
 1 

Table of Contents  

 

           Page 

Foreword    
Marian Harkin, MEP........................................................................................  4 
 
Introduction ...................................................................................................  5 
 
Conference Programme ..............................................................................   6 
 
óAdult Education in Turkeyô  
Dr Özlem Ünluhisarcikli ................................................................................   9  

 
óVolunteering as a Sustainable Factor in Personal Development                           
and Employabilityô 
Employability Subgroup ...............................................................................  19 

 
ó10 Steps Towards Recognitionô  
Jo Peeters .....................................................................................................   21 

 
óVolunteering as a Potential Step on the Lifelong Learning Ladder                           
in a University Contextô 
Older Volunteer Learners Subgroup ............................................................  29 

 
óIntergenerational Learning and Volunteering in Museums: a                   
Slovenian Example of an Educational Project between the Third                       
Age University and Museumsô  
Rajka Bracun Sova éééééééééééééééééééééééé     31 

 
óThe Third Sector as a School of Skills and Citizenshipô 
Pau Vidal .......................................................................................................   39  

 
óLLL Through Volunteering: Principles, Intercultural Aspects                              
and Good Practicesô  
Intercultural Dialogue Subgroup ..................................................................   51  

 
óMeaningful Objects: How to Promote Motivation and Participation                       
in Lifelong Learning and Intercultural Dialogueô   
Dr Gabriele Stöger éééééééééééééééééééééééé     53  

 
óVolunteering: An International Perspectiveô  
Donna Keher  éééééééééééééééééééééééééé..     61  

 
 
 



 2 

 
 
óAn Introduction to the Grundtvig Programmeô  
Hakki Bilgen ééééééééééééééééééééééééééé  71  

 
óSetting Up National and European Networks for Developing                    
University Lifelong Learningô  
Dr Andrea Waxenegger éééééééééééééééééééééé   73  

 
óEducation, Vocational Training LLL and Volunteering in                             
European Health and Social Sectorsô  
Annegret Verbeek & Professor Winrich Breipohol éééééééééé.   75  

 
óIs Volunteering a Gender Based Approach?ô   
Irina Carmen Barbalata éééééééééééééééééééééé     83  

 
óDemocracy, Citizenship and Lifelong Learningô  
Professor John Annette ééééééééééééééééééééé...     99  

 
óThe Provision of Lifelong Learning to Volunteers in Turbulent                       
and Troubled Timesô  
Dr Mike Hemmings éééééééééééééééééééééééé    105  

 
óCooperation of the Volunteer Centre and Matej Bel Universityô  
Dr Alģbeta Brozmanova Gregorova éééééééééééééééé..    115  

 
óULLL ï NGOs Interaction in Romania. A Bridge Too Far Away? 
Mihai Lisetchi ...............................................................................................   121  

  
óRecognising the Prior Learning of Sports Volunteers for                         
Advanced Career Opportunitiesô   
Ruud Duvekot, Margot Kouwenberg & Rien Slager ....................................   135  
 
óWhat Kind of Education and Training is Needed for Volunteering?                    
The Results of Research with 24 Italian Sanitary (Health)                    
Volunteering Associations?  
Maria Paola Mostarda ...................................................................................   141  

 
 óService Learningô as Part of the Lifelong Learning University.                          
The Leuphana Modelô   
Sonja Moissidis ............................................................................................   155  
 

World Cafe Introduction and Paper  
Sue Cross .....................................................................................................   165  

  

World Cafe Summary of Discussions .........................................................   168  
 
 
 



 3 

 
 
óValuing  Volunteering ï A Major Issue for the European Year  
of Volunteering.ô  
Dr Bénédicte Halba ééééééééééééééééééééééé..    177  
 

Presentersô Biographies .............................................................................    191  

 

Registered Delegate List .......................................................................    195 

 

VALUE Network Partner List ......................................................................    198  

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



 4 

 
 

Foreword 
 
 
I am very pleased to have been invited to write this foreword to the proceedings of the 
Value conference in 2011, this very busy European Year of Volunteering. Having led the 
campaign in the European Parliament to establish the EYV it is very gratifying to see 
how it has opened up so many opportunities not only to recognise and celebrate 
volunteers and volunteering in their own right, but also for the sector to reach out and 
connect with other stakeholders such as, in the case of Value, the university sector. 
 
One of the most important things one could say about volunteering is that it is universal. 
Figures vary but estimates say that there are 100 million volunteers in the EU alone. I 
regard it as our most important source of renewable energy. Globally, it is estimated that 
about 20-30% of people volunteer although figures do vary in different countries. In 
some countries the rate of volunteering is very high; in other countries itôs not so high. 
The one thing about volunteering is that it is universal. It is perhaps the purest form of 
solidarity that we know.  
 
Volunteering is a rich learning experience; both in terms of personal development but 
also in terms of the knowledge and competencies gained through the experience. Many 
young people actively will pursue volunteering in order to improve their employability but 
volunteering is a lifelong activity and occurs across ages, sectors and boundaries. Many 
older people wish to volunteer and the promotion of inter-generational volunteering is 
high on our agenda in the European Parliament.  
 
It is very important that we not only encourage and promote these diverse volunteering 
opportunities but that we also recognise the informal and experiential learning arising 
from volunteering. This has a key role to play in opening doors to educational, career 
and social mobility pathways and can become a stepping stone to a learning career. 
Across Europe, Universities are increasingly responding to both lifelong and life-wide 
learning aspirations. They are developing more flexible learning opportunities and 
accreditation pathways and providing second chance, updating and re-skilling 
opportunities for adult learners and this is to be applauded. 
 
The Value Network and Conference has brought together 2 key sectors in a shared 
belief that the development of volunteers, through University Lifelong Learning, can play 
a key role in the development of European society as a whole. The culmination of this 
coming together and sharing of ideas, experiences and best practice is this set of 
conference proceedings which I hope you will find interesting, useful and inspiring. 
 
 

 
 
Marian Harkin, MEP 
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Introduction to the Value Network 
 
 

The Value Network was conceived as a way of encouraging universities to recognise 
and harness the rich learning that volunteering experiences can develop, and of 
encouraging the volunteering sector to think of universities as a resource and potential 
partner in the development of volunteers.  
 
Funded by the Grundtvig strand of the European Commissionôs Lifelong Learning 
Programme, Value began life in October 1998. Over the 3 year life of the project the 
Network has brought together representatives from the 2 sectors to share ideas and 
models of working together, and to explore the potential for developing new university 
lifelong learning opportunities tailored and targeted for the volunteering sector. As the 
Value national reports on volunteering ï university interaction have shown, there are 
some excellent collaborative practices in place across Europe and it is hoped that Value 
has inspired colleagues to learn from these and develop new and wider partnerships.  
 
Universities and voluntary organisations brought complementary strengths to the 
Network: Universities - their expertise/ experience in development of flexible 
accreditation & pedagogic structures and voluntary organisations - their sophisticated & 
wide-ranging engagement with EU citizens from every walk of life irrespective of 
background or educational attainment. It is estimated that there are 100m volunteers 
currently working across the EU and, therefore, the learning potential is enormous. 
 
In practical terms, the Value workplan included a programme of meetings and individual 
work. Over the three years, the whole Network met on 4 occasions with partners working 
also in sub-groups focusing on Older Volunteers as Learners, Citizenship, Intercultural 
Dialogue and Employability. The Network was deliberately constructed in such as way 
so as to enable partners to make both collective and individual inputs. VALUE also 
developed an online resource base which includes materials such as the national 
reports on volunteering-university interaction, a glossary, case studies, expert contact 
lists and bibliographic references. Each sub-group has also produced a report on its 
work and a range of resources on its individual webpage. 
 
The culmination of the Networkôs work has been the final conference in Ankara, Turkey 
and the Networkôs Management Group would like to thanks the Middle East Technical 
University for its generous support for this event. It would also like to thank all speakers 
and delegates for all the positive and enthusiastic contributions which have been 
captured in these proceedings. 
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Value Conference, 8th - 9th June 2011 

Ankara, Turkey  

 
 

Day 1 ð Wednesday 8th June 

9.30 - 10.30 
Coffee and Registration 

  
 10.30 -  12.00 

 Conference Welcome  
Professor Dr. Ahmet Acar, President, METU 

 Introduction to METU 
Professor Dr.  Hüseyin Vural, Director METU CEC 

 Video welcome to the conference  
             Ms Marian Harkin, Member of the European Parliament 

 Introduction to Value 
Ms Carol Stewart, VALUE Network Coordinator  

 Plenary: The Bridge Between Europe and Asia: the Challenges of Adult Education in Turkey     
   Dr Özlem Ünl¿hisarcĔklĔ,    Department of Educational Sciences, Bogazici University, (TR) 
 

12.00 - 13.30 
Lunch 

 

13.30 - 15.15  
Workshops Session A 

A1 
a) Employability Sub-Group 
b) 10 Steps towards 
Recognition 
Jo Peeters, Scouting 
Gelderland, (NL)  
 

 

A2 
a) Older Volunteers as 
Learners Sub-Group 
b) Intergenerational 
Learning and 
Volunteering in Museums 
Rajka Braļun Sova (SI) 

 

A3 
a)  Citizenship Sub-group 
b) The Third Sector As A 
School Of Skills And 
Citizenship  
Pau Vidal, OTS (ES) 
 
 

 

A4 
a) Intercultural Dialogue Sub-group 
b) Promoting motivation in ICD & 
LLL 
Dr. Gabriele Stöger,  
weReurope project (AT) 
 
 

 

15.15 - 15.45 
Refreshments 

 

 15.45  -16.30  
Plenary  

Volunteering: An international perspective 
Donna Keher 

Chief, Partnerships & Communications Division,United Nations Volunteers 

 

16.30 - 17.30  
Workshops Session B 

B1 
Grundtvig Opportunities 
The TR Grundtvig Agency 
(TR)  
 

B2 
National Networks for 
ULLL 
EUCEN (BE)  
 

