Generic competences are high-level transferable competences such as the ability to work with others 
in a team, communicate, influence and have interpersonal sensitivity. They can also be called 
‘behavioural or meta-competences’ because they always play, regardless of the context, a role in 
someone’s actions. Generic competences can be strengthened and developed by means of learning 
programmes. 

- Specific competences are the ‘functional or dedicated competences’ that are demanded and used in 
the context and activities of an individual. These competences describe the application of 
competences in specific situations, such as application of marketing-skills for a specific firm or 
technical designs. Specific competences can also be strengthened and developed by means of learning 
programmes. 

 
When considering the general definition of a competence - “an ability that extends beyond the possession of 
knowledge and skills. It includes: 1) cognitive competence; 2) functional competence; 3) personal competence; 
and 4) ethical competence” - it might also be useful to define these 4 elements as meta-competences: 

1. Cognitive competence is defined as the possession of appropriate work-related knowledge and the 
ability to put this to effective use. 

2. Functional competence is defined as the ability to perform a range of work based tasks effectively to 
produce required outcomes. 

3. Personal or behavioural competence is defined as the ability to adopt appropriate, observable 
behaviours in work related situations. 

4. Ethical competence is defined as the possession of appropriate personal and professional values and  
the ability to make sound judgments based upon these in work related situations.  

 
source: Cheetham, G. & Chivers, G. (2005) Professions, Competence and Informal Learning. Cheltenham, Edward Elgar. 
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2. The level descriptors of the European Qualification Framework 
 
 

The EQF is a common European reference system which will link different countries’ national qualifications 
systems and frameworks together. In practice, it will function as a translation device making qualifications 
more readable. This will help learners and workers wishing to move between countries or change jobs or 
move between educational institutions at home. 
 
As an instrument for the promotion of lifelong learning, the European Qualification Framework (EQF) 
encompasses general and adult education, vocational education and training as well as higher education. The 
eight levels cover the entire span of qualifications from those achieved at the end of compulsory education 
to those awarded at the highest level of academic and professional or vocational education and training. 
Each level should in principle be attainable by way of a variety of education and career paths. 
 
The EQF uses 8 reference levels based on learning outcomes (defined in terms of knowledge, skills and 
competences). The EQF shifts the focus from input (lengths of a learning experience, type of institution) to 
what a person holding a particular qualification actually knows and is able to do. This process of shifting the 
focus to learning outcomes: 
 

•  supports a better match between the needs of the labour market (for knowledge, skills and 
competences) and education and training provision, 

•  facilitates the validation of non-formal and informal learning, 
•  facilitates the transfer and use of qualifications across different countries and education and training 

systems. 
 

The EQF also recognises that Europe’s education systems are so diverse that comparisons based on inputs, 
e.g. length of study, are impracticable. 
 
The terminology: 

- ‘learning outcomes’ means statements of what a learner knows, understands and is able to do on 
completion of a learning process, which are defined in terms of knowledge, skills  and competence; 

- ‘knowledge’ means the outcome of the assimilation of information through learning. Knowledge is the 
body of facts, principles, theories and practices that is related to a field of work or study. In the 
context of the European Qualifications Framework, knowledge is described as theoretical and/or 
factual; 

- ‘skills’ means the ability to apply knowledge and use know-how to complete tasks and solve problems. 
In the context of the European Qualifications Framework, skills are described as cognitive (involving 
the use of logical, intuitive and creative thinking) or practical (involving manual dexterity and the use 
of methods, materials, tools and instruments); 

- ‘competence’ means the proven ability to use knowledge, skills and personal,  social and/or 
methodological abilities, in work or study situations and in professional and personal development. In 
the context of the European Qualifications Framework, competence is described in terms of 
responsibility and autonomy. 

 
 

Level Knowledge Skills Competence 

Level 
1 

Basic general knowledge 
basic skills required to carry out simple 
tasks 

work or study under direct 
supervision in a structured context 

Level 
2 

Basic factual knowledge of 
a field of work or study 

basic cognitive and practical skills 
required to use relevant information in 
order to carry out tasks and to solve 
routine problems using simple rules 
and tools 

work or study under supervision with 
some autonomy 

Level 
3 

Knowledge of facts, 
principles, processes and 
general concepts, in a field 
of work or study 

a range of cognitive and practical skills 
required to accomplish tasks and solve 
problems by selecting and applying 
basic methods, tools, materials and 

take responsibility for completion of 
tasks in work or study; adapt own 
behaviour to circumstances in solving 
problems 
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information 

Level 
4 

Factual and theoretical 
knowledge in broad 
contexts within a field of 
work or study 

a range of cognitive and practical skills 
required to generate solutions to 
specific problems in a field of work or 
study 

exercise self-management within the 
guidelines of work or study contexts 
that are usually predictable, but are 
subject to change; supervise the 
routine work of others, taking some 
responsibility for the evaluation and 
improvement of work or study 
activities 

Level 
5 

Comprehensive, 
specialised, factual and 
theoretical knowledge 
within a field of work or 
study and an awareness of 
the boundaries of that 
knowledge 

a comprehensive range of cognitive 
and practical skills required to develop 
creative solutions to abstract problems 

exercise management and 
supervision in contexts of work or 
study activities where there is 
unpredictable change; review and 
develop performance of self and 
others 

Level 
6 

Advanced knowledge of a 
field of work or study, 
involving a critical 
understanding of theories 
and principles 

advanced skills, demonstrating mastery 
and innovation, required to solve 
complex and unpredictable problems 
in a specialised field of work or study 

manage complex technical or 
professional activities or projects, 
taking responsibility for decision-
making in unpredictable work or 
study contexts; take responsibility for 
managing professional development 
of individuals and groups 

Level 
7 

• Highly specialised 
knowledge, some of 
which is at the forefront 
of knowledge in a field of 
work or study, as the 
basis for original thinking 
and/or research 

• Critical awareness of 
knowledge issues in a 
field and at the interface 
between different fields 

specialised problem-solving skills 
required in research and/or innovation 
in order to develop new knowledge 
and procedures and to integrate 
knowledge from different fields 

manage and transform work or study 
contexts that are complex, 
unpredictable and require new 
strategic approaches; take 
responsibility for contributing to 
professional knowledge and practice 
and/or for reviewing the strategic 
performance of teams 

Level 
8 

Knowledge at the most 
advanced frontier of a field 
of work or study and at the 
interface between fields 

the most advanced and specialised 
skills and techniques, including 
synthesis and evaluation, required to 
solve critical problems in research 
and/or innovation and to extend and 
redefine existing knowledge or 
professional practice 

demonstrate substantial authority, 
innovation, autonomy, scholarly and 
professional integrity and sustained 
commitment to the development of 
new ideas or processes at the 
forefront of work or study contexts 
including research 
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3. The European Credit Transfer System (ECTS) 

 

ECTS is a tool that helps to design, describe, and deliver programmes and award higher education 
qualifications. The use of ECTS, in conjunction with outcomes-based qualifications frameworks, makes 
programmes and qualifications more transparent and facilitates the validation of qualifications. ECTS can be  
applied to all types of programmes, whatever their mode of delivery (school-based, work-based), the 
learners’ status (full-time, part-time) and to all kinds of learning (formal, non-formal and informal). 
 
