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BACKGROUND 

In spite of the European economy’s recovery, young people across Europe continue to face 

high levels of unemployment; in most partner countries the respective rates are alarmingly 

high (April 2013: Portugal 42,50%, Spain 56,40%, Hungary 27,40%)1.  

In order to face this reality, “effective training programmes need to be accessible to all 

young people in order to ensure that they have the necessary skills to apply to a variety of 

positions in the EU. One of the main priorities of the EU must be to ensure that there are 

prospects for growth and provide employment to young Europeans” (EC Vice-president 

Antonio Tajani, Industry and Entrepreneurship, 2011). 

Based on this, the ENTER project was designed under the Leonardo da Vinci, Transfer of 

Innovation European programme (2012-2014) transferring two successful approaches, i.e. 

the 

• Enterprise Award – an innovative curriculum focused on entrepreneurship (UK) 

• Learn Empowerment - an empowerment model and its guidelines and training 

materials (Austria). 

The ENTER project seeks a solution to the needs identified above, by addressing youth 

unemployment via boosting entrepreneurship and new mind-sets in young people, raising 

awareness of self-employment as a career option. 

The project will produce four didactic materials: 

The ENTER ENTERPRISE CURRICULUM 

The ENTER TOOLBOX - Learning Materials, Methods, and Case Studies for Self-Directed 

Learning, 

The ENTER Exercises & Work Sheets for Self-Directed Learning and the present document 

and the ENTER Guidelines for Integration of Self-directed Learning into Vocational Education 

and Training for unemployed Youngsters 

                                                             

1 Source: http://de.statista.com/statistik/daten/studie/74795/umfrage/jugendarbeitslosigkeit-in-europa/, 2nd of July 2013 
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1. Theoretical approach to self-directed learning (SDL) 

 

Self-directed learning as a process  

SDL is a process of learning in which people take the primary initiative for planning, carrying 

out and evaluating their own learning experiences. This form of learning can take place 

both inside and outside institutionally based learning programmes. For most people, being 

self-directed in one’s learning is a natural part of adult life. There are several types of 

models for describing self-directed learning as a process, represented by mixture of 

conceptual, empirical and experientially derived views.  

 

The purpose of self-directed learning  

According to Knowles, Hiemstra, Mezirow, Collins and others2, self-directed learning has 

three major broad aims:  

1. To enhance the ability of young learners to be self-directed in their learning.  

This goal is primarily grounded in the assumptions of humanistic philosophy, which 

posits personal growth as the goal of learning. The main representatives of this 

concept are Brockett and Hiemstra (1991). They state "that human nature is basically 

good... that only by accepting the response 

2. bility for one’s own learning is it possible to take a proactive approach to the learning 

process... that means also personal autonomy and freedom to make choices." 3 

 

3. To foster transformational learning as central to self-directed learning.  

This goal is found primarily in Mezirow's (1985) and Brookfield's (1985)4 work. They 

state that "there is probably no such thing as self-directed learning, except in the sense 

that there is a learner who can participate fully and freely in the dialogue through 

which we test our interests and perspectives against those of others and accordingly 

modify them and our learning goals." In essence, youngsters need to reflect critically 

                                                             

2 Source: Learn Empowerment Guidelines, 2010, p11 
3 Source: Learn Empowerment Guidelines, 2010, p11 
4 Source: Learn Empowerment Guidelines, 2010, p11 
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and have an "understanding of the historical, cultural and biographical reasons for 

one’s needs, wants and interests. Such self- knowledge is a prerequisite for autonomy 

in self-directed learning."  

4. To promote emancipatory learning and social action as an integral part of self-directed 

learning. This ability to be self-directed in one’s learning is conceived as both a set of 

personal attributes and, specifically, skills (Hiemstra, 1991, Caffarella & O‘Donnell, 

1989 5). The goal of promoting emancipatory learning and social action includes not 

only the examination by learners of the socio-political assumptions under which they 

learn and function, but the incorporation of collective action as an outcome. That also 

means viewing self-directed learning as merely a technique "to condition the individual 

into taken-for-granted acceptance of what is offered. ... Unequivocal focus on 

emancipation as a core concern" (Collins, 1996)6.  