B3 
Education & Volunteering in 
the  Health Sector 
Annagret Verbeek & 
Professor Winrich Breipohl, 
German Red Cross (DE) 

B4 
Gender Issues in Volunteering and 
Learning  
Irina Carmen Barbalata 
Pro-Women (RO) 

http://www.valuenetwork.org.uk/Documents%20for%20Website/Resources%20and%20reports/useful%20presentations/Bridge%20Between%20Europe%20&%20Asia.ppt
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Day 2 ð Thursday 9th June  
 

 9.30 - 10.30 
Plenary 

Democracy, Citizenship and Lifelong Learning 

Professor John Annette 
Pro Vice Master for Lifelong Learning and Engagement and Professor of Citizenship and Lifelong Learning, Department of 

Social Policy and Education, Birkbeck, University of London (UK) 
 

10.30 - 11.00  
Refreshments 

 

11.00 - 12.00 
Workshops Session C  

 

C1 
The provision of lifelong learning to 
volunteers in turbulent and troubled 
times  
Mike Hemmings,  University of Wales, 
Trinity Saint David (UK) 
 

 

C2 
Cooperation of the Volunteer Centre 
and Matej Bel University  
Dr Alģbeta Brozmanová Gregorová, 
Volunteer Centre, Banska Bystrica, 
(SK) 
 

 

C3 
ULLL- NGOs interaction in Romania. 
 A bridge too far away? 
Mihai Lisetchi, AID-ONG & Faculty of 
Economics and Business 
Administration (FEAA) (RO) 
 

 

 

12.00 - 13.00 
Workshops Session D 

 

D1 
Recognizing the prior learning of 
sports volunteers for advanced 
career opportunities 
Ruud Duvekot & Margot Kouwenberg, 
INHolland University & 
NOC*NSF/Academie voor Sport Kader 
(NL) 

 

D2 
What kind of education and training 
is needed for volunteering? 
Maria Mostarda, Osservatorio Sul 
Volontariato ï Universitaô Cattolica Del 
Sacro Cuore, Brescia (IT) 
 
 

 

D3 
Service Learning as Part of the 
Lifelong Learning University 
Sonja Moissidis, Leuphana University 
of Lüneburg (DE) 
 
 

 
 

13.00 - 14.00 
Lunch 

 
14.00 - 16.00 

World Cafe Discussion 
The Way Forward 

Facilitator ï Sue Cross 
 

 

16.00-16.15 
Close of Conference and Farewell 

 

16.15 - 17.00 
Refreshments 
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Please note that: 
 

The PowerPoint presentations associated with each of the following 
conference papers contain additional information and discussion of their 

content. They can be viewed at: 
http://www.valuenetwork.org.uk/html/conference_programme.htm 

 
Workshops B1 and B2 were designed specifically for Turkish delegates and 

full papers were not produced 
 

The Value project has been funded with support from the European 
Commission. This publication reflects the views only of the authors, and the 
Commission cannot be held responsible for any use which may be made of 

the information contained therein. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

http://www.valuenetwork.org.uk/html/conference_programme.htm
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óAdult Education in Turkeyô 

Name Dr. Özlem Ünluhisarcikli 

Organisation  Boĵazi­i University (TR) 

 

Objectives of your presentation:   

 To give a brief historical background and institutionalization process of adult education in 

Turkey. 

 To introduce the organizational framework and main providers of adult education in 
Turkey 

 To refer to the issues of professionalization and training of adult educators in Turkey 

 To relate to the problems and challenges of adult education in Turkey. 
 

Summary of content:  

In this presentation firstly a brief historical background of adult education is provided, then the 

organizational framework and major providers of adult education are presented, issues related 

with the training of adult educators and finally the problems and challenges of adult education in 

Turkey are discussed. 

The population of Turkey is about 72.5 million, and about half of the population is over the age 

of 28.8 (TURKSAT, 2010). Turkish education system is divided into formal and non-formal 

education and the main responsible body is the Ministry of National Education (Milli Eĵitim 

Bakanlēĵē, MoNE). The general goals of non-formal education are described in Basic Law on 

National Education No. 1739 Item 40 as: literacy for all, and remedial continuing education 

opportunities; providing educational opportunities for all, to enable people to keep up with 

scientific, technologic, economic, social and cultural developments; educational provision to 

safeguard, promote and integrate national cultural values; assisting all citizens to acquire values 

and habits of solidarity, co-operation, collaboration and organization; assisting people to lead a 

healthy life style and balanced diet, to increase living standards and economic efficiency; 

promoting productive use of leisure; providing courses and training opportunities to adults for 

vocational and technical skill acquisition, in line with the development of economy and state 

employment policy; and providing continuing education opportunities to working people for 

professional development.  

The main providers of adult education offered by the MoNE are Public Education Centres 

(PEC), and Vocational Training Centres (VTC). With the enactment of Metropolitan Municipality 

Law No. 5216 in 2004, metropolitan municipalities (Article 7) are given the rights to organize 

vocational and skill acquisition courses to the public. Besides, other ministries, confederations, 

non-governmental institutions, and companies provide adult education activities. All these 

programmes are provided under the supervision of MoNE and their curriculum, acceptance 

requirements, standards, duration and certification, etc. are subject to the approval of the 

Ministry. Additionally, in recent years universities started running lifelong learning centres that 

offer courses, vocational certificate programmes, and in-service training programmes. Each 

year over 5 million people attend adult education activities in Turkey.  
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There are about fourteen thousand educational personnel in public provision, and about seventy 

thousand educational personnel in private adult education institutions in Turkey (Turkstat 2008). 

The numbers of educational personnel working at the education units of the workplaces are not 

definitive. However, although the necessity of providing for the training of the adult educators 

has been emphasized since the 1950s, almost none of these educational personnel have a 

diploma or qualifications as adult educators. There are only three graduate programmes in adult 

education in Turkey, and the undergraduate programmes were closed down in 1997. The 

numbers of academicians who have academic credentials in adult education are not 

satisfactory. Therefore, professionalization of adult educators is an important issue in Turkey. 

Questions for discussion:    

 To relate to the problems and challenges of adult education in Turkey. 
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Adult Education in Turkey 
 
 

¥zlem ¦nl¿hisarcēklē 
 
Introduction 

 
In this paper firstly a brief historical background of adult education is provided, and then the 
organizational framework and major providers of adult education are presented. Here, in this 
paper, adult education will be used interchangeably with non-formal education. 
 
Education System in Turkey 

 
Turkish education system is divided into formal and non-formal education, and the main 
responsible body is the Ministry of National Education (Milli Eĵitim Bakanlēĵē, MoNE). As of 
2010, the population of Turkey is about 73.7 million, and about half of the population is under 
the age of 29.2 (TUĶK, 2011). Therefore, the formal educational system in Turkey serves to 
millions of young people each year. The formal education system consists of four levels: Pre-
school education, 8 years compulsory primary education, secondary education, and tertiary 
(higher) education. As seen in Table 1 school attainment drastically drops after the compulsory 
primary education in Turkey. 
 
Table 1: Number of School, Teacher, Enrolment by Level of Education: 2010-2011 

Education Level School Teacher 
Number of Students 

Total Female Male 

Pre-School Education  27,606  48,330  1,115,818  535,522  580,296  

Primary Education  32,797  503,328  10,981,100  5,357,624  5,623,476  

Secondary Edu./ Tot. 
General 

Vocational  

9,281 
4,102 
5,179  

222,705 
118,378 
104,327  

4,748,610 
2,676,123 
2,072,478  

2,162,439 
1,267,677 

894,762  

2,586,171 
1,408,446 
1,177,725  

Higher education *  
  

3,493,819 1,561,614 1,932,205 
Source: MoNE, 2010-2011; ÖSYM, 2009-2010.  
* Statistics are for 2009-2010; 1.04 million students are in post-secondary VET, 2.3 million students are 
in undergraduate and 0.2 million students are in graduate programs 

 
 
Non-Formal Education in Turkey 

 
There have always been non-formal educational activities in Turkey, but the 
institutionalization process began in the early 1950s, especially with the establishment of 
Public Education Bureau by the MoNE in 1953; and in 1961 the bureau expanded and 
became the General Directorate of Public Education. The General Directorate of Public 
Education was restructured in 1978 as General Directorate of Non-Formal Education. 
Meanwhile, the Apprenticeship and Vocational Training Act Law No. 2009 was issued in 
1977 and the General Directorate of Apprenticeship Training was set up in 1979. In 1983, 
the General Directorate of Non-Formal Education merged with the General Directorate of 
Apprenticeship Training and the new structure was named as the General Directorate of 
Apprenticeship and Non-Formal Education (Okçabol, 2001). 
 
The general goals of non-formal education are described in Basic Law on National 
Education No. 1739 (issued in 1973) Item 40 as: literacy for all, and remedial continuing 
education opportunities; providing educational opportunities for all, to enable people to keep 
up with scientific, technologic, economic, social and cultural developments; educational 
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provision to safeguard, promote and integrate national cultural values; assisting all citizens 
to acquire values and habits of solidarity, co-operation, collaboration and organization; 
assisting people to lead a healthy life style and balanced diet, to increase living standards 
and economic efficiency; promoting productive use of leisure; providing courses and training 
opportunities to adults for vocational and technical skill acquisition, in line with the 
development of economy and state employment policy; and providing continuing education 
opportunities to working people for professional development. 
 