ECTS 
ECTS is a learner-centred system for credit accumulation and transfer based on the transparency of learning 
outcomes and learning processes. It aims to facilitate planning, delivery, evaluation, validation and validation 
of qualifications and units of learning as well as student mobility. ECTS is widely used in formal higher 
education and can be applied to other lifelong learning activities. 
 
ECTS credits 
ECTS credits are based on the workload students need in order to achieve expected learning outcomes. 
Learning outcomes describe what a learner is expected to know, understand and be able to do after 
successful completion of a process of learning. They relate to level descriptors in national and European 
qualifications frameworks. Workload indicates the time students typically need to complete all learning 
activities (such as lectures, seminars, projects, practical work, self-study and examinations) required to 
achieve the expected learning outcomes. 
60 ECTS credits are attached to the workload of a fulltime year of formal learning (academic year) and the 
associated learning outcomes. In most cases, student workload ranges from 1,500 to 1,800 hours for an 
academic year, whereby one credit corresponds to 25 to 30 hours of work.  
 
Use of ECTS credits 
Credits are allocated to entire qualifications or study programmes as well as to their educational components 
(such as modules, course units, dissertation work, work placements and laboratory work). The number of 
credits ascribed to each component is based on its weight in terms of the workload students need in  order to 
achieve the learning outcomes in a formal context. 
Credits are awarded to individual students (full-time or part-time) after completion of the learning activities 
required by a formal programme of study or by a single educational component and the successful 
assessment of the achieved learning outcomes. Credits may be accumulated with a view to obtaining 
qualifications, as decided by the degree-awarding institution. If students have achieved learning outcomes in 
other learning contexts or timeframes (formal, non-formal or informal), the associated credits may be 
awarded after successful assessment, validation or recognition of these learning outcomes.  
Credits awarded in one programme may be transferred into another programme, offered by the same or 
another institution. This transfer can only take place if the degree-awarding institution recognizes the credits 
and the associated learning outcomes. 
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4. The generic model for VPL 
 
Validation of Prior Learning (VPL) entails the confirmation by a competent body that learning outcomes 
(competences or knowledge, skills and/or competences) acquired by an individual in a formal, non-formal or 
informal setting, have been assessed against predefined criteria and are compliant with the requirements of 
a specific qualification standard, in terms of credits or study points. This kind of validation typically leads to 
certification and/or qualification. 
 
VPL is a vision on learning. The learning outcomes that people have achieved already in informal, non-formal 
and formal contexts are analysed in a VPL procedure. VPL has advantages for individuals (students) as well as 
for training institutes/universities. Individuals can be given exemptions by the examining board for those 
elements of the course of which the contents of match the competences that they have already acquired and 
which are demonstrated in their portfolio. As a result of this the learning programme that these students 
need to follow can be adapted to their needs and in this way the details of the programme may be added in a 
more meaningful manner. 
VPL assessments are intended to lead to qualification. The assessors assess the evidence submitted by the 
candidate for qualifying decisions independent of the learning programme which provide the standard to 
which the candidate’s portfolio is assessed. 
 
For training institutes/universities, VPL is interesting because the accessibility of the programmes is 
improved. Students, who could not be admitted in the past, because they did not possess the right diplomas 
or certificates, can now use the VPL assessment in order to gain admission. Moreover, the course that the 
student still has to follow is determined on the basis of the VPL report – which makes the remaining learning 
programme more cost effective. 

 
Instruments and portfolio 
In a VPL procedure the following instruments are used: 

a. Registration form and introduction to determine if the VPL procedure is relevant for the candidate.  
b. A portfolio, with the following items: 

 Name and address of the candidate, 

 Candidate’s motivation to go for a VPL procedure, 

 Curriculum vitae: description of work experiences and education history, 

 Motivation of the candidate regarding learning and/or working goals, 

 Self-evaluation or self-assessment, related to the standard used, 

 Evidence to support the self-evaluation (professional products). 
In addition to the practical examples the portfolio may contain the following, if relevant:  

 diplomas, certificates or testimonials of courses followed in which knowledge and skills have 
been acquired and which are related to the self-assessment.  

 assessment by third parties such as managers, clients and/or colleagues. 
c. An assessment interview, in the form of a criterion directed interview. 

 
Reporting 
The VPL report is the result of the assessment. It is written by the (independent) assessors and contains:  

- the candidate’s profile, 
- justification and procedure, 
- assessment per competence on three levels related to the standard used for the assessment: 

starting level, moderate professional level and professional level. 
The VPL report is submitted as an advice to the examining board of the training institute/university. On this 
basis the examining board decides on giving exemptions and a suitable learning programme (fast track).  
 
Basic Principles of VPL 
There are a number of basic principles underlying VPL: 

- VPL recognises the fact that learning on the job or via other non-formal learning situations (learning 
through practical experience) can in principle deliver the same (professional) competences as learning 
within formal (classroom-based) situations. 

- Validation means awarding certificates or diplomas on the basis of a generally recognised standard, 
such as the qualification structure for professional education. Obviously there are also other standards 
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relating to the labour market which employers and employees consider as relevant. External 
legitimacy is the key requirement for validation. 

- But validation also means valuing competences acquired elsewhere than in a working environment 
and/or used in other environments (such as voluntary work, private life)  

- VPL is not a goal in itself. It contributes to the desire to develop individuals and to strengthen human 
capital management within companies. It is an important mean for realising permanent labour market 
suitability and deployment potential. 

- For people already employed, skills can be developed which these individuals do not yet have, but 
which both they and their employers consider as necessary. In such cases, VPL acts as a reliable 
yardstick for determining which skills and qualifications the individual employee already has. Based on 
this inventory, a tailor-made training or development path is formulated. 

- Rational investment in training by companies and by society as a whole assumes an understanding of 
existing skills and qualifications, or the stock of skills and qualifications in the company, respectively. 
VPL procedures enable identifying existing skills and qualifications in order to be able to come to 
determine the investments needed in training. 

- VPL procedures enable visualising the profitability of training by expressing the results of training 
efforts in terms of a general standard. As when calculating the value of other economic production 
factors, the identification of the value of skills and qualifications assumes a common and reliable 
standard in which this value is expressed. 

- The provision of flexible or customised training courses assumes that we can gauge a person’s existing 
skills level. VPL can also improve the match between education and the labour market.  This 
particularly applies in the case of skills-related training. 