 

Models of self-directed learning  

Linear Models  

These models offer learners the opportunity to move through a series of steps to reach 

their learning goals in a self-directed manner. The resulting frameworks of the learning 

process for these models include many elements of the traditional teaching process. For 

example Tough's (1979)7 comprehensive description of self-directed learning, which he 

termed self-planned learning, proposes a model of thirteen steps in self-planned (directed) 

learning projects, representing key decision-making points about choosing what, where and 

how to learn:  

1. Deciding what detailed knowledge and skill to learn...  

2. Deciding the specific activities, methods, resources, or equipment for learning...  

3. Deciding where to learn...  

4. Setting specific deadlines or intermediate targets...  

5. Deciding when to begin a learning episode...  

6. Deciding the pace at which to proceed during a learning episode...  

                                                             

5 Source: Learn Empowerment Guidelines, 2010, p12 
6 Source: Learn Empowerment Guidelines, 2010, p12 
7 Source: Learn Empowerment Guidelines, 2010, p12 
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7. Estimating the current level of his (sic) knowledge and skill or his (sic) progress in 

gaining the desired knowledge and skill...  

8. Detecting any factor that has been hindering learning or discovering inefficient aspects 

of the current procedures...  

9. Obtaining the desired resources or equipment or reaching the desired place or 

resource...  

10. Preparing or adapting a room (or certain resources, furniture or equipment) for 

learning or arranging certain other physical conditions in preparation for learning...  

11. Saving or obtaining the money necessary for the use of certain human or nonhuman 

resources...  

12. Finding time for the learning...  

13. Taking steps to increase the motivation for certain learning episodes... 

 

Interactive Models  

These models suggest that the learning process is not so well planned or linear in nature. 

Rather, there is an emphasis on two or more factors, such as opportunities people find in 

their own environments, the personality characteristics of learners, cognitive processes and 

the context of learning, which collectively interact to form episodes of self-directed 

learning.  

For example Spear‘s (1988)8 model rests on three major elements: the opportunities people 

find in their own environments, past or new knowledge and chance occurrences. The 

process of self-directed learning can be reduced to seven principal components:  

Knowledge  

1. Residual knowledge: knowledge the learner brings to the project as a residue from 

prior knowledge  

2. Acquired knowledge: knowledge acquired as part of the learning project  

 

                                                             

8 Source: Learn Empowerment Guidelines, 2010, p13 
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Action  

3. Directed action: action directed toward a known or specific end  

4. Exploratory action: action that a learner chooses without knowing what the outcomes 

might be or with certainty that any useful outcome will ensue 

5. Fortuitous action: action that the learner takes for reasons not related to the learning 

project 

 

Environment  

6. Consistent environment: includes both human and material elements that are regularly 

in place and generally accessible  

7. Fortuitous environment: provides for chance encounters that could not be expected or 

foreseen and yet affect the learner and the project  

 

Instructional Models  

This category represents frameworks that instructors in formal settings could use to 

integrate self-directed methods of learning into their programmes and activities. That 

means making allowance for more learner control and independence within these settings.  

For example Grow’s (1991)9 staged self-directed learning model outlines how teachers can 

assist learners to become more self-directed in their learning:  

Stage 1: learners of low self-direction who need an authority figure (teacher, mentor) to tell 

them what to do  

Stage 2: Learners of moderate self-direction who are motivated and confident but largely 

ignorant of the subject matter to be learned  

Stage 3: Learners of intermediate self-direction who have both the skill and the basic 

knowledge and view themselves as being both ready and able to explore a specific subject 

area with a good guide  

                                                             

9 Source: Learn Empowerment Guidelines, 2010, p14 
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Stage 4: Learners of high self-direction who are both willing and able to plan, execute and 

evaluate their own learning with or without the help of an expert  

 

Within these stages we can outline possible roles for the teacher or facilitator, depending 

on the learner’s stage. Good teachers individualise their teaching strategies to match the 

learner’s stage of self-direction and allow the learners to become more self-directed in 

their learning. 