 
Legal Basis and Provision of Non-Formal Education 

 
As stated above, the Turkish education system is organized under two subsystems, namely 
óformal educationô and ónon-formal educationô, and the major laws that relate to non-formal 
education activities in Turkey are presented in the following: Basic Law of National 
Education No. 1739 (issued in 1973) lays down the general structure of the Turkish 

educational system, and regulates the functions and activities of both formal and non-formal 
education in a systematic and integrated way; Organization and Duties of the Ministry of 
National Education Law No. 3797 (issued in 1992) determines the organizational structure of 

the units in, and sets the duties of the General Directorate of Apprenticeship and Non-formal 
Education; Apprenticeship and Vocational Training Law No. 3308 (issued in 1986) regulates 

both formal vocational and technical secondary education, and apprenticeship and non-
formal education in Turkey. The Law No. 3308 was amended into the Vocational Education 
Law No. 4702 in 2001; Literacy Training for Citizens who are Out of the Compulsory Primary 
Education Age Law No. 2841 (issued in 1983) regulates the adult literacy training programs; 
Vocational Qualification Authority Law No. 5544 (issued in 2006) regulates vocational 

education in Turkey by means of national vocational standards and certification for formal 
(primary, secondary, and higher education), non-formal, and informal and relevant 
institutions. In addition to the major laws, there is also Private Education Institutions Law No. 
5580 (issued in 2007) that regulates private educational institutions and enables them to 
carry out all kinds of educational activities at formal and non-formal education levels.  
 
The main providers of adult education offered by the MoNE, General Directorate of  
Apprenticeship and Non-formal Education are namely: Public Education Centres (PEC), and 
Vocational Training Centres (VTC). There are also other institutes that operate under different 
directorates of the MoNE and offer non-formal educational activities (Table 2). Besides, with 
the enactment of Metropolitan Municipality Law No. 5216 in 2004, metropolitan municipalities 
(Article 7) are given the rights to organize vocational and skill acquisition courses to the public. 
Moreover, other ministries, confederations, voluntary and non-governmental institutions, and 
companies provide adult education activities. All these programs are provided under the 
supervision of MoNE and their curriculum, acceptance requirements, standards, duration and 
certification, etc. are subject to the approval of the Ministry. Additionally, in recent years 
universities started running lifelong learning centres that offer courses, vocational certificate 
programs, and in-service training programs. 
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Table 2: MoNE Non-Formal Education Institutions, and Participants: 2008 

Type of Institution Institution 
Number of Participants 

Total Female Male 

Public Education Centre (PEC)  957 2,115,986 1,204,770 911,216 

Vocational Training Centre (VTC)  369 304,856 55,986 248,870 

Practical Art School for Girls 355 50,798 48,396 2,402 

Advanced Handicraft Institution  12 859 859 - 

Technical Education Centre for 
Adults 

12 114 14 100 

Tourism Training Centre 10 654 135 519 

Various Vocational Courses (3308) - 63,308 20,168  43,140 

General Total  1,715  2,536,575  1,330,328  1,206,247 
Source: T¦ĶK (2009). 

 
PECs are the main providers of adult education among the institutions organized by the 
MoNE General Directorate of Apprenticeship and Non-formal Education, and offer 
educational opportunities to the public for free since 1955. There are mainly three broad 
types of educational programs provided by these institutions, namely: vocational and 
technical programs, complementary programs (such as literacy courses, preparation courses 
for secondary and higher education), and socio-cultural programs. Moreover, activities open 
to the public, such as exhibitions, seminars, panels, ceremonies and the like are also 
organized in these centres. PECs also provide courses for prison inmates in cooperation 
with Ministry of Justice. 
 
PECs are established in all 81 provinces of Turkey. As of 2009, there are 957 PECs all over 
the country (Miser, Ural, ¦nl¿hisarcēklē 2010). The following Table 3 presents the number of 
courses, and participation to different types of courses over the years. In these centres, 
apart from the courses various activities such as exhibitions, seminars, panels, ceremonies 
and the like are also organized and many people participate in such activities. 
 
Table 3: Number of Participants in Public Education Centres (Halk Eĵitimi Merkezi, PECs) 

Years  Number of 
Courses  

Vocational 
Courses 
Participants  

Social-
Cultural 
Courses 
Participants  

Literacy 
Courses 
Participants  

Total 
Number of 
Participants  

2003-2004  20,571  552,756  398,897  150,133  1,101,786  

2004-2005  64,549  678,842  458,547  175,229  1,312,618  

2005-2006  79,635  894,406  585,347  194,605  1,674,358  

2006-2007  91,033  931,588  699,728  204,747  1,836,063  

2007-2008  141,224  1,040,915  1,044,081  186,061  2,271,057  

2008-2009  176,110  1,271,058  1,752,644  385,356  3,409,058  
Source: http://cygm.meb.gov.tr/index.html (accessed May 2011)  

 
Apprenticeship Centres, that are also run by the MoNE General Directorate of 
Apprenticeship and Non-formal Education, are established in 1979, to provide vocational 
education for those who had dropped out from the formal education system and working in 
workshops to acquire vocational skills. In 2001, these centres are renamed as Vocational 
Training Centres (VTC) with the amendments made to the Law No. 3308. These institutions 
provide theoretical vocational education to candidate apprentices, apprentices, journeymen, 
and master trainers who are already working in various crafts like carpentry, textile, 
electricity, construction, tailoring, auto-mechanics, and so on.  
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An apprentice attends to a VTC one day (not less than 8 hours) each week to complement 
the training at the workplace. Depending on the specific craft to be acquired, apprenticeship 
training takes three or four years in these centres. The training of a journeyman to become a 
master is shorter in duration; it takes 240 hours to complete with subjects mainly relating to 
the management of a workplace (such as economics, administration, insurance and tax 
regulations). In these centres masters attend to a 40 hours training to get a óMaster Trainer 
Certificateô. By law, it is a must to employ a master with a óMaster Trainer Certificateô in a 
workplace to be able to recruit an apprentice or a journeyman. 
 
Table 4: Number of Participants in Vocational Training Centres (Mesleki Eĵitim Merkezi, VTCs) 

Academic 
Year 

Number  
of Inst.  

Number 
of 
Teachers 

Participant Number 

Candidate 
Apprentice 

Apprentice Journeymen Master 
Trainer 

TOTAL 

1994-95  292 3,142 10,036 144,126 29,748 15,173 199,083 

1999-00  330 5,084 6,792 133,551 64,274 13,959 218,576 

2005-06  351 4,532 2,034 124,464 68,307 20,040 214,845 

2008-09  317 4,809 260 130,863 53,793 16,289 201,205 
Source: T¦SĶAD (1999), Akpēnar A. (2004), MoNE (2006), MoNE website (accessed May 2011).  

 
 
Vocational Training and Arts Courses of Municipalities 

 
In 2004, Metropolitan Municipality Law No. 5216 is enacted to redefine the roles, 
responsibilities, and the areas of authority of the metropolitan municipalities (Article 7). This 
enabled the municipalities to organize courses, and since then a number of municipalities 
are offering vocational training and arts courses to adults. 

 
Table 5: Vocational Training and Arts Courses of Municipalities in 2008 

Municipalities  Participants 

Ķstanbul (ĶSMEK)  196,787  

Kocaeli (KO-MEK)  23,567  

Ankara (BELMEK-BELTEK)  20,663  

Kayseri (KAYMEK)  19,654  

Bursa (BUSMEK)  13,639  

Gaziantep (GAMEK)  13,298  

Antalya (ASMEK)  12,189  

Ķzmir (ĶZMEB)  3,553  

Eskiĸehir  2,000  

Konya (KOMEK)  5,615  
Source: Miser, Ural, ¦nl¿hisarcēklē (2010). 

 
The range of educational activities offered by municipalities to the public is quite broad 
including handicrafts, vocational and technical training, computer technology, language 
training, music education, sports training, and social and cultural programs. As seen in Table 
5 ĶSMEK provides courses to a large number of people. 
 
 
Distance Education 

 
The initial distance education programs in Turkey took place as early as late 1920s. Today, 
distance education provides opportunity for pursuing education in general education, 
vocational and technical training, and remedial education for those who dropped out formal 
education system at some point and want to receive their diploma. Thus, distance education 
institutions support the primary and secondary education system in Turkey and include open 
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primary schools, open high schools, and vocational and technical open high schools. Open 
education programs organized by MoNE, General Directorate of Educational Technologies 
offer educational opportunity for those who are beyond the formal education age level. 
Distance education programs at tertiary level also serve many people, in addition to the 
distance education activities by the MoNE. Table 6 provides the number of students 
attending distance education at primary, secondary, and tertiary education systems for the 
2006-2007 academic year. 
 
Table 6: Distance Education in 2006-2007 

Educational Level  Number of Students 

Total Male Female 

Open Primary Education  109,037  50,200  58,837  

Open Secondary Education TOTAL  248,829  142,076  106,753  

     General High School (HS) 192,983  112,625  80,358  

     Vocational and Technical Programmes  
   

                  Industrial Vocational HS  20,262  18,442  1,820  

                  Girlsô Vocational HS 13,570  281  13,289  

                  Trade Vocational HS  10,719  5,783  4,936  

                  Imam and Preachers HS 11,295  4,945  6,350  

Open Higher Education  239,552  105,385  134,167  
Source: MoNE (2008), ÖSYM (2007).  

 
 
Some Other Providers of Adult Education in Turkey 
 
Voluntary and Non-Governmental Organisations: Voluntary and non-governmental 

organizations offer various educational provision to people at all ages. These would range 
from literacy courses, language courses, handicrafts, vocational courses to family education. 
Although the numbers of people who benefit from these institutions are not definitive, their 
contribution to non-formal education activities is increasingly substantial. 
 
University Extension Services: In the last decade public and private universities started 
running university extension services by offering various courses, vocational certificate 
programs, and in-service training programs. 
 
Workplace Training: Although enterprises provide extensive educational activities for their 

workers in various forms, there is not sufficient research on the education and training 
practices of the enterprises/workplaces in Turkey. However, it can be said that the 
importance given to education and training is increasing at the organizations, and it is not 
uncommon that the enterprises cooperate with professional educational institutions or 
universities, especially university extension services on a regular basis for such provision. 
 