- The VPL assessment is designed to assess professional and/or societal activities. The assessment 
results provide valuable feedback on the content and methods of the formal learning paths. The 
training courses are given direct information about the degree to which they succeed in adequately 
preparing their students for professional practice. This effect is strengthened by the fact that a 
distinction is made between training and assessment. 
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5. Testing methods of portfolios and interviews 
 

Testing method (Self-assessment of competences 

Goal Self-assessment of competencies aims at: 
- Providing a format for documentation of personal learning 

experiences 
- Reflection on the personal value of these experiences 
- If possible, organise peer-reflection on someone’s personal 

reflection 
- Being able to answer the questions: Who am I? What did I do so far 

in my life? What is the value of these experiences? 
- Offer a framework for creating a personal action plan, answering the 

final question: What can I do/learn/organise further in my fields of 
learning, work and personal life?? 

Features - authentic picture of personal values, strengths and weaknesses 
- personal advertisement displaying who I am and what I’m capable of. 
- A reflective process for self- and group-evaluation 
- A structured context in guided sessions and a format for describing 

experiences 

Function Reflective 

Involved in the design RVA-candidate, fellow RVA-candidates 

Involved in the assessment Trainer/tutor, possibly an assessor for reviewing the personal action plan 

Feedback on the test Feedback on actions and/or competences of the RVA-candidate 

 

 
Testing method (Digital) Portfolio 

Goal A (digital) portfolio has or may have several objectives: 
- assessing the student 
- supervising the learning process of the student 
- presenting the competences by the student (demonstration folder) 

Features 
- preview, reflection and provision of insight into the learning process 
- authentic picture of the student 
- room for individual profiling of the student 
- instrument for demand-driven curricula: based on the learning 

needs of the student 
- assessment through various sources that merge into the portfolio 
- instrument for supervision and assessment 
- valid 
- current 
- dynamic 
- content-orientated 
- focussed on learning to learn 
- rich in evidence of competence 
- interactive 
- longitudinal 

Function Summative and formative 

Involved in the design Student, fellow student and course 

Involved in the assessment Student, fellow student, course and possibly field of work 

Feedback on the test Continuous 

 
 

Testing method Criteria-based interview 

Goal The assessment of competences by means of past concretely observable 
behaviour and/or making explicit behaviour shown in the past for 
evaluation of and reflection on that behaviour by means of a direct 
questioning methodology (STARR: situation - task - action - result - 
reflection) 

Features - Reasonably valid provided it is structured and based on job analysis 
- Criteria are made known to the student in advance 
- Quality of interview is strongly dependent on the qualities of the 
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interviewer 

Function Summative 

Involved in the design Course and possibly student(s) 

Involved in the assessment Trained interviewers who can apply the STARR method. 

Feedback on the test Using multiple criteria, feedback on actions and/or competences of the 
student. 

 
 

Testing method Masters viva / final project / (final) thesis 

Goal Test of competence at bachelor’s level. Is the student competent to 
start? 

Features - Task is performed in an authentic context 
- Student is aware of the assessment situation 
- Very realistic manner of assessment 
- In general, the validity is relatively high 
- Student has the opportunity to demonstrate his competence 

himself/herself 
- Labour-intensive 
- Contributes to the continuing development of the profession 

(innovative capacity) 

Function Summative 

Involved in the design Course and student. 

Involved in the assessment Assessor of the course and if possible of the workplace. 

Feedback on the test A final evaluation, that concerns the combined evaluation of the 
following aspects: to what extent the student can function as an 
independent professional; to what extent the student is capable of 
critically evaluating his/her own product by himself/herself. 

 
 

Testing method Orally (inter alia presentation) 

Goal Being able to present reason and communicate orally about and discuss a 
topic.  

Features 
- Low reliability 
- Difficult to ensure validity 
- Very strict rules about conduct and procedure are required 
- This testing method is generally not recommended due to its high 

degree of subjectivity 
- Subject of scrutiny is known in advance: the content, presentation 

as a skill or both 
- The oral examination is always used in conjunction with other 

testing methods 

Function Summative 

Involved in the design Teams of teachers and possibly students 

Involved in the assessment Assessors 

Feedback on the test Often oral immediately after the examination. 

 
 

Testing method Proficiency check 

Goal The test checks whether the student has the required skills, or can 
demonstrate that certain professional skills are correctly and adequately 
carried out. 

Features - Training of observers increases reliability 
- Lists of criteria for the evaluation may be more detailed or more 

global in nature, depending on the purpose of testing 
- Validity can generally be sufficiently ensured 
- Duration of the assessment must be sufficiently long, this is a 

problem in the implementation 
- Labour-intensive 

Function Summative 

Involved in the design Teams of teachers and possibly the field of work 

Involved in the assessment Trained assessors 

Feedback on the test A grade and an oral or written explanation. The feedback can be given by 
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the assessors/teachers, fellow students and the students himself/herself 
(reflection). 

 
 

Testing method Simulation 

Goal Measurement of one or more competences in a realistic but standardised 
situation. 

Features - Simulated real working environment in role play 
- Directed at client-orientated competences 
- Standardised situation 
- Approximates the authentic situation 
- Requires a great deal of preparation 
- Different types of simulations: the simulator, the simulated 

interview, simulation by computer and simulation by actor 
(Bergsma, 2003). 

Function Summative 

Involved in the design Course teachers and field of work 

Involved in the assessment Trained observers who assess using a list of criteria 

Feedback on the test A score that can be included in the portfolio and for the Personal 
Development Plan and Personal Action Plan. 

 
 

Testing method Work sample 

Goal Assessment of competence as well as knowledge and skills. 

Features - Task is performed in an authentic context 
- Student is aware of the assessment situation 
- Very realistic manner of assessment 
- In general, the validity is relatively high 
- High degree of acceptance for both the person to be assessed and 

the assessors 
- Development is relatively expensive 
- As a considerable time is involved in conducting this method, the 

number of tasks to be performed is kept limited. This can distort 
conclusions. 

Function Summative 

Involved in the design Course teachers and field of work, possibly student 

Involved in the assessment Assessor of the course and of the workplace, possibly the client or the 
patient. 

Feedback on the test A final grade, that concerns the combined evaluation of the following 
aspects: to what extent the student can function as an independent 
professional; to what extent the student is capable of critically evaluating 
their own product; the quality of the product of the student and how this 
is perceived by others. 

 

 
Testing method Case study 

Goal Assessment of the level of knowledge and skills of a student by means of 
a problem or case description, which invokes the problem-solving skills of 
the student. 

Features - Problem or case study, drawn from professional practice 
- Generic higher vocational education competences are evaluated 
- Occupation-specific knowledge is tested 
- Can be part of a test of knowledge or OAT (Overall Test) 
- Stimulates multidisciplinary and creative thinking of the student 

Function Summative 

Involved in the design Teachers/test designers using information from the field of work 

Involved in the assessment Teachers/test designers and possibly the field of work and/or fellow 
students 

Feedback on the test Result, usually in the form of a grade. Possibly a follow-on discussion or 
final interview with explanation of: quality of analysis of the student, 
quality of problem-solving, working method of the student. 