 

The LOT-House concept – implementation of SDL courses for socially disadvantaged 

people10 

Work in the LOT-House (“LOT” is short for “Lernen, Orientieren, Tun”/learning, orienting, 

doing) aimed at empowering (long-term) unemployed and socially disadvantaged people 

from the region of Korneuburg (Lower Austria). The main focus was on developing the 

students’ competences by making a combined course of training and guidance. 

More information related to the LOT-House concept can be found in the ENTER Toolbox. 

 

Evaluating learning processes 

However, evaluating learning processes should be one element for learners in the SDL 

approach. This can be done before, during and after a learning process. Instruments can be 

distinguished between self-assessment (a learner evaluates her/his learning by him-

/herself) and external assessment (a tutor or another learner [peer assessment] evaluates 

the learning of another learner). 

Methods/tools of SDL use both approaches and they often combine self-assessment and 

external assessment. In SDL approaches in particular, there is a range of instruments in use, 

quite different from the traditional forms of written or oral tests. Assessment methods 

include: 

                                                             

10 Source: Learn Empowerment Toolbox, 2010, ps 33 - 40 
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• observation of activities in the learning environment, such as role play, simulations, 

practical activities, discussion, performance;  

• questioning, oral or written, informal or formally structured; 

• structured tasks undertaken in the learners’ own time, such as a project, a practical 

exercise, an essay, a case study or assignment, production of a video, CD ROM, 

exhibition, show, display; 

• structured tasks or tests undertaken in timed conditions, such as written, oral or 

practical examinations. 

 

All assessment methods should be: 

Valid 

Assessment should measure what it claims to measure and what it is important to measure; 

in other words, there should be a close fit between the assessment method/s and the 

learning outcome/s. For example, if the learning outcome is to be able to design a poster or 

a marketing campaign, an essay is an invalid assessment method. However, if the learning 

outcome is to understand how to write a report, then the writing of a report is a valid 

assessment method. 

Reliable 

The assessment result should be replicable and consistent either under different 

circumstances, or with a different assessor. Assessment methods should be appropriate for 

the form of assessment. For example, an initial assessment should build confidence and not 

deter a learner from appropriate progression. 

Inclusive 

Assessment methods should not raise unnecessary barriers to the demonstration of 

achievement. For example, a dyslexic learner should not be asked to produce a timed 

assignment without support. 

Evidence can be tailored to the needs of individuals or groups and should always be 

flexible, varied and appropriate. Therefore, a learner with physical difficulties may provide 



  

ENTER – GUIDELINES Page 15 www.enterproject.eu 

visual or oral evidence – photos, tapes, videos – rather than the notes and reports 

produced by the rest of the group. 

 

• To deliberately handle our innate and acquired learning abilities we call "learning 

competence". Understood as the ability to manage a learning process it comprises 

among others the ability to determine learning goals autonomously, to take control 

over learning methods, to organise basic conditions of learning in a self-directed way 

(e.g. learning times and locations) and to evaluate the results of learning. 
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2. Working with unemployed youngsters 

 

Investigations have shown that unemployed young people do not fully benefit from 

participating in traditional training:  

• They receive knowledge and/or skills which they do not need  

• They cannot cope with the presentation of learning content  

• They are not motivated and flexible enough to adjust their newly acquired knowledge 

to their future work situation  

• Because they remain unemployed, they are sent on another course and subsequently, 

a third course etc. They show a "training course career" instead of job career.  

 

Whereas concepts for self-directed learning exist for higher education (post-graduates, 

university education, eLearning and management training), self-directed learning rarely 

offers concepts for training low-qualified individuals particularly focusing on the provision 

of entrepreneurial aspects for those target groups. 