 
Training of Adult Educators 

 
In 2005 there were approximately fourteen thousand teachers in public adult education 
institutions, and about seventy thousand teachers in private adult education institutions in 
Turkey (TURKSTAT, 2008). However, almost none of the teachers and master craftsmen, 
including the administrators in these public and private centres have any diploma or 
qualifications as adult educators. Similarly, the number of educators who offer non-formal 
educational activities in various workplaces, institutions, and voluntary and non-
governmental organisations are not definite; and mostly they have no credentials in adult 
education. 
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Although the necessity of providing for the training of adult educators has been emphasized 
since 1950s, almost nothing has been done by the MONE since then. In 1977, an Adult 
Education Institution was established to train adult educators, conduct research, and 
develop programs for adults, but this institute has not been made functional yet (Okçabol, 
2001). 
 
Adult education under-graduate programs were closed down by the mutual decisions of the 
MoNE and Higher Education Council with the ñRestructuring of Faculties of Educationò 
project in 1997 (Okçabol, 2001). Today there are only graduate level programs in adult 
education in three Turkish universities to provide academic education. As can be seen in 
Table 7 there are only a limited number of students in these programs. 
 
Table 7: Graduate Level Students in Adult Education Programs 

 
 

Years  

Masterôs level  PhD level  
MA New 

Admission  
Receiving  
Graduate  
Degree  

PhD New 
Admission  

Receiving  
Graduate  
Degree  

2005-2006  54  17  8  -  

2006-2007  29  21  4  1  

2007-2008  29  -  5  -  

2008-2009  28  19  3  -  

2009-2010  15  19  4  -  
Source: ÖSYM (2010, 2009, 2008, 2007, 2006).  

 
 
Conclusion 
 
Provision of adult education activities and the range of programs are quite extensive in Turkey. 
Institutionalisation process has been achieved since the 1950s and there are established laws 
and regulations to run the non-formal education activities. However, the trainers and so called 
adult educators do not have any education and/or training in teaching adults. Moreover, the 
numbers of academicians who have academic credentials in adult education are not 
satisfactory. Therefore, professionalization of adult educators is an important issue in Turkey. 
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The Bridge Between Europe and Asia: the Challenges of Adult 
Education in Turkey  

 

Summary of Discussion  

 
 In UK interplay between departments in universities and the voluntary sector (e.g. 

universities certificating voluntary sector programmes /courses for their 
volunteers and volunteer managers) ï to what extent in Turkey do university 
CECs engage in and work with the voluntary sector? 
ǅ Many voluntary sector programmes certified directly by the Ministry of 

Education 
ǅ Some areas around literacy are provided by the voluntary sector (e.g. the 

Mother and Child Literacy Organisation ï but still approved by the 
Ministry) 

 Noted that participation in non formal education increased from 1.1m in 2003 to 
3.4m in 2008 recently; what is the main reason for the increase? Also, how is the 
apprenticeship training organised? 
ǅ Not sure of reason ï public education centres have recently been revived 

after a decline 
ǅ Master training needs to pay one-third of minimum wage to the apprentice, 

they spend one day at the CEC and the rest in the workplace; more often 
there are informal apprenticeships which do not go to the centres 

 Clarify whether all volunteer centres need to have their training approved by the 
Ministry? 
ǅ For certification it is needed; there are some courses that are not 

registered but only a few 

 Most people that teach adults have no training; are there already plans to 
develop that kind of training? 
ǅ Yes ïULLL for the teachers of courses is promoted in universities, and 

also the idea to increase the number of programmes on offer but not been 
widely implemented yet. This is one of the challenges ï needs to be more 
contribution to staff development. 

 Still continuing the literacy efforts in the universities; now offering this to the 
elderly 

 How do the areas of current development mentioned in the presentation (e.g. 
human rights, democracy etc) relate to the needs of women and rural areas, 
which are identified also as key issues? 
ǅ Yes these are 2 important themes that need to be included in the other 

areas of development 
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óVolunteering as a sustainable factor in personal development and 
employabilityô 

  
  

Name Ruud Duvekot, Matthew Hill, Alison Hughes  
Organisation VALUE EMPLOYABILITY SUBGROUP 

 

Objectives of your presentation:   

 
 To open the discussion of the theme of employability related to the volunteering- 

university lifelong learning relationship 

 
Summary of content:  

 
After over two years working together in the Employability Subgroup, a full report of our 
discussions and other resources is on the VALUE project website. 
  
Some of our reflections on this issue will be briefly covered in this sessions as follows: 
 

 There is a need to be cautious in assuming that ULLL is universally required for those 
participating in this sector as volunteers or managers of volunteers. This educational 
step is not for everyone. But there remains a demonstrated demand for tailored ULLL 
provision for this sector. And even if many volunteers do not want to take the 
opportunity, there are others who do.  
 

 Volunteering should not focus just on employment outcomes, nor should ULLL. In these 
times of economic crisis it is understandable that economic benefits of both 
volunteering and learning are to the forefront of thinking for those in government. 
Nevertheless both volunteering and ULLL offer much wider societal benefits both to 
those engaged in it and to their wider civic community, e.g. both local and regional, and 
these benefits should not be undervalued.  
 

 Potential learners do not form a homogeneous group and the motivation for both 
volunteering and learning, even around the single theme of employability, can vary 
substantially depending on an individualôs background, age group etc 
 

 Universities and voluntary organisations should not underestimate the energy the 
volunteer or volunteer manager requires in order to be able to invest in him / herself. A 
volunteer really needs to be empowered before entering the arena of ULLL.  
 

 Flexibility of support, content and delivery is the key to a successful ULLL offer. From 
the perspective of employability, this flexibility needs to reflect the recognition of the 
different employability needs and motivations from within the community of volunteers 
and this sector and the tensions this can cause.  
 

 There are examples of good practice e.g. where this is acknowledged and 
accommodated by several universities in the UK and NL implementing policies of 
widened access and tailor-made programmes. Opportunities can be made more easily 
available to those wanting to access ULLL when recognition of their prior experiential 
learning is available and easily understandable to those wishing to engage in it.  
 

 Finally, Universities can and do provide ULLL for the sector that is relevant to 
employers and volunteers themselves. Flexible responses to the diversity in learning 
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needs can provide ULLL for the sector that is relevant to employers and volunteers as 
well as to the new role of universities in our changing society. 

 

Questions for discussion :  

 
As the Employability subgroup is opening the debate of this theme in the Conference, which 
leads into another specific workshop immediately following our presentation, we will not be 
discussing all of our above observations in depth. 
 
In relating volunteering to employability issues, however, some additional questions we can ask 
include: 

 

 How much do employers and other external stakeholders value (recognize, accept and 
build further on) the resultant academic achievement from participation by volunteers and 
their managers in ULLL?  
 

 Are funding bodies pushing towards professionalization of the sector? 
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ó10 Steps towards recognitionô 
  
 

Name  Jo Peeters 

Organisation Scouting Gelderland (NL) 

 

Objectives of your presentation:   
 

To make clear that, in the process of recognition on non formal learning, a lot of steps can be 
taken by the individual and the volunteer organization before making the connection with formal 
education to get the formal recognition.  
 
Summary of content:   
 

 Introduction of steps in the recognition process 
 

 Which steps can be taken by the individual 
 

 Which steps can be taken by the volunteer organization 
 

 Which tool are available for each step 
 

 Criteria for tools 
 
This will be done by: 

 

 Introduction 
 

 Presentation of steps and tools 
 

 Adaptation of these steps and tools to the needs and possibilities of the 
participants of  the workshop 
 

 Reflection 
 
Questions for discussion:  
 

 How are competences of volunteers validated / recognised in your country? 
 

 What are the risks of formal recognition for voluntary work? 
 

 How can we build bridges between formal and non formal education? 
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Recognition of competences in voluntary work  
 
 

Jo Peeters 
 
 
Why is it useful for volunteers to work on recognition of competences? 

 
Volunteers can have different goals for recognition of competences: 

 Personal development 

 Growth in their voluntary work 

 Development towards other kinds of voluntary work 

 Exemptions in their (vocational) education 

 Improving their position on the labour market. 
 
 
Why is it useful for voluntary organizations to work on recognition of competences? 

 
Recognition of competences can: 

 Contribute to the way the organization rewards the volunteers 

 Attract new volunteers 

 Create new ways of cooperation with other organizations 

 Contribute to a more professional view on voluntary work. 
 
 

Also employers can benefit from recognition of competences in voluntary work.  
 
It can help them to: 

 Find exactly that new employee who can offer something special 

 Discover hidden talents of their employees 

 Become aware of the value of volunteering 

 Develop a new way of looking at óôemployee volunteeringôô. 
 

 
How to develop a recognition strategy? 

 
Things to consider when developing a recognition/validation strategy: 

 Why do we want it? 

 What would be the aim of recognition? 

 Who wants validation? The volunteer? The organization? 

 Who are our target groups? What are their wishes and needs? 

 What resources are there to develop our recognition strategy (tools, good 
examples)? 

 
Recommendations 

 

 Maintain the óunique valueô of volunteering; no instrumenting to solve labour market 
problems. 

 Validation is just one (and not the decisive) puzzle piece of quality development. 

 Fit validation processes to organizations needs. 

 No devaluation if people do not see a need to validate or are not aware of the 
learning effects 
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 Do not artificially create a demand for validation ï no validation for the sake of 
validation. Validation needs a purpose 

 Certificates make only sense when they are approved (by employers, universities, 
volunteers)  

 Validation cannot replace other forms of support (e.g. financial)  

 Be aware of the effects of validation processes on the volunteers 

 Transparency of validation processes to all concerned (volunteers, companies etc) 
 

 
Recognition of competences: 10 steps for the volunteer 

 

Step 1  Commitment:  
Do I want to invest time and effort to get recognition? 

 
Step 2  Starting up & setting targets: 

What is my motivation to get recognition, and what are my goals? 
 
Step 3  Preparing personal profile:  
  How am I going to do this? 
 
Step 4  Retrospective, developing personal profile: 
  What have I done and learned until now? 
 
Step 5  Choosing the standard: 
  For example: the qualifications framework that is used in vocational 

education. 
 