 

LEVER project | The model 
 

 

 
 
 Testing method 

 
 
Practical “stations” examination 

Goal The student demonstrates that in various controlled (simulated) settings, 
he has mastery of and can perform a representative set of skills and can 
answer briefly if possible. 
The student learns that skills are an essential element of the professional 
training. Practicing them is crucial for improvement. The student also 
learns to work under pressure and, within a time span of 1-2 hours, to 
carry out a multitude of different skills. Assessment of knowledge (see 
above) can be included in a practical “stations” examination. 

Features - Range of skills that the student carries out as instructed within a 
given time limit in a fixed number of rooms 

- A room is called a “station” 
- The skill performed is directly observed 
- A complete practical “stations” examination consists of a circuit of 

several stations (8-12) 

Function Summative 

Involved in the design Teachers / test developers in consultation with the field of work 

Involved in the assessment In each station, the student is assessed by an observer. The observer is a 
trained expert or a trained simulated patient using an assessment form. 
The assessments are completed on a scan form for automatic (or manual) 
processing. 

Feedback on the test An assessment on a 5-point scale: inadequate /moderate /adequate 
/more than adequate / good. 

 
 
Testing method 

 
 
Test of knowledge 

Goal Determining the level of student’s professional and subject-related 
knowledge. 

Features - Various manifestation forms: tests with closed questions or open 
questions, or with a combination of both 

- Can be administered both on paper or via computer 
- Language test 
- For large groups and closed questions, reliability and validity can be 

well mapped 
- With closed questions, reviewing the test can take place 

automatically, which then provides options for checking the 
reliability of the test 

- Often conducted at the conclusion of a certain study period 

Function Summative; may also serve very well formatively as a practice test. 

Involved in the design Teachers who are expert in the content/test designers for the course and 
possibly students or the field of work 

Involved in the assessment Teachers/test designers for the course 

Feedback on the test The result is usually a grade calculated on the basis of questions 
answered correctly and incorrectly. If possible, broken down by area of 
knowledge within the test. If automated, also a comparison with the 
results of the other students in the group. 

 
 

Testing method Essay 

Goal Testing of knowledge, understanding, insight and application of 
knowledge. 

Features - Reproduction of facts 
- Making combinations or applications of knowledge 
- Answers consist of enumerations, rationales, contentions, and 

argumentation 
- Key to answers is required 
- Reliability is a tricky point: despite the answer key, multiple 

interpretations by the evaluators are often possible 
- Fast construction versus long correction time 
- Language test 
- Broad scope 
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- Student must formulate answers by himself/herself 

Function Summative 

Involved in the design Multidisciplinary team of teachers/test developers, where possible, 
under the coordination of an examination committee 

Involved in the assessment Teachers who are expert in the content/test designers for the course, 
who form part of the multidisciplinary team 

Feedback on the test The test results give the student an insight into the strong and weak 
points by differentiation in separate scores. 

 
 
Testing method 

 
 
Overall test 

Goal The overall test (OALT or OAT) focuses on five competences. The test 
measures to what extent the student: 
1. can define a new problem or aspect of a problem situation, using 

previously studied relevant concepts, models or theories; 
2. can analyse a new problem; 
3. can synthesise the results of the analysis; 
4. can substantiate possible solutions or decisions to be taken; 
5. can evaluate solutions or decisions. 

Features The OALT/OAT has been developed in a problem-driven curriculum. The 
OALT/OAT measures problem-solving skills and has ten characteristics 
(Segers, 2002, p.141 ): 
1. Each test question is based on and refers to problem situations as 

described in articles; the articles in which the problem situations 
have been described are different in nature. 

2. The test is based on a set of articles. 
3. The articles describe a problem situation in its totality. 
4. The problem situations have been discussed during the group 

tutorial sessions. 
5. Problem situations are approached from the point of view of 

different disciplines. 
6. The problem situations are studied during a period of independent 

study. 
7. The test questions focus on key aspects of the problem situations. 
8. Both closed and open question formats are used with both question 

formats focussing on a specific level of mastery. 
9. The test is open book in nature. 
10. The test is constructed by a multidisciplinary team. 

Function Summative 

Involved in the design Multidisciplinary team of teachers/test developers 

Involved in the assessment Multidisciplinary team of teachers/test developers; also possibilities for 
co- and peer assessment 

Feedback on the test Result. Students indicate a need for discussion about the possibilities and 
limitations of the material learnt by means of variations on the problem 
task. 

 
 

Testing method 360º feedback 

Goal Assessing competences that are central in the workplace, in final projects 
and project-based learning. These include social and management skills 
or verbal communication. 

Features - A direct manner of garnering information about behavioural skills 
- Use of multiple reviewers results in high reliability and validity 
- Time-consuming for many stakeholders 
- Dependant on the good intentions and discipline of the actors 

involved 
- Cannot be used for selection purposes 
- It only makes statements about the competences ‘demonstrated’ by 

the student in the current context 
- Written questionnaire that is completed by the student, persons in 

the workplace, the work placement supervisor in the workplace and 
possibly also the work placement supervisor of the educational 
institution 
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Function Summative, provided it complies with requirements of reliability and 
validity. This test can also be used formatively. 

Involved in the design Coach and/or academic careers adviser 

Involved in the assessment Everyone who “knows” the student (in that situation) 

Feedback on the test Using multiple points of view, feedback on actions and/or the student´s 
competences 

 
 

Testing method Learning styles test 

Goal The student gets insight into his/her own way of learning. This insight can 
be used to shape the academic career (relationship with PDP and PAP, 
see above). 

Features - Reliability of existing tests is acceptable 
- Can be administered independent of time and place 
- Language test 

Function Formative 

Involved in the design Standardised test already tried, such as Learning Styles Inventory  

Involved in the assessment The student and possibly the tutor or academic career adviser 

Feedback on the test Direct written feedback on individual aspects about the learning style of 
the student. 

 
 

Testing method Personality test 

Goal To give insight into the personality of the student and by means of a 
portfolio, forge a relationship with the profession for which he/she is 
being trained. 

Features - Some predictive validity for some personal characteristics in specific 
situations 

- Easy and inexpensive to maintain 
- Risk of threat to privacy 
- Language test 

Function Formative, may never be used summatively from an ethical point of view. 

Involved in the design Existing and tried personality tests. See inter alia the book “What colour 
is your parachute?” by R.N. Bolles (2003), where many tests are 
described. 