11 

A commentary on work being pursued at the interface of economic, employment and social 

policies by the Organisation for Economic Co-operation and Development (OECD) states 

that "(…) special efforts are required, however, for those who leave school early and those 

                                                             

11 Graph 1: Source: Eurostat - Participation of population aged 18+ in lifelong learning (trng_lfs_det1), download 14th of June 
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who have low levels of qualifications. This draws attention to the importance of recognising 

the learning that occurs outside formal educational institutions. Youngsters with low 

qualifications can benefit from mechanisms that validate what they have learned through 

experience and self-directed learning on and off the job.”12  

The European Training Village stated that "(…) staff at all levels have to learn to adjust and 

function in new situations and to see themselves as part of the overall production and 

business process. This calls for personal initiative, network thinking and the ability to resolve 

conflicts constructively, it also requires creativity and vision. But where and how can all this 

be learnt? How does one learn to cope with unexpected situations? What learning concepts 

are available to assist the process? What kind of techniques can be used to set people on 

the road to self-directed learning?”13  

The World Bank remarked on the necessity "(…) to facilitate self-directed learning (at 

school, at home or at work) and to facilitate assessment of prior and informal learning to 

enable the learner to find his or her own starting point and to introduce their own 

content/experience.” 14   

15 

 

                                                             

12 Source: Learn Empowerment Guidelines, 2010, p 30 
13 Source: Learn Empowerment Guidelines, 2010, p 30 
14 Source: Learn Empowerment Guidelines, 2010, p 30 
15 Graph 2: Source: Eurostat - unemployment rate - annual average, % [une_rt_a], download 14th of June 2013 
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16 

The statistics show that unemployment among young people is increasing across Europe, 

where in several countries it has even reached more than 40% (as shown in the beginning 

of the introduction chapter). Nowadays, being a graduate from a reputable university with 

high marks is not enough to ensure rapid employment. There are many reasons behind the 

problem of youth unemployment, for example: lack of particular skills, wrong educational 

system, mismatches between education and needs in labour market, lack of self-

confidence, lack of self-esteem, and of course structural lack of working places. 

 

Experiencing failure in the world of work  

Experience has shown that unemployment of young people often goes along with a loss of 

self- confidence, which can also lead to apathy. The longer an individual is unemployed the 

more likely it is that their worklessness will continue. Operating SDL training courses 

partners in the initial project of ENTER, Learn Empowerment17, reported on many learners 

showing attitudes and behaviour typical of "victims" who more and more regard 

themselves as determined by and dependent on someone else’s decisions concerning their 

professional situation and future.  

                                                             

16 Graph 3: Source: Eurostat - Participation in education and training by sex, age groups and labour status - % [trng_lfs_03], 

download 14th of June 2013 
17 www.learnempowerment.org 
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Working on learners’ self-esteem and supporting them to be aware of their individual 

strengths was identified as a necessary basis for taking responsibility for their own 

development in life. A fact that is even more important to young ones whose 

entrepreneurial spirit should be enriched. This was, for example, made possible by 

reflecting on one’s own learning biography, or by analysing and questioning learning 

methods, learning techniques and necessary frameworks for learning.  

Within the framework of a concept of self-directed learning learners therefore have to be 

continuously coached, accompanied and supported by administrative staff and pedagogical 

experts. Every learner should be timetabled to undergo counselling sessions on a regular 

basis and to be provided with individual coaching throughout the process of learning. Social 

anamnesis is an essential part of counselling in every case. Important personal data 

collected during the first contact sessions serve as an important basis for counselling. On 

this basis, learning experts are well able to assist low skilled and unemployed young 

learners to overcome typical barriers by finding out their own style of learning and working, 

to define individual targets and personal criteria for success.  

Supported by their trainers, learners should permanently review their own learning 

progress and, if necessary, change and adapt their ways of learning.  

  



   
 

ENTER – GUIDELINES Page 20 www.enterproject.eu 

3. Employability 

 

In today's changing workplace, one of the most valuable lessons to learn is the importance 

of continuously developing skills beyond those required for the performance of a specific 

job. Some competencies, identified as "employability skills," are the key to sustainable 

labour market integration because they enable individuals to prove their value to an 

organisation. 

These competencies include technological literacy, knowing how to learn, mathematics, 

computer literacy and the skills of communication, organisation, problem-solving, 

sensitivity, judgment, adaptability, personal management, team work and leadership. Other 

job survival necessities are a good work ethics, evidence of maturity, dependability and an 

ability to concentrate and stay on task. 