Step 6  Valuation: 
  Comparing my competences with the standard I have chosen. 
 
Step 7  Finalising validation: 
  Getting formal recognition by an external institute. 
 
Step 8  Prospective: advise / personal development: 
  Making a plan for further personal growth/development/education. 
 
Step 9  Working on personal development: 
  Implementing the plan. 
 
Step 10 Empowerment: 
  I keep working on my personal development. 
 
 
 Recognition of competences: 10 ways to support the volunteer 
 
Step 1  Training certificate 
 
Step 2  Testimonial 
 
Step 3  How to describe your voluntary work on your c.v. 
 
Step 4  Competence profiles for the various positions of volunteers 
 
Step 5  Tools for self assessment 
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Step 6  Assessment by others (360º feedback) 
 
Step 7  Documenting products/results of the work of the volunteer 
 
Step 8  Gathering evidence 
 
Step 9  Offering a portfolio for volunteers 
 
Step 10 Making an agreement with institutes for formal recognition. 
 
 
Explanations ï criteria - things to consider: 
 
Step 1: 
A good training certificate mentions the contents of the training, how long the training lasted, 
the level (e.g. related to the European Qualifications Framework), and a reference to the 
(website of) the training institute. 
 
Step 2: 
A good testimonial gives a description of the work the volunteer has done, his 
responsibilities, and the level of autonomy: did he/she work with support, independent, or in 
an executive position. Itôs also important to mention the duration (1 year? 2 years?), the 
number of hours spend per day/week/month, and a contact person who can be called. 
 
Step 3: 
Things to consider: do you put your voluntary work under óôhobby/free timeôô or under óôwork 
experienceôô. Can you describe the importance of your voluntary work for the job you are 
applying for?  
 
Step 4: 
A competence profile is a list of competences that you can acquire by doing a certain 
voluntary job. It helps the volunteer to reflect on his own development. It also helps to 
óôtranslateôô the voluntary work to the labour market or to vocational education. 
 
Step 5: 
Self assessment is done by the volunteer to get an impression of the competences he/she 
has acquired. It also helps him/her to explore how useful these competences are outside the 
voluntary work. Self assessment can be done in two ways. One way is to define on which 
level he/she has acquired the competence; the other way is to compare the competence with 
an external standard. 
 
 
Step 6: 
Assessment by others [360º feedback] can support and strengthen, but also nuance and 
relativize, the outcomes of the self assessment. It can be done by other volunteers/team 
members he/she has worked with, the manager of the volunteer, the clients/members he/she 
has worked for. 
 
Step 7: 
One of the most important steps in the recognition process is that you are able to show 
examples of the work you have done as a volunteer. Here you can think of reports of 
activities, minutes of meetings, pictures/movies of things you have made or of activities you 
have performed. Also signed declarations of your manager, óôthank youôô-letters of 
participants, and your own written reflections on the job you have done can be useful. Be 
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sure that itôs clear what your role was: a general programme of a summer camp or a training 
course that you were responsible for is not enough. 
 
Step 8: 
Criteria for evidence are: authenticity (is it really about you), relevance (does it really say 
something about the work process and your level of control), topicality (how recent is it), 
quantity (how often have you done it, how many things have you made), and variety (have 
you done the voluntary work with different target groups and/or in different situations). 
 
Step 9: 
A portfolio is an organized collection of everything you have learned and all the (voluntary) 
work you have done. It can also contain personal information. The idea comes from the 
world of art, where artists use the portfolio to show examples of the work they have made. It 
can be digital, but also in the form of a case with everything on paper in it. 
 
Step 10: 
Institutes for formal recognition are different per country. Some countries have award 
systems, in some countries you have to get in touch with schools for vocational education 
and/or employers institutes. 
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10 steps towards recognition  

 

Summary of Discussion 

 

 How are competencies of volunteers recognised in your country? 
ǅ Generally delegates painted a diverse picture as to how the competencies of 

volunteers are recognised in their county. Overall there was a general feeling 
that the process of recognising competencies was quite highly developed in 
the Netherlands and that there were few (if any) processes of recognition in 
other countries such as Romania, Turkey and Italy. In TR there is ongoing 
formal work re VET, credit accumulation, the Bologna Process, (see 
http://ec.europa.eu/education/higher-education/doc1290_en.htm) 

 Would the 10 step approach help? 
ǅ Generally delegates felt that the 10 step approach was a useful starting point 

for recognising the learning of volunteers and there was an appetite for 
trialling the method within organisations. In particular the need for a formal 
standard was recognised to allow for comparison. Delegates also felt that the 
fact that recognition was well developed in the Netherlands could be used as 
a good example to campaign to policymakers for greater recognition within 
their home country.  

 Are there any suggestions for improvement? 

 Difficult for small organisations to resource this type of activity as they may see a 
tension between putting effort into recognising the learning (empowering) their 
volunteers and thus enabling them to move onto other volunteering or work. 

 Individuals could find it difficult to access all of the information required to recognise 
their learning 

 When should the 10 steps first be used ï maybe at a developmental stage i.e. get 
tem thinking before they volunteer 

 How can we empower the person to be able to communicate their learning and 
competences (e.g. in a job interview)? Universities have a role in this because of 
their academic authority 

 How can ULLL assist volunteers more in reflecting on their learning ï i.e. to be 
effective in their reflection? E.g. maybe ULLL programmes for volunteers can 
contain a module encouraging reflection on their development. Also how can 
voluntary organisations support this ï e.g. motivating volunteers for reflection? 

 Attitudes of employers to volunteering and LLL was discussed: 
ǅ Employers need to recognise the value of volunteering for employability.  
ǅ Even amongst those employers who say they value volunteering - where 

does it actually rank in the mix of other selection criteria? 
ǅ The value placed by employers will depend upon the volunteering role 
ǅ The value placed by employers will depend upon the job role and sector 
ǅ The value may also be dependent upon the interviewers own experience 

(e.g. if they were a scout they will value scout volunteers). 
ǅ In the UK students are being strongly encouraged to volunteer for their CVs 
ǅ Image of volunteering needs to be enhanced by the voluntary organisations. 

e.g. in FR a number of companies do not want people with large volunteering 
experience as they are concerned their focus will be on volunteering and not 
their job. 

http://ec.europa.eu/education/higher-education/doc1290_en.htm
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 It was noted for example in TR that most volunteers are employed and also that 
there is a correlation in TR and other countries between the level of education 
and volunteering i.e. more volunteers had a higher level of education 

 Prior to retirement can employees be targeted / encouraged to engage in 
volunteering ï e.g. by informing them of societal needs. Would need to adapt 
this to different age groups and also cultures. 

 Some companies (e.g. a pharmaceutical one in TR) have internal career 
schemes that actively value volunteering as part of career progression. How can 
ULLL underpin this? 
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óVolunteering as a potential step on the lifelong learning ladder in a 
university contextô 

  
 

Name  Ramona Dragomir, Alzbeta Mrackova, Andrea Waxenegger, Stefanie Woll 
Organisation VALUE Subgroup on Older Volunteers as Learners 

 

Objectives of your presentation:   

 
To present an overview of findings of the subgroup on the situation and initiate discussion with 
workshop participants 
 
Summary of content:   

 
In this session we will give a brief overview of findings of the subgroup on the situation of volunteering 
as a potential step on the learning ladder in a university context in our countries.  
 
This includes: 
 

 A short briefing on our understanding of the theme 
 

 A brief summary of our findings on collaboration between the universities and the volunteering 
sector for older volunteers as learners (existing general provision of learning opportunities for older 
volunteers at universities and in the volunteering sector; specific models of access for older 
volunteers as learners to University Lifelong Learning (ULLL); examples of collaboration of 
institutions in both sectors in developing/providing learning opportunities for older volunteers) 

 

 A reflection on our vision, existing barriers and recommendations for actions 

 
Questions for discussion:   
 

The presenters would invite participants to contribute to the discussion: 
 

 Can participants, from their experience, give any good practice examples of institutional 
collaboration (from close collaboration, e.g. providing courses, to less formal collaboration) 
between ULLL and the Volunteering Sector to provide learning opportunities for older volunteers 
as learners? 

 What do participants see as existing barriers for a closer collaboration between the universities 
and the volunteering sector? What recommendations for actions can they give? What our common 
vision? 
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óIntergenerational learning and volunteering in museums: a 
Slovenian example of an educational project between the Third Age 

University and museumsô 
  
 

Name Rajka Bracun Sova  
Organisation Independent Educator in Culture (SI) 

 

Objectives of your presentation:   

 

 To discuss intergenerational learning from the perspective of older generation(s) 

 To discuss the community learning role of museums and the place of volunteering within it 

 To present a museum volunteering educational programme for older adults, set up by the 
Slovenian Third Age University 

 To present and discuss some age-related cultural agendas  
 

Summary of content:   
 

This paper aims to discuss learning, which is taking place between generations, but outside the 
family/friends circle, from the perspective of older adult education. Community learning and older 
adult volunteering in museums will be discussed. It is widely agreed that learning between various 
age groups depends on how their position is perceived, their social identities and willingness for 
mutual learning, as well as on certain external factors that encourage and direct learning (e.g. 
Kump, Jelenc Kraġovec 2010).  
 
In contemporary pluralistic society, alongside ethnicity, race, gender, family, job, religion and 
health, age is becoming an increasingly important cultural identity system. In view of old age, this 
paper will discuss age-related cultural agendas when including older adults in a museum learning 
environment. It is argued that in an ageing society museums need to overcome the thinking of 
older people in terms of traditional age-related categories which often lead to ageism, but need to 
take into consideration the cultural context of their generation. Generations differ in cultural values 
due to objective (socio-historic) experiences and, more importantly, subjective interpretation of 
those experiences. Each generation has its own culture ï a set of beliefs, values, attitudes, 
meanings, knowledge, experiences. When developing educational programmes for older adults in 
terms of inclusive and intergenerational learning, museum professionals should consider the 
specific cultural considerations typical of older generations. In order to create meaningful and 
transformative learning experiences for older adults in museums, museum staff needs to be 
culturally competent: they need to have knowledge, skills and positive attitudes related to old age, 
older generation(s) and older adult education.  
 