Involved in the assessment The student and possibly the academic career adviser or a coach 
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6. The European key competences for lifelong learning 

 
Key competences for lifelong learning are a combination of knowledge, skills and attitudes appropriate to the 
context. They are particularly necessary for personal fulfilment and development, social inclusion, active 
citizenship and employment. 
Key competences are essential in a knowledge society and guarantee more flexibility in the labour force, 
allowing it to adapt more quickly to constant changes in an increasingly interconnected world. They are also a 
major factor in innovation, productivity and competitiveness, and they contribute to the motiva tion and 
satisfaction of workers and the quality of work. 
Key competences should be acquired by: 

• young people at the end of their compulsory education and training, equipping them for adult life, 
particularly for working life, whilst forming a basis for further learning; 

• adults throughout their lives, through a process of developing and updating skills.  
The acquisition of key competences fits in with the principles of equality and access for all. This reference 
framework also applies in particular to disadvantaged groups whose educational potential requires support. 
Examples of such groups include people with low basic skills, early school leavers, the long-term unemployed, 
people with disabilities, migrants, etc. 
 
The eight key competences 
The framework defines eight key competences and describes the essential knowledge, skills and attitudes 
related to each of these. These key competences are: 
 

• communication in the mother tongue, which is the ability to express and interpret concepts, 
thoughts, feelings, facts and opinions in both oral and written form (listening, speaking, reading and 
writing) and to interact linguistically in an appropriate and creative way in a full range of societal and 
cultural contexts; 

• communication in foreign languages, which involves, in addition to the main skill dimensions of 
communication in the mother tongue, mediation and intercultural understanding. The level of 
proficiency depends on several factors and the capacity for listening, speaking, reading and writing;  

• mathematical competence and basic competences in science and technology. Mathematical 
competence is the ability to develop and apply mathematical thinking in order to solve a range of 
problems in everyday situations, with the emphasis being placed on process, activity and knowledge. 
Basic competences in science and technology refer to the mastery, use and application of knowledge 
and methodologies that explain the natural world. These involve an understanding of the changes 
caused by human activity and the responsibility of each individual as a citizen; 

• digital competence involves the confident and critical use of information society technology (IST) 
and thus basic skills in information and communication technology (ICT); 

• learning to learn is related to learning, the ability to pursue and organise one's own learning, either 
individually or in groups, in accordance with one's own needs, and awareness of methods and 
opportunities; 

• social and civic competences. Social competence refers to personal, interpersonal and intercultural 
competence and all forms of behaviours that equip individuals to participate in an effective and 
constructive way in social and working life. It is linked to personal and social well-being. An 
understanding of codes of conduct and customs in the different environments in which individuals 
operate is essential. Civic competence, and particularly knowledge of social and political concepts 
and structures (democracy, justice, equality, citizenship and civil rights), equips individuals to engage 
in active and democratic participation; 

• sense of initiative and entrepreneurship is the ability to turn ideas into action. It involves creativity, 
innovation and risk-taking, as well as the ability to plan and manage projects in order to achieve 
objectives. The individual is aware of the context of his/her work and is able to seize opportunities 
that arise. It is the foundation for acquiring more specific skills and knowledge needed by those 
establishing or contributing to social or commercial activity. This should include awareness of ethical 
values and promote good governance; 

• cultural awareness and expression, which involves appreciation of the importance of the creative 
expression of ideas, experiences and emotions in a range of media (music, performing arts, 
literature and the visual arts). 
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These 8 key competences are all interdependent, and the emphasis in each case is on critical thinking, 
creativity, initiative, problem solving, risk assessment, decision taking and constructive management of 
feelings. 
 
A European reference framework for Europe 
These 8 key competences provide a reference framework to support national and European efforts to 
achieve the objectives they define. This framework is mainly intended for policy makers, education and 
training providers, employers and learners. 
This framework is a reference tool for EU countries that serves their respective education and training 
policies. EU countries should try to ensure: 

• that initial education and training offer all young people the means to develop the 8 key competences 
to a level that equips them for adult and working life, thus also providing a basis for future learning; 

• that appropriate provision is made for young people who are disadvantaged in their training so that 
they can fulfil their educational potential; 

• that adults can develop and update key competences throughout their lives, particularly priority 
target groups such as persons who need to update their competences; 

• that appropriate infrastructure is in place for continuing adult education and training, that there are 
measures to ensure access to education and training and the labour market, and that support is 
available for learners, depending on their specific needs and competences; 

• the coherence of adult education and training provision through close links between the policies 
concerned. 
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7. The European language passport 
© European Union and Council of Europe, 2004-2013 | http://europass.cedefop.europa.eu 
 
 
Replace with First name(s) Surname(s)  

 
Mother tongue(s)  Other language(s) 

[Replace with mother tongue(s)] [Replace with other languages] 

 
[Replace with language] 

 

Self-assessment of language skills 

Understanding Speaking Writing 

  

Listening 

  

Reading 

  

Spoken 
interaction 

  

Spoken 
production  

  

Writing 

Replace with 
level (e.g. 
B1) 

Replace with level 
label (e.g. 
Independent 
user) 

Replace with 
level (e.g. 
B1) 

Replace with level 
label (e.g. 
Independent 
user)  

Replace with 

level (e.g. B1) 

Replace with level 
label (e.g. 
Independent user)  

Replace with 
level (e.g. 
B1) 

Replace with level 
label (e.g. 
Independent 
user)  

Replace with level (e.g. B1) 

Replace with level label (e.g. Independent user)  

Certificates and diplomas 

Title Awarding body  Date Level* 

Replace with 

name of 

certificate or 

diploma  

Replace with name of awarding body 
Replace with date of 
issue 

Replace with level (e.g. B2) 

Linguistic and intercultural experience  

Description Duration 

Using languages for study or training / Using languages at work / Using languages 

while living or travelling abroad / Mediating between languages (delete non 

relevant types of experience or replace with your own text): Replace with 

description of experience  

Replace with dates (from - to) 
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Levels A1-B1 

Common European Framework of Reference for Languages - 
Self-assessment grid 

  A1 
Basic User 

A2 
Basic User 

B1 
Independent user 

U
n

d
e

rs
ta

n
d

in
g

 

  
Listening 

I can understand familiar 
words and very basic 
phrases concerning myself, 
my family and immediate 
concrete surroundings 
when people speak slowly 
and clearly. 

I can understand phrases and 
the highest frequency 
vocabulary related to areas of 
most immediate personal 
relevance (e.g. very basic 
personal and family 
information, shopping, local 
area, employment). I can catch 
the main point in short, clear, 
simple messages and 
announcements. 

I can understand the main points of clear 
standard speech on familiar matters 
regularly encountered in work, school, 
leisure, etc. I can understand the main 
point of many radio or TV programmes on 
current affairs or topics of personal or 
professional interest when the delivery is 
relatively slow and clear. 

  
Reading 

I can understand familiar 
names, words and very 
simple sentences, for 
example on notices and 
posters or in catalogues. 

I can read very short, simple 
texts. I can find specific, 
predictable information in 
simple everyday material such 
as advertisements, 
prospectuses, menus and 
timetables and I can understand 
short simple personal letters. 