 

Defining employability skills 

• Skills having the credentials necessary to practise an occupation (Zollingen,1995) 

• The skills required for maintaining employment in the 21st century’s economic 

enterprise system (Cooble,1996) 

• The combination of factors and processes which enable youngsters to progress 

towards or get into employment, to stay in employment and to move on in the 

workplace 

• (Effective Interventions Unit in the Health Department, UK) 

• These are skills most required by employers; they create employability and career 

opportunities (Lauzackas, 2005). (The skills of employment and sustaining the 

workplace) 

Summarising these definitions of employability skills, it is possible to see the essential 

similarity in each definition. All the authors speak about external requirements and 

continual adaptability. Therefore, the assumption can be made that external requirements 

can be forced by conditions specifically aimed at concrete jobs or activities and that 

adaptability expresses some individual experience and is a more person-related feature. 
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Employability skills are always discussed in the context of general competences. The 

Secretary's Commission on Achieving Necessary Skills18, SCANS’s framework for solid job 

performance, defines five competencies and a three-part foundation of skills and personal 

qualities that are needed: 

Workplace Competencies: 

• Resources – knowing how to allocate time, money, materials, space and staff. 

• Interpersonal skills – can work in teams, teach others, serve customers, lead, negotiate 

and work well with people from culturally diverse backgrounds. 

• Information – can acquire and evaluate data, organise and maintain files, interpret and 

communicate and use computers to process information. 

• Systems – can understand social, organisational and technological systems, monitor 

and correct performance and design or improve systems. 

• Technology - can select equipment and tools, apply technology to specific tasks and 

maintain and troubleshoot equipment. 

The economist Dieter Mertens introduced the term Schlüsselqualifikationen [key 

qualifications] in Germany in a pioneering article in 197419. He suggested that by devoting 

more time to key qualifications and less time to the acquisition of specific knowledge in 

vocational education curricula, problems concerning the interface of education and work 

could be reduced. This was because key qualifications would, first, increase employees' 

mobility (e.g., when entering the labour market or changing jobs) and second, because 

employees would be better able to respond to future developments that are not entirely 

predictable (e.g., when changes occur within jobs). Mertens distinguished four types of key 

qualifications: 

• Basisqualifikationen [basic qualifications], cognitive qualifications of a higher order 

with a vertical transfer value in accordance with specific the requirements of the 

particular occupation or of society (e.g., logical, analytical, structured, associative and 

contextual thinking; critical thinking using argumentation and discussion; cooperative 

behaviour by mastering certain social rules and techniques). 

                                                             

18 Source: Learn Empowerment Guidelines, 2010, p 33 
19 Thesen zur Schulung für eine moderne Gesellschaft, in: Bolte K.M. u. a. (Hg.), Mitteilungen aus der Arbeitsmarkt- und 

Berufsforschung, Stuttgart, 7.Jg., 1974, Heft 1, S. 36 
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• Horizontqualifikationen [horizon-broadening qualifications], e.g., being familiar with 

information, including knowledge about what information is, and being able to gather, 

understand and process information. 

• Breitenelemente [broad elements], qualifications that cover a wide field and occur in 

broad occupational groups (e.g., knowledge of technology and knowledge of the ARBO 

[Working Conditions] Act). 

• Vintagefaktoren [age factors], which remove intergenerational educational differences 

(for instance, programming techniques) through adult education. 

What key qualifications appear to have in common is that they become obsolete (unusable) 

less rapidly because they are more abstract, can be used in different jobs and have transfer 

value. Key qualifications increase both the mobility and adaptability of employees. 

Employee adaptability increases because of a better ability to cope with unexpected 

problems or changes. Furthermore, employees who have key qualifications would be better 

able to evaluate their own work and, if necessary, exercise their initiative in order to 

improve it. In brief, key qualifications should make it possible for vocational education to 

train flexible, broadly-skilled employees, who can respond rapidly and effectively to 

changes in their work and on the labour market. 