In Slovenia an educational project was developed between the Third Age University and 
museums. In this collaborative project, students of the Third Age University receive topic- and 
purpose-oriented education and training for voluntary museum work, whereas museum staffs 
educate themselves to understand the value of volunteering for older peopleôs learning and to 
create new learning opportunities for the elderly in museums. The findings of the empirical 
research, carried out within the third-age-universities network and the museum network, showed 
intercultural incompetency in relation to older learners in museums, resulting mainly from age-
related stereotypes. We found out that older adults are willing to carry out voluntary work and that 
a museum is an appropriate place for the practice of volunteering. We also found out, however, 
that museum staffs do not see older volunteers quite in the same way as the volunteers see 
themselves.  
 
The partnership between the Third Age University and museums aimed at encouraging reciprocity 
and intergenerational solidarity. Within this educational project intergenerational learning was 
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directed on various levels: between museum volunteers and museum staff, between museum 
volunteers and museum visitors, and within museum volunteers (between two or more 
generations within the oldest age group).   
 
Questions for discussion:  
  

 What factors differentiate community intergenerational learning (learning outside the 
family/friends circle) and traditional intergenerational family learning? How do these 
differences affect educational practices (e.g. in museums)? 
 

 Learning and volunteering in late adulthood.  
 

 Are age-groups homogeneous?  
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Intergenerational learning and volunteering in museums: a 

Slovenian example of an educational project between the Third Age 

University and museums 
 

 

Rajka Braļun Sova 

Abstract 

This paper aims to discuss learning, which is taking place between generations, but outside 

the family/friends circle, from the perspective of older adult education. Community learning 

and older adult volunteering in museums will be discussed. In Slovenia an educational 

project was developed between the Third Age University and museums. In this collaborative 

project, students of the Third Age University receive topic- and purpose-oriented education 

and training for voluntary museum work, whereas museum staff educate themselves to 

understand the value of volunteering for older peopleôs learning and to create new learning 

opportunities for the elderly in museums. Within this new educational activity an age-related 

cultural agenda has emerged. Our research shows that older adults are willing to carry out 

voluntary work and that a museum is an appropriate place for the practice of volunteering. It 

also shows, however, that museum staff does not see older volunteers quite in the same 

way as the volunteers see themselves. In order to encourage reciprocity and 

intergenerational solidarity, learning had to be directed on various levels: between museum 

volunteers and museum staff, between museum volunteers and museum visitors, and within 

museum volunteers (between two or more generations within the oldest age group).  

 

 

Introduction 

 

In contemporary pluralistic society, alongside ethnicity, race, gender, family, job, religion and 

health, age is becoming an increasingly important cultural identity system. Old age is an 

important factor of social categorisation and exclusion (Jelenc Kraġovec, Kump 2010). 

Research showed that age-related stereotypes are even stronger than stereotypes related to 

gender and race (Schneider 2005, cit. in Braļun Sova et al. 2009). Within the very broad 

area of older people's volunteering and learning this paper will touch upon age-related 

cultural agendas when including older volunteers in a museum learning environment.  

 

It is argued that in an ageing society museums need to overcome the thinking of older 

people in terms of traditional age-related categories which often lead to ageism, but need to 

take into consideration the cultural context of their generation. Generations differ in cultural 

values due to objective (socio-historic) experiences and, more importantly, subjective 

interpretation of those experiences. Each generation has its own culture ï a set of beliefs, 

values, attitudes, meanings, knowledge, experiences (Field, Lynch, Malcolm 2008). When 

developing educational and volunteering programmes for older adults, museum 

professionals should consider the specific cultural considerations typical of older generation. 

In order to create meaningful and transformative learning experiences for older adults in 

museums, museum staff needs to be »culturally competent«: they need to have knowledge, 

skills and positive attitudes related to old age, older generation(s) and older adult education.  
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In Slovenia an educational project was developed between the Third Age University and 

museums. In this collaborative project, older students receive topic- and purpose-oriented 

education and training for voluntary museum work, whereas museum staff educate 

themselves to understand the value of volunteering for older peopleôs learning and to create 

new learning opportunities for the elderly in museums. I worked on this project between 

2007 and 2009, being an employee of the Third Age University during its first two years. The 

project included extensive research: research into older adults' experiences with voluntary 

work, motivation for volunteering in different fields, including museums (Furlan Braļun Sova 

2009); research into museum staff's experiences with voluntary work and their attitudes to 

volunteering, old age, and older volunteers in museum environment (Braļun Sova et al. 

2009); and research into the overall involvement of volunteers in Slovenian museums by 

providing data on the profile of volunteers and the management of volunteers in museums 

(Braļun Sova, Furlan 2011). Since in general statistical data on volunteering is rare, I will 

briefly present data on volunteering in Slovenian museums and then, in view of this paper, 

touch upon an old age related agenda that was showed by our research. 

 

 

Volunteering in Slovenian Museums 

 

The general EU Study of volunteering in the European Union (2010) shows a relatively low 

level of involvement in Slovenia. This chapter will report on our survey of Slovenian 

museums, identifying the profile of volunteers, volunteer tasks, reasons for involving 

volunteers, recruitment methods, and management of volunteers in terms of employment 

policies, training and expense cover, and non-involvement of volunteers (Braļun Sova, 

Furlan 2011).  

 

Voluntary work seems to be less appreciated in our culture; less than half (43%) of 

museums in Slovenia involve volunteers. More than half (55%) of volunteers are aged over 

55, and more than half (55%) of volunteers are men. Volunteers are predominantly well 

educated. Museums involve volunteers in a wide range of tasks, the most often of them 

being front-of house museum work (giving information to visitors, delivering educational 

programmes). More than a third (40%) of museums have been involving volunteers for two 

years or less. 

 

In terms of reasons, half of museums involve volunteers to cope with work overload and half 

of museums involve volunteers to give their work added value. The most popular methods of 

recruitment are »volunteers approach us« (46%), links with educational and cultural 

institutions (23%) and »word-of-mouth« (23%). The majority (73%) of museums does not 

have a volunteer manager. The research showed that providing support and supervision of 

volunteers, covering expenses, training volunteers, and having policies such as volunteer 

interviews and task descriptions, is not very common. 

 

More than half (57%) of museums do not involve volunteers. »There is no interest for 

volunteering« was the reason most frequently given. Museums frequently said that they 

»had not thought about it yet«. They were also concerned about the expense. The majority 

(83%) of museums said they are considering involving volunteers. They would involve 
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volunteers in a wide range of tasks, the most often of them being back-of-stage museum 

work (conservation, administration, research, technical work, and fundraising). 

 

Museums were also asked about advantages and disadvantages of involving volunteers. 

They see benefits in »free workforce«, »museum's added value« and, to a lesser extent, in 

»user involvement«. Drawbacks were related to »short-time workforce«, »additional work for 

employees« and, to a lesser extent, to »low quality of volunteers' work«.  

 

 

Cultural Mediators: The Educational Project between the Third Age University and 

Museums 

 

The educational project Cultural Mediators was conceived by the Slovenian Third Age 

University in partnership with several museums. Its aim is to encourage and develop older 

people's voluntary activities in the field of culture, most notably museums, thus rendering 

education of older people and lifelong learning both socially visible and socially useful. 

Within this project students of the third age university gain knowledge and skills in different 

topics that are of interest to the museum as well as to volunteers themselves. In parallel, 

museum workers participate in educational programmes in order to better understand the 

nature and value of voluntary work, and to create (new) voluntary roles for older people 

within museums (Braļun Sova 2009).  

 

The Slovenian Third Age University, who initiated the educational project, is a non-

governmental organisation (association), dating back to 1984; at that time this was the first 

third age university in Yugoslavia. The Third Age University is an acclaimed educational 

organisation and the most widespread model of older adult education in Slovenia. (NB. In 

Slovenia the university of the third age is not linked to formal university; it has its own 

concept and practice of programming and teaching.) In 2011, the time of the VALUE 

conference, the Slovenian Third Age University is a network of 45 universities in 43 towns, 

larger and smaller. It runs several educational programmes, aimed at personal growth and 

social inclusion of the elderly. It is also an interesting intergenerational activity, involving 

individuals from youth to old age; mentors (»teachers«) are from different generations, 

whereas university students are, of course, the retired (to learn more about the Third Age 

University in Slovenia (see Findeisen 2010).  

 

Museums were very responsive to the third-age-university's initiative to include older 

learners as volunteers. They lacked experiences with volunteers and older learners as 

volunteers, however. The findings of the empirical research, carried out within the third-age-

universities network and the museum network, indicated »cultural incompetency« in relation 

to older learners as volunteers in museums, resulting mainly from museum staff's implicit 

theories of old age. We found out that older learners are willing for voluntary work and that 

culture is the field in which they would most like to play an active voluntary role (more than in 

sports, religion and education). We also found out, however, that museum professionals do 

not see older learners as volunteers quite in the same way as the older learners see 

themselves (Braļun Sova et al. 2009; Furlan, Braļun Sova 2009). 

 

Important differences emerged within motivating factors for volunteering between older 

people. In our research we compared older people's motives for volunteering and the same 
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motivation (i.e. older people's motives for volunteering) according to museum professionals. 

From the list of eight motives for volunteering older people most often chose socio-historical 

motivating factors (such as »to contribute knowledge and skills«), whereas museum 

professionals most often chose developmentally-related motivating factors for older 

volunteers (such as »to cure loneliess«). The result was statistically relevant with differences 

between responses of students of the third age university and museum staff (Braļun Sova et 

al. 2009; Furlan, Braļun Sova 2009). 