I can understand texts that consist mainly 
of high frequency everyday or job-related 
language. I can understand the description 
of events, feelings and wishes in personal 
letters. 

Sp
ea

ki
n

g

 

  
Spoken 
interaction 

I can interact in a simple 
way provided the other 
person is prepared to 
repeat or rephrase things at 
a slower rate of speech and 
help me formulate what I'm 
trying to say. I can ask and 
answer simple questions in 
areas of immediate need or 
on very familiar topics. 

I can communicate in simple 
and routine tasks requiring a 
simple and direct exchange of 
information on familiar topics 
and activities. I can handle very 
short social exchanges, even 
though I can't usually 
understand enough to keep the 
conversation going myself. 

I can deal with most situations likely to 
arise whilst travelling in an area where the 
language is spoken. I can enter unprepared 
into conversation on topics that are 
familiar, of personal interest or pertinent 
to everyday life (e.g. family, hobbies, work, 
travel and current events). 

  
Spoken 
production 

I can use simple phrases 
and sentences to describe 
where I live and people I 
know. 

I can use a series of phrases and 
sentences to describe in simple 
terms my family and other 
people, living conditions, my 
educational background and my 
present or most recent job. 

I can connect phrases in a simple way in 
order to describe experiences and events, 
my dreams, hopes and ambitions. I can 
briefly give reasons and explanations for 
opinions and plans. I can narrate a story or 
relate the plot of a book or film and 
describe my reactions. 

W
ri

ti
n

g 

   
Writing 

I can write a short, simple 
postcard, for example 
sending holiday greetings. I 
can fill in forms with 
personal details, for 
example entering my name, 
nationality and address on 
a hotel registration form. 

I can write short, simple notes 
and messages. I can write a very 
simple personal letter, for 
example thanking someone for 
something. 

I can write simple connected text on topics 
which are familiar or of personal interest. I 
can write personal letters describing 
experiences and impressions. 
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Levels B2-C2 

Common European Framework of Reference for Languages - 
Self-assessment grid 

  B2 
Independent user 

C1 
Proficient user 

C2 
Proficient user 

U
n

d
e

rs
ta

n
d

in
g

 

  
Listening 

I can understand extended 
speech and lectures and 
follow even complex lines of 
argument provided the topic 
is reasonably familiar. I can 
understand most TV news 
and current affairs 
programmes. I can 
understand the majority of 
films in standard dialect. 

I can understand extended 
speech even when it is not 
clearly structured and when 
relationships are only implied 
and not signalled explicitly. I 
can understand television 
programmes and films 
without too much effort. 

I have no difficulty in understanding any 
kind of spoken language, whether live or 
broadcast, even when delivered at fast 
native speed, provided I have some time to 
get familiar with the accent. 

  
Reading 

I can read articles and reports 
concerned with 
contemporary problems in 
which the writers adopt 
particular attitudes or 
viewpoints. I can understand 
contemporary literary prose. 

I can understand long and 
complex factual and literary 
texts, appreciating 
distinctions of style. I can 
understand specialised 
articles and longer technical 
instructions, even when they 
do not relate to my field. 

I can read with ease virtually all forms of 
the written language, including abstract, 
structurally or linguistically complex texts 
such as manuals, specialised articles and 
literary works. 

Sp
ea

ki
n

g

 

  
Spoken 
interaction 

I can interact with a degree of 
fluency and spontaneity that 
makes regular interaction 
with native speakers quite 
possible. I can take an active 
part in discussion in familiar 
contexts, accounting for and 
sustaining my views. 

I can express myself fluently 
and spontaneously without 
much obvious searching for 
expressions. I can use 
language flexibly and 
effectively for social and 
professional purposes. I can 
formulate ideas and opinions 
with precision and relate my 
contribution skilfully to those 
of other speakers.  
 

I can take part effortlessly in any 
conversation or discussion and have a 
good familiarity with idiomatic expressions 
and colloquialisms. I can express myself 
fluently and convey finer shades of 
meaning precisely. If I do have a problem I 
can backtrack and restructure around the 
difficulty so smoothly that other people 
are hardly aware of it. 

  
Spoken 
production 

I can present clear, detailed 
descriptions on a wide range 
of subjects related to my field 
of interest. I can explain a 
viewpoint on a topical issue 
giving the advantages and 
disadvantages of various 
options. 

I can present clear, detailed 
descriptions of complex 
subjects integrating sub-
themes, developing particular 
points and rounding off with 
an appropriate conclusion. 

I can present a clear, smoothly-flowing 
description or argument in a style 
appropriate to the context and with an 
effective logical structure which helps the 
recipient to notice and remember 
significant points. 

W
ri

ti
n

g 

   
Writing 

I can write clear, detailed text 
on a wide range of subjects 
related to my interests. I can 
write an essay or report, 
passing on information or 
giving reasons in support of 
or against a particular point 
of view. I can write letters 
highlighting the personal 
significance of events and 
experiences. 

I can express myself in clear, 
well-structured text, 
expressing points of view at 
some length. I can write 
about complex subjects in a 
letter, an essay or a report, 
underlining what I consider to 
be the salient issues. I can 
select a style appropriate to 
the reader in mind. 

I can write clear, smoothly-flowing text in 
an appropriate style. I can write complex 
letters, reports or articles which present a 
case with an effective logical structure 
which helps the recipient to notice and 
remember significant points. I can write 
summaries and reviews of professional or 
literary works. 
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Annex 5: the LEVER toolkit 
 
 
LEVER provides a specific toolkit for the benefit of each addressed target: the Volunteer; the Assessor; the 
Tutor. The toolkit is a collection of useful, synthetic and operative materials which help the people running 
through the LEVER process, from the initial step of awareness up to the final one of competence certification.  
 
The LEVER toolkit includes: 

1. About LEVER 
2. LEVER Process  
3. Terminology  
4. Learning contexts and competences 
5. The Volunteer’s Climb 
6. Transition Operative Form 
7. LEVER competences: description  
8. The STARRTT form  
9. Self/external evaluation 
10. 360° evaluation 
11. The Portfolio format 
12. The LEVER web tool handbook 
13. The Assessor application form 
14. The Personal Development Plan Form 
 

The toolkit is available online in the LEVER web tool. 
 

1. About LEVER 
 
The LEVER Model has been created to help volunteers validate (confirm) their soft competences achieved (by 
them) while doing social work.  
The LEVER process consists of 5 stages. When the volunteer goes through all of them, s/he receives an 
international certificate, both in English and in national language, which describes the level of his/her soft 
competences. 
More information can be found on: www.leverproject.eu and http://kompetencjewolontariuszy.pl/  
 
Volunteers’ Toolkit 
This toolkit is meant to support you entering the LEVER process. It provides a series of informative and 
operative tools that will help you reflecting on your learning achievements during your voluntary service 
experiences. 
You can download the toolkit from the www.leverproject.eu.  
 