The noted key qualifications are based on key competences, which are according to the 

European Commission very important to keep up with the requirements of lifelong learning 

and labour market necessities. Competences are defined by them as a combination of 

knowledge, skills and attitudes appropriate to the context. Key competences are those 

which all individuals need for personal fulfilment and development, active citizenship, social 

inclusion and employment. The European Commission Reference Framework sets out eight 

key competences, one of them being the focus of the project – the sense of initiative and 

entrepreneurship:20 

1) Communication in the mother tongue; 

2) Communication in foreign languages; 

3) Mathematical competence and basic competences in science and technology; 

                                                             

20 Source: http://ec.europa.eu/dgs/education_culture/publ/pdf/ll-learning/keycomp_en.pdf, download 4th of July 2013 
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4) Digital competence; 

5) Learning to learn; 

6) Social and civic competences; 

7) Sense of initiative and entrepreneurship; 

8) Cultural awareness and expression. 

 

The key competences are all considered equally important, because each of them can 

contribute to a successful life in a knowledge society. Many of the competences overlap 

and interlock: aspects essential to one domain will support competence in another. 

Competence in the fundamental basic skills of language, literacy, numeracy and in 

information and communication technologies (ICT) is an essential foundation for learning, 

and learning to learn supports all learning activities. There are a number of themes that are 

applied throughout the Reference Framework: critical thinking, creativity, initiative, 

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

play a role in all eight key competences. 

In her book entitled Teaching Workplace Skills, Koffel argues "(…) that educators spend 

much time discussing theories, sharing knowledge, experimenting and searching for 

concepts, while employers who hire learners who graduate from our educational system 

want to see results and want their employees to be able to do something with their 

knowledge".21 A survey conducted in Texas 2010 requested employers’ perspectives on 

employability in the manufacturing sector. Individual skill statements were subdivided into 

nine skill categories. Each category contained the following introductory phrase: "High 

school graduates employed by this company should have basic skills sufficient to…" This 

support rendered employability skills the second highest skill category of nine.22 

 

 

                                                             

21 Source: Learn Empowerment Guidelines, 2010, p 35 
22 Source: Texas Manufacturing Survey Offers Advance Look at State and National Economies, Federal Reserve Bank of 

DallasSouthwest Economy, Third Quarter, 2010. 
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Table: EMPLOYER SUPPORT FOR EMPLOYABILITY SKILLS REQUIRED23 

Skill Statement  Weighted Average 

Demonstrate punctuality  1.96 

Maintain regular work habits  1.94 

Maintain quality standards  1.94 

Take pride in one’s work  1.86 

Practise a healthy lifestyle 1.66 

Have a knowledge of the company 1.51 

Participate in community/civic activities 1.14 

Scale rating system: 0 = skill not required; 1 = skill desired, but not necessary; 2 = skill 

absolutely required. 

Three statements (demonstrate punctuality, maintain regular work habits and maintain 

quality standards) were skills absolutely required for employment by greater than 90% of 

the employers. About 88% of the respondents felt that taking pride in one's work was an 

absolute hiring criterion for employment. More than 50% of employers absolutely required 

that graduates practise a healthy lifestyle and have knowledge of the company for which 

they will be working. 

Within the ENTER project, the partnership asked young people which of 12 abilities 

allocated to entrepreneurship they believed were well developed or not developed at all. A 

global analysis indicates that, in average, over 60% of those participants believed that they 

had 9 of the 12 abilities quite or very developed (as the graph below shows). The abilities 

most rated as very developed by about a quarter of the participants24 were: “I know how to 

find information and I am able to use it effectively and creatively” and “I know how to 

assemble, motivate and support other”. The abilities most rated as in development – for 

about 40% of the ENTER project participants – were “I know what my weaknesses are and 

have strategies in place to support me” and “I set and work towards short, medium and 

long term goals”. The overall less developed ability (meaning the one that was pointed out 

as “Not developed” by more participants) was “I have a good network of friends, 

professionals, and business acquaintances”.