 

It is necessary therefore that educational partnerships, which involve different generations, 

aim at encouraging reciprocity and intergenerational cooperation. Within the programme 

Cultural Mediators intergenerational learning was directed on various levels: between 

museum volunteers and museum staff, between museum volunteers and museum visitors, 

and within museum volunteers (between two or more generations within the oldest age 

group). It was an intentional, planned and organised activity. Further research into the 

necessary conditions (knowledge) for intergenerational learning and volunteering in 

museums is needed. 

 

 

Conclusion 

 

Learning between various age groups depends on how their position is perceived, their 

social identities and willingness for mutual learning, as well as on certain external factors 

that encourage and direct learning (Kump, Jelenc Kraġovec 2010). ñKnowledge, professional 

skills and attitudes displayed by those dealing with adult education, their ability to motivate 

adults to go on learning, are often decisive for their destiny. In post-modern times adult 

educators need different competencies from those they have needed so far.ò (Findeisen 

2004) 
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Older volunteers as learners and Intergenerational training and 
volunteering in museums 

 
 

Summary of Discussion  
 

The discussion included the exploration of three topics: examples of collaboration 
between Universities and the volunteering sector (there were examples from many 
countries around the table), barriers for closer cooperation between them and 
recommendation for action. Recommendations referred to defining joint activities, the 
need for awareness in both sectors and their contributions toward each other.  
 
There were discussions also on some barriers for older people volunteering, e.g. health 
and safety.  Views were expressed that health and safety issues pertain to all 
generations. i.e. we should not think of the health-and-safety-based stereotyping of older 
people. The idea of recognizing and using older people's potentials is very important in 
the field of volunteering, if we as society want to benefit from their knowledge, skills and 
values.    
 
The group discussed the cultural diversity in definitions of óolder person óï is 65+ or 50+ 
or older? There were questions on intergenerational dialogue in volunteering.  
 
The participants also discussed the importance of meaningful volunteer activities for 
older volunteers (e.g. the volunteer programme Cultural Mediators in Museums - A 
Slovenian case study), and some discussion was around  the theme of The Third Age 
University (U3A), i.e. different models of third age universities in Europe (e.g. the 
Slovenian model is not linked to the formal university like in France or Austria).In 
Slovenia U3A is more independent, which results in more community-based activities it 
offers for older learners.   
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óThe Third Sector as a School of Skills and Citizenshipô 
  
 

Name  Pau Vidal, Sandra Guell, Joana Mundo, Ana Villa, Maria Sureda, Marina Albinyana 
and  Laura Vidal. 

Organisation Observatori Tercer Sector (ES) 

 

Objectives of your presentation:  
 

 Show  the skills and values that are stimulated by  involvement in the organisations of the  
third sector  
 

 Identify how do people take advantage of those values and skills in the course of their life 
 

 Highlight the social value of the learning acquired within the third sector organisations 
 

 Raise issues to discuss about the topic in depth 
 

Summary of content:  
 

Introduction: 
 
Nowadays, education and skills are essential to achieve social recognition and to be successful in 
the professional life. Education is a holistic and synergetic process, where a complex combination of 
all the experiences lived by the individual are involved. Thus, informal, non-formal and formal 
education is interrelated, and they all play a worthy role in the development of the individuals. 
However, non-formal education still remains undervalued by society and by the public and private 
sectors. On the one hand, the public sector may give a greater support to non-formal education by 
promoting the involvement of citizenship in the third sector and by contributing to strengthen it.  On 
the other hand, the private sector may recognise this learning and confirm its usefulness in 
professional life by incorporating new approaches into their human resources departments.  
 
There are many reasons to value non-formal education, that can be summarised as follows: 

 

 It is based on practical experiences 
 

 It builds up common and shared learning 
 

 It stimulates a critical attitude towards the social environment 
 

 It develops skills in specific situations 
 
This workshop aims to highlight the value of the learning acquired within the non-profit organisations 
and make a step forward to the recognition of the third sector as a training place to develop skills 
and values with essential social worth. 
 
Conclusions: 
Four possible situations for the future had been identified in previous researches: 

 

 Organisations are not socially recognised as training institutions but they are seen as 
denouncement agents 
 

 Profile assessment of individuals depends on their whole experience, taking into account 
different groups of experiences 
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 Non-formal education is officially recognised 
 

 Recognition of non-formal education is regulated by external evaluation mechanisms 
 
For each situation, positive and negative aspects are assessed, taking into account multiple 
elements that can influence the state of the situation. Some of those elements depend on the 
abilities of the organisations and can be improved, and some are completely external. Beyond the 
analysis of the possible situations, we consider how to improve the internal skills of the 
organisations like the management, the communication and relationship sphere, and the evaluation 
of the impacts. We also consider the role of other social agents to advance towards a social 
recognition of the third sector as a school of skills and citizenship. 
 

Questions for discussion:  
 

 What kind of learning is acquired in the third sector?  
 

 What kind of value does that learning have (personal, social, educational, etc)? 
 

 What can that learning be useful for? Are the skills and knowledge acquired useful for other 
life experiences? 
 

 Which are the main skills required in the working world? 
 

 Which is the social perception of the educational role of the third sector? Does it have any 
recognition from the formal educational sector and other social agents? 
 

 What can we do to consolidate its recognition as an educational and training agent in 
society? What may the public and private sector do? 
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The third sector as a school of skills and citizenship 
 
 

Pau Vidal 
 
Introduction 
 
Nowadays, education and skills are essential to achieve social recognition and to be 
successful in the professional life. Education is a synergycal process, where a complex 
combination of the whole experiences lived by the individual are involved. Thus, informal, 
non-formal and formal educations are interrelated, and they all play a worthy role in the 
development of the individuals.  
  

 
 
However, non-formal education still remains undervalued by the society and by the public 
and private sectors. On the one hand, public sector may give a greater support to non-
formal education by promoting the involvement of citizenship in the third sector and by 
contributing to strengthen it. On the other hand, private commercial sector may recognise 
this learning and confirm its usefulness in the professional life by incorporating new 
approaches into their human resources departments.  
 
There are many reasons to value non-formal education, which can be summarised as 
follows: 

 It is based on practical experiences 

 It builds a common and shared learning 

 It stimulates a critical attitude towards the social environment 

 It develops skills in specific situations 
 
In this presentation, we consider what kinds of learning are generated by the third sector 
organizations, in what status they are in the balance social learning and the value they may 
have on the professional world.  
 
 
 Social agents involved in the learning process: 
 
In the process of learning, many social actors are involved. From a global approach, the 
main agents to be considered are 3: the third sector, the public sector, and the commercial 
sector. 
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Vision of each actor: 

 Third sector: third sector asks for a greater recognition of the learning acquired in 

their organizations, but they donôt intend to overly regulate it because they value 
informal and non-formal education by itself, and not for the possibility of an official 
regulation.  

 Public sector: government institutions show some interest on the training in the third 

sector. They offer some programs which include non-formal and informal education 
but they are not particularly aware that many of the third sector organizations already 
provide such training. 

 Private commercial sector: the assessment of what is known as the sector skills 

are still not directly linked to the learning acquired in the third sector. The selection 
process of the working team considers some training or experience in skills, attitudes 
and values without taking the education provided by the non-profit organisations into 
account.  

 

 
The learning  

 
We can consider two global levels in the learning acquired within the non profit sector: 

 Organizational management 

 Learning related to the organization purpose 
 
The learning acquired in the first level is common and shared by different kinds of 
organisation, and are inherent in the fact of being part of a non profit organisation. The 
second level varies depending on the type of organisation and the specific processes within. 
Each organisation may attach more or less importance to the learning process and the job 
position would also influence. 
 
Broadly speaking, the competences and skills that third sector stimulates are the following: 

a. Socialisation and relational skills: 

 Empathy 

 Sociability 

 Understanding abilities 

 Solidarity 

 Interculturality  

 Respect 

 Coexistence 

 Dialogue 

 Institutional relationship 

 Negotiation 

 Tolerance 
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 Reaching-consensus abilities 

 Cooperation 
b. Management: 

 Organisation of activities 

 Project management 

 Planning 

 Grant management 

 Organisational abilities 

 Enterprising attitude 
c. Working in team: 

 Team management 

 Coordination skills 

 Leadership 

 Working in team and networking 
d. Participation and commitment: 

 Social commitment 

 Importance of social actions 

 Responsibility 

 Citizenship awareness 

 Sharing abilities 

 Engagement  
e. Specific education: 

 Value of the long learning processes 

 Intercultural, environmental, etc. education 

 Learn to learn 
f. Personal learning: 

 decision-making skills 

 abilities to assume challenges 

 Self-confidence 

 Self-esteem 

 Autonomy 

 Critical attitude 

 Analytical skills  

 Motivation 

 Ability to adapt to situations 
g. Values: 

 Coherence 

 Responsibility 

 Social awareness 

 Friendship 

 Peace 

 Trust in the others 
h. Communication: 

 Social communication 

 Oratory ï speak in public 

 Relational and communicational skills 
 
The methods used by the organisations vary. The main learning is acquired by the 
experience, by doing the daily tasks (learning by doing). There are also some educational 

activities like conference, summer schools, courses, meetings, educational materials, or 
external education. 
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The existence of educational planning in the organisations is still unusual, and it is found 
almost only in the educational organisations. It is the same case for the evaluation process. 
The learning profit can be considered from two approaches: 

 Usefulness in the personal life, related to the global development of the individual. 

 Usefulness in more technical areas, e.g. the professional life. 
 
 
Current situation 

  
To analyse the current situation we have considered the weaknesses, the strengths, the 
threats, and the opportunities of the third sector nowadays:  
 

Weaknesses 

 There is a lack of systematisation in the learning management and impact 

 Weak communication system with society and other social agents 

 Nonexistence of evaluation indicators of the learning acquired 

Strengths 

 Know how 

 Significant networking inside the third sector 

 Prioritization of the participation as a key element 

 Team working 

Threats 

 Sociopolitical unselfishness for social participation 

 Perpetuation of the image of the traditional formal education 
Opportunities 

 Increasing of the valorization of the skills 

 Take profit of the organizational specialization 

 
What does the third sector think? 