The Project 
The Project is financed by EU programme Erasmus+ and involves 8 international partners from Italy, The 
Netherlands, Spain, Denmark and Poland, representing voluntary support centres, VPL specialized centres, 
industrialist confederations, organizations for educational training. 
 

2. The LEVER Process 
 
The LEVER process consists of 5 stages. When the volunteer goes through all of them, s/he receives an 
international certificate, both in English and in national language, which describes the level of his/her soft 
competences. 

 

http://www.leverproject.eu/
http://kompetencjewolontariuszy.pl/
http://www.leverproject.eu/
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3. Terminology 
 

Competence A demonstrable ability to apply knowledge, skills and attitudes in a 
defined context (education, work, personal or professional development) 
for achieving observable results. Beyond the possession of knowledge and 
skills, it also includes: 1) cognitive competence; 2) functional competence; 
3) personal competence; and 4) ethical competence. 

CBI Criterion Based Interviewing (CBI) is a style of interviewing often used to 
evaluate a candidate's competences, particularly when it is hard to select 
on the basis of technical merit: for example, for a particular graduate 
scheme or graduate job where relevant experience is less important or 
not required.  

CPP Critical Professional Practices (CPP) are those practices in which the 
professional faces a professional problem or dilemma. Such practices 
occur on all professional levels. 

Informal learning Learning resulting from daily activities related to work, family or leisure. It 
is not organised or structured (in terms of objectives, time or learning 
support). Informal learning is in most cases unintentional from the 
learner's perspective. It typically does not lead to a certification.  

Knowledge society Society that creates, shares and uses knowledge for the prosperity and 
well-being of its citizens. 

Learning outcome Statement of what a learner knows, understands and is able to do on 
completion of a learning process, which is defined in terms of knowledge, 
skills and competence. 

Learning society Society in which learning is considered important or valuable, where 
people are encouraged to continue to learn throughout their lives, and 
where the opportunity to participate in education and training is available 
to all.  

Level descriptors Level descriptor is a statement that provides an indication of appropriate 
depth and extent of learning at a specific stage in the programme of study. 

Lifelong learning Lifelong learning embraces all learning activity undertaken throughout life, 
with the aim of improving knowledge, skills/competences and/or 
qualifications for personal, social and/or professional reasons.  
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Non-formal learning Learning that is embedded in planned activities not explicitly designated 
as learning (in terms of learning objectives, learning time or learning 
support), but which contain an important learning element. Non-formal 
learning is intentional from the learner's point of view. It normally does 
not lead to a certification. 

Personalizing Learning Personalizing Learning occurs when the learner understands how he/she 
learns best so he/she is active in designing his/her learning goals. This 
learner has a voice in how he/she likes to access and acquire information, 
and a choice in how he/she expresses what he/she knows and how he/she 
prefers to engage with the content. When a learner owns and takes 
responsibility of his/her learning, he/she is more motivated and engaged 
in the learning process 

Validation of learning Process of assessing and recognising learning outcomes, including non-
formal and informal learning. Validation usually refers to the process of 
recognising a wider range of skills and competences than is normally the 
case within formal certification. 

 
4. Learning contexts and competences 

It is an easy exercise which helps the volunteer connecting past experiences in non-formal, informal and 
formal learning contexts with the achievement of transversal competences. It allows the person to get 
familiar with the specific terminology and to review his/her own past in terms of learning outcomes.  

 
 

 
5. The Volunteer’s climb 

It proposes an enjoyable exercise to reflect upon the own volunteering experience. It works on a metaphoric 
dimension concerning ‘the volunteer’s climb’. 

Part 1 is the picture of the climb and part 2 is the exercise on this picture from the volunteer’s perspective.  
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Exercise with the picture of the volunteer’s climb 

 

Part 1. Look at the picture in T5.a and reflect on your volunteering experience: 

 WHERE DID YOU START FROM? 

(Identify and fill with a colour the figure which best describes you before starting your 

volunteering experience. Create a new person shape if you like) 

 WHERE DID YOU ARRIVE? 

(Identify and fill with another colour the figure which best describes you at this time of/ after your 

volunteering experience. Create a new person shape if you like) 

 HOW DID YOU GET THERE? 

(Draw the path connecting starting and arrival position) 

 

Part 2. Work with your colours: 

a. Describe the figure-colour 1: (expectations; competences; skills and knowledge) 

b. Describe the figure-colour 2: (competences: empowered; new; unexpected 

c. Describe the path: (ways; obstacles; tasks) 

 
6. The Transition form 

It is a visual exercise to help the person reflecting upon the important moments of his/her own life where a 
relevant discontinuity, changes or transitions happened. In such a transformation time, specific competences 
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may emerge or get explicit, by evolving from a previous up to a following personal/social/professional 
context. The exercise help focusing on a specific topic, included in the portfolio format proposed. 

 

 
 
 

7. The LEVER competences and their descriptors 
 

1. 
Engagement 

The ability to articulate one’s personal vision on social development and the linkage of 
this vision to tasks someone is performing in society. 
The ability to link personal competences to the mission, vision and objectives of the 
volunteering tasks performed. 
The ability to transfer personal commitment to volunteering tasks in society. 

2. 
Communication 

The ability to create an interpersonal connection, by consciously or spontaneously 
using oral, written and digital means of communication, appropriate with the context. 
The ability to pay attention to people, to listen to, to understand their needs and 
expressions. 

3. Intercultural and 
diversity management 

The ability to establish relationships with people belonging to different cultural/ethnic 
groups or characterised by disabilities. 
The ability to valorise diversity as a resource.  

4. 
Learning to learn 

The ability to persist in learning, to be aware of one’s own learning process, agency 
and learning outcomes. 
The ability to understand and utilize the nature of learning in formal, non-formal and 
informal learning environments. 
The ability to identify available learning opportunities. 

 

Describe below which important transitions in your life you in the areas of education & 

training, (voluntary) work or other experiences. For instance the transition from school to 

university, from school to work, from voluntary work to paid work, etc. 

 

Which were the main competences involved? 
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The ability to overcome the obstacles for learning effectively. 

5. 
Initiative 

The ability to grab chances and to translate ideas into action. 
The ability to take a challenge. 

6. 
Result orientation 

The ability "to play the game" and make the resources available with perseverance 
and resolution. 
The ability to carry out the assigned tasks in a successful manner. 
The ability to produce a coherent and transparent description of the result(s). 

7. 
Problem solving 

The ability to identify and prioritize problems, measure their impact, analyse potential 
causes and identify the root ones 
The ability to identify effective improvement/resolution action(s), manage their 
implementation and verify the achievement of the desired result. 

8. 
Teamwork 

The ability to work with others, by adopting a collaborative, supportive, active 
behaviour and contributing to achieve the group's objectives 
The ability to recognize and respect the other team member’s roles. 

9. 
Leadership 

The ability to differentiate, integrate and support the role of all the team members. 
The ability to listen to others, to delegate without losing the overall vision, the control 
on results. 