 The learning it is offering should be recognised 

 It is needed to improve the communication to pass on to the society 

 Although the training actions are a priority, this image does not meet the image that 
society has 

 The participants have to be aware of the development they have experimented 

 There is a need to formalise the training processes  

 Some evaluation processes have been done, but it should consider the long term 

 There are some difficulties to establish an indicator system to evaluate the learning 
acquired 

 There is some risk to derive into the interested recognition  
 
What does the public sector think? 

  Some competences and attitudes are recognised 

 The relationship with the organisations is not as fluent as it could be 

 Grants focus on technical objectives, and do not consider all the training side 

 Difficulties related to the limited flexibility of the public sector 
 
What does the private commercial sector think? 

 It does not know the third sector and the relationship is almost nonexistent 

 In the personal selection, some aspects of the personal experience are considered, 
and some values are considered as more frequent in people that had participated in 
the third sector. 
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 The impact and the recognition of the fact that the applicant has participated in a non 
profit organisation are evaluated according to the position and the responsibilities 
assumed there. 

 
What do the participants think? 

 They do not establish a direct relation between their professional and social 
experiences 

 They expect more recognition from the private commercial sector than from the 
public sector 

 An indicator system is seen as favourable 
 
  

Future perspectives 

 
By imagining future situations we aim to analyse the opportunities and threats that can 
influence the evolution of the current situation.  
 
Specifically, we have identified four possible situations: 

 Situation A - Organisations are not socially recognised as training institutions 

and they have a claiming image 

 Situation B - Profile assessment of individuals depends on their whole 
experience, taking into account different groups of experiences 

 Situation C ï Non-formal education is officially recognised 

 Situation D - Recognition of non-formal education is regulated by external 

evaluation mechanisms 
 
 
 
 
 
The third sector has not achieved an increase in the recognition of its work in social or 
educational level. The main cause would be a lack of planning the process of raising 
awareness of its contribution in the learning process of the individuals. Maybe the strategy 
hasnôt provided tools or ideas for recognition procedures to those agents so they can 
formalize it. 
 
Both public and private commercial sector still donôt have programs or concrete actions that 
take into account the non-formal and informal education. Moreover, these agents have seen 
how the third sector claimed for a greater recognition but they donôt have the tools to reach 
it, so they have developed a claiming image of the third sector. 
 

Positive aspects: 
a. Institutions have greater flexibility to provide training services. 
b. Organizations do not have the need to assess the impact of their training activities. 
 
Negative aspects: 

a. The participants and leaders of organizations are aware that it has an 
unfavourable image of the sector that is not adjusted to reality, what affects them 
personally as members sector.  

b. The organisations have a great heterogeneity and, because of that, they are not 
able to control or establish standard criteria for recognition of the training given. 

c. There is no cohesion in the communication policies of the sector, so institutions do 
not externalize their work. 

Situation A: Organisations are not socially recognised as training 

institutions and they have a claiming image. 
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d. The Administration does not value the organisations for their work but it gives 
grants as a constitutional duty. 

e. The image of the sector adopts a confrontational role, against the will of itself.  
 

 
 
 
 
In a world where more and more the person is valued for its global capabilities, we have 
adopted a tendency to value personal profile through its integral experience. Studies are not 
considered as blocks and are considered in smaller units (e.g. subjects), and the overall 
assessment is generated from the formative development or complete itineraries, 
considering other experiences. 
 
The formal education system has also integrated this way of setting individual paths, which 
allow the person to build his own profile. Due to the lack of specific training it is necessary to 
consider every aspect when it comes to value each person 

 
Positive aspects: 
a. The path within the organisations becomes a part of the natural history of each 

individual. 
b. Participation in third sector organizations is commonly accepted, and it increases 

the number of people participating in these organizations because it a positive 
aspect in life experience. 

c. The continued commitment of people in these organizations stimulates the 
popularisation of the associative experience, favouring a dissemination of the 
work done in society. 

 
Negative aspects: 
a. Recognition can attract people that are more interested in the recognition that in 

the social participation. 
b. Naturalization can eventually create a lack of motivation, since it can bring to 

some lost in the initial 'philosophy'. 
c. The wide dispersion of training offered requires a deeper understanding of the 

training offered by the agents that will assess it, in order to appreciate their take 
on individuals. 

 
 
 
 
After the constant claim of the organisations, governments are beginning to offer validation 
and academic credits for participation in the third sector. However, there is a lack of 
regulation of the type of tasks that are performed, and no works to ensure the quality of the 
training. 
One consequence is that work in an organization has lost some of its traditional 
involvement, as more and more people join these organizations to get this kind of 
recognized qualifications or approvals. 

 
Positive aspects: 
a. The organisations have achieved recognition of their work and social training. 
b. The participants will be rewarded by the time they spend on participation in the 

form of credits or degrees recognized. 
c. The attraction of the validation and recognition approach attracts people who 

otherwise would not have had any contact with community organisations. 
 

Situation B - Profile assessment of individuals depends on their whole 

experience, taking into account different groups of 

experiences 

Situation C ï Non-formal education is officially 

recognised 
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Negative aspects: 

a. The recognized qualification and validation for credit attracts a large 
number of people that donôt feel involved with the values of the third sector. 

b. Voluntary involvement loses its essence to create secondary interests. 
 

 
 

 
 
 
The third sector has worked to develop systematic training programs. Each organization is 
aware of learning that is acquired by participating in its organisation, can it can be 
demonstrated. It has been established a tool for recognition of external quality control, 
based on a standard system, which validates the level of acquisition of learning.  

 
Positive aspects: 
a. Training is still exercised by organizations that works for ensure quality training. 
b. In order to formalize the education given in the organizations from an inside job 

increases the involvement in the work of the participants and their responsibility, 
while also increases the awareness of the learning that is acquired. 

c. Outsiders who do not know the work done by the organisations have an official 
endorsement that regulates and evaluates the training that the sector is offering. 

 
Negative aspects: 

a. The organisations are required to have more systematic training plans, which 
imply the need of more resources in this area. 

b. Leisure component has been reduced due to the systematization of the new 
training channels. 

 
Recommendations 

 
There are three consecutive steps that can be applied to all agents (third sector, public 
sector, and private commercial sector). These steps are meant to improve the recognition 
and the social valorisation of the learning acquired in the third sector organisations. 

 

 

Situation D - Recognition of non-formal education is regulated by 

external evaluation mechanisms 
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The Third Sector as a School of Skills and Citizenship  

 

Summary of Discussion  

 

 Skills and citizenship: two sides of the same coin:  
ǅ Acknowledgement of citizenship skills; and recognition of those skills also 

gained through volunteering; social recognition; recognition through 
certificates; recognition as an incentive for volunteering 

ǅ Volunteering with the objective of getting skills and a job afterwards; 
certificates which recognize those skills, but that may be perceived not just as 
recognition, but as payment.   

 Recognition of skills: 
ǅ Book of experiences 
ǅ Skills certificates like Youthpass 
ǅ Certificate of achievement.  

 Recognizing authority: 
ǅ Universities 
ǅ Accredited institutions   
ǅ Certificate and credit.  

 Why volunteering for getting life skills? Why are secondary schools not offering these 
skills? 

 Accessibility of volunteering: a positive outcome may be represented in going beyond 
the middle class and involving other groups (i.e. marginalized groups), showing them 
how volunteering could be useful for them as well.   

 How to avoid that volunteering is perceived as a substitute to paid jobs and as a job 
without economic reward: it should be said very clearly what is volunteering, which 
are the values of volunteering, which are the contributes of volunteering to society, 
and what volunteering produces in terms of personal development, social networks, 
well being.  

 Cultural, social, situational and age differences, as grounds of changes in approaches 
and perspectives in volunteering: 
ǅ In Serbia, Bosnia, Croatia and Macedonia there is no generation gap. People 

are overall cynical about volunteering because the biggest issue is 
unemployment. There is the need of telling people what is the difference 
between volunteering in the past and now, that now it is no more compulsory, 
but under free will. There is the need to change perception about this, as 
many people are closed in their problems and prefer to isolate themselves.     

ǅ In the UK volunteers are perceived as socially good citizens. Sometimes 
people donôt even recognize themselves as volunteers, but people that take 
social action and participate in social movements. They do what their parents 
did.  

ǅ The assumption of scarce volunteering will among senior citizens coming from 
Eastern Europe was brought up thanks to a project involving in exchanges 
100 senior citizens coming from that area. In the past they were obliged to 
volunteer for common good. Therefore, the assumption before beginning 
these exchanges was that there could be problems in finding people 
interested in international volunteer exchanges, as other obstacles may have 
been language barriers and not used to travel. Instead, there were no 
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problems in finding volunteers and there was an enormous interest and 
willingness to participate in international exchanges.  

 Corporate volunteering:  
ǅ Another disturbing factor for defining what is volunteering 
ǅ Corporate volunteers are grateful to their companies 
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ñLLL through volunteering: Principles, intercultural aspects and 
good practices.ò   

 
 

Name Malgorzata Kolodziejczyk, Sabine Remdisch, Emrah Yēldērēm 
Organisation VALUE Intercultural Dialogue Subgroup 

 

Objectives of your presentation:   

 
To explore, through discussion, ways of involving volunteers in intercultural dialogue and the impact of 
intercultural dialogue on volunteers and target groups. 
 
Summary of content:   

 
In this session we will give a brief overview of the findings of the subgroup about intercultural dialogue, 
in the volunteering context, in each of our countries.  
 
This includes: 
 

 A short presentation of the theory of intercultural dialogue 
 

 LLL through volunteering ï principles 
 

 ñIntercultural aspects of volunteeringò  and interactive discussion of the rules put into the 
manual  

 
Questions for discussion:   

 
The presenters invite participants to contribute to the discussion: 
 

 How can volunteers be involved in getting people from different cultures together? 
 

 What are the benefits of intercultural interaction for volunteers and target groups 
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