10. 
Responsibility 

The ability to take on own responsibilities, perceiving the task as own assignment, by 
understanding the autonomy limits and when to ask others’ support. 
The ability to report on one’s own behaviour/performance. 

11.  
Organisation and 
Planning 

The ability to organise one’s own and other’s work /tasks, by planning and optimizing 
activities and available resources in order to get results effectively. 
The ability to foresee and anticipate requirements and constraints in order to include 
them into the planning. 

12.  
Innovation and creativity 

The attitude to look for and pursue new, creative ideas, exploiting both experience 
and imagination. 
The ability to think “out of the box” and produce alternative ideas for reaching 
opportunities, solutions or achievement. 
The ability to exploit innovation and learning opportunities. 

13. 
Empathy 

The ability to grab and share the interlocutor's mood. 
The ability to take care of someone’s personal feelings and interest within the 
collective mission. 

 

 
8. The STARRTT form 

The STARRTT-form can be used to claim a specific competence in the LEVER standard. This form guides a 
volunteer through the process of self-evaluation of a competence and helps to provide the appropriate 
evidence for demonstrating a specific competence effectively acquired. 
 
The form has to be filled in for every competence that is assessed when applying the LEVER standard. 
 
Starrtt-form for Competence:  
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Title of Experience 

 

 
Relevant for (e.g. certification, job-seeking, promotion, etc): 

 

 
Describe (in short) the situation in which the proof of prior learning was produced by answering the questions 
below. Attach the actual proofs/evidences linked to the explained experience to every STARRT form related to 
each LEVER competence. 
 
 Name of activity and/or context: 

 

 Date of the activity: 
 

S Situation: describe the occasion and the goal of the activity 
 

T Task: describe both the exact task you had and your personal role in it. Also describe whether it was a complex 
task or not, and how you can proof this. 
 

A Activities: describe the activity/activities you performed during this task. Be precise on your personal role. 
 

R Result: describe the result of the task.  
 

R Reflection: reflect on the impact of the result by the different participants (clients, employer, colleagues/etc.). 
What happened with the result? 
 

T Theory: what was the theoretical basis for the activity in general and the outcome in particular?  
 

T Transfer: what was the “learning outcome” for yourself? What would you do in the same way in future and 
what would you change? Why?  
 

 Tag for other LEVER competences involved: 
 

 References: 
 

 

9. The 360° evaluation 

A digital spread sheet is also provided for gathering the external input in the 360° evaluation and producing a 
final outcome which compares the self-assessment with the average of the external evaluations using a 
histogram. 
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10. The portfolio format 

It refers to the LEVER Portfolio Format reported in Chapter 5.  
The web tool provides an online version only for registered users who have decided to carry on the 
assessment activity with formal assessors.  

 

A. Personal Data 

Full name  

Date of birth  

Place (and country) of birth  

Nationality  

Address  

Country  

Phone number  

Email address  

 

B. Overview of LEVER competences - Evidence 
In this scheme you can sum up your LEVER competences. Fill in the following table each competence you 
want to discuss with the assessor. 
 

LEVER Competence 
Self-

evaluation 
(yes/no) 

 360° 
Feedback 
(yes/no) 

STARTT 
(ref. number) 

Other evidence 
(ref. number) 

1. Engagement     
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2. Communication     

3. 
Intercultural 
and diversity 
management 

    

4. 
Learning to 
learn 

    

5. Initiative     

6. 
Result-
orientation 

    

7. Problem solving         

8. Teamwork         

9. Leadership         

10. Responsibility         

11. 
Organisation 
and planning 

        

12. 
Innovation and 
creativity 

        

13. Empathy         

 

C. School and vocational education and training 
In the table below, describe all your education and training, even studies you did not finish or do not consider 
as important. Write down in chronological order, starting from the most recent activities.  
 
Period 
(year, 
month, 
week) 

Training/schooling: 
type, level, institution 

Description of the  
learning activities 
Job / role 

Description of 
evidence and 
number of evidence 
in portfolio 

Summary of the most 
important 
skills/competences  
I know..., I can...,  
I am capable of..., I 
have... 

     

     

     

Add lines as you like! 
 

D. Work experience 
In the table below, describe your work experiences, independently from the kind of job and employment 
relationship. Write down in chronological order, starting from the most recent activities.  
 

Period 
(year, 
month, 
week) 

Training/schooling: 
type, level, institution 

Description of the  
learning activities 
Job / role 

Description of 
evidence and 
number of 
evidence in 
portfolio 

Summary of the most 
important 
skills/competences  
I know..., I can...,  
I am capable of..., I 
have... 
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Add lines as you like! 
 

E. Experience in voluntary service  
In the table below, describe your experience in voluntary service. Write down in chronological order, starting 
from the most recent activities. 
 

Period 
(year, 
month, 
week) 

Training/schooling: 
type, level, institution 

Description of the  
learning activities 
Job / role 

Description of 
evidence and 
number of 
evidence in 
portfolio 

Summary of the most 
important 
skills/competences  
I know..., I can...,  
I am capable of..., I 
have... 

     

     

     

Add lines as you like! 
 

F. Other experiences 
In the table below, write down significant activities carried on within informal contexts (i.e. in spare time, 
your hobbies, activities in private life, and in your family).  
Write down in chronological order, starting from the most recent activities. 
 

Period 
(year, 
month, 
week) 

Training/schooling: 
type, level, institution 

Description of the  
learning activities 
Job / role 

Description of 
evidence and 
number of 
evidence in 
portfolio 

Summary of the most 
important 
skills/competences  
I know..., I can...,  
I am capable of..., I 
have... 

     

     

     

Add lines as you like! 
 

G. Overview of evidences/documents 
Here is your list of evidences / documents. To be updated regularly!  
 

Ref.n
r. 

Type of document Date of submission Organisation / company 

1    

2    

3    

4    

5    

6    

7    

8    

9    

10    

    

Add lines as you like! 
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11. The LEVER web tool handbook 

It provides a guide for the access and the use of the web tool which allows volunteers carry on the formal 
activity of assessment according to the LEVER procedures, namely: 

 the online formalisation of the main information of the portfolio 

 the uploading of the evidences 

 the assignment of an assessor to a volunteer 

 the online visualisation of the assessment result 

 the downloading of the assessment document released by the assessor 

The web tool is available at the link http://webtool.leverproject.eu   
The handbook is accessible online at the project website. 
 
 

12. The Assessment Form 

It refers to the Assessment form reported in Annex 2.  
The toolkit has developed a digital file at use of the assessor. The file is downloadable online.  
 
 

13. The Personal Development Plan Form 

The document wants to guide a semi-structured activity aimed at highlighting further steps, that’s personal 
professional development objectives, in terms of competence, knowledge and experience to achieve in the 
next future.   
The file is downloadable online. 
 

 
 
 
 

http://webtool.leverproject.eu/