                                                             

23 Source: http://scholar.lib.vt.edu/ejournals/JVTE/v15n1/JVTE6.html – table 12 Employer Support for Employability Skills 

Required of High School Graduates, download 4th of Kuly 2013 
24 Sample size: ?? 
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.  

Table: List of global entrepreneurial abilities (Own source: ENTER comparative state of the art report)
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A general analysis of six categories of the entrepreneurial abilities found in the Enterprise 

Award curriculum that is being transferred to the ENTER partnership conducted for the 

“ENTER comparative state of the art report” states the following being key skills: namely 

Personal, Interpersonal, Practical, Creative thinking, Problem solving and Team work. All 

categories were rated in a positive way (with quite or very developed) by over 60% of the 

ENTER research participants; “Team work” was rated by 25% of the participants as very 

developed. On the other hand, in average, 31% of the participants considered that these six 

categories of entrepreneurial abilities were in development.  

From a research conducted in Austria October 2012 by BEST, there have been also similar 

results found to be of interest for entrepreneurs/ HR managers in entrepreneurial skills. 

The rating is shown in the following charts:25 

Personal qualities/ attributes 

 

Communication Skills 

 

 

Human Relations and Interpersonal Skills 

                                                             

25 Source: New Teachers New Competences Evaluation of Survey results, 2012 
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Research and Planning Skills 

 

 

All these research results show the need of entrepreneurial skills in todays labour world, for 

all people, even those who do not aim at becoming an entrepreneur – and the other 

message one can take are the different aspects of skills and competences that can be 

allocated to entrepreneurial skills. The ENTER training products will consider both for young 

unemployed individuals. 

2,57
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Dealing with conflicts demonstrating…

Influence
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Cooperation and team working

Active building of relationships with all…
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Respect for and understanding diverse…
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Managing and developing networks

Knowledge sharing - Sharing of information
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4. Methodological Recommendations 

 

For working with unemployed youngsters there are many different practically proven and 

successful concepts. The reader can find below methodological recommendations for the 

self-directed learning approach: 

a) The idea of SDL is it to make consultation and self-direction part or even the basis 

of the learning process – which necessarily leads to changes for the training 

provider, including on the organisational level. In this sense SDL is not something 

additional, but refers to the basic attitude of the tutors (and learners). It is a 

particular way of arranging the learning process and interacting with the learners – 

that is a counselling-shaped one. Via the organisation of the learning process the 

participants are given the chance to develop not only technical but also social and 

personal skills. 

b) In order to get involved with such a new, participation-oriented culture of learning, 

it has proved of value to impose more and more responsibility for the learning 

process on the learners by gradually reducing instructions and specifications. To be 

able to accept this responsibility, the learners need to exercise themselves in a new 

role, in which exercises of meta-reflection on learning attitudes, learning 

experiences and role pictures proved essential. 

c) SDL in our sense is learning in a social setting. Discussion on the collective learning 

process on the basis of individual interests and needs brings up different aspects of 

self-direction, such as arguing individual points of view. In this example, the group 

has to define roles and tasks anew for the challenges in each of its phases - 

Forming, Storming, Norming, Performing and Informing. This applies both to the 

learners and the tutors, since finding a balance between structures and openness 

can succeed only cooperatively in the group – which is connected with 

intermediate ambiguity and uncertainties. 

d) The implementation of SDL is thus embedded in the contradictory context of 

excessive demands, andrological ideals and organisational constraints – particularly 

in settings that are strongly limited due to time and regulations. Alterations in the 

culture of learning, however, soon become apparent through small changes. It is 

not merely the application of new methods, but above all the character of 
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interaction, and thus the attitude of tutors and learners, that makes up the new 

culture of learning and promotes skills development. Participation, then, does not 

necessarily mean regularly holding learning conferences lasting for several hours, 

but rather, for example, adjusting units of the course to the learners’ interests, 

revealing the reasons for certain procedures or letting the learners chose from 

different alternatives. 

e) Practice shows that the implementation of SDL is aligned with a change of work 

cultures and organisational structures. When introducting SDL concepts, 

institutions keep stumbling across different regulations, which make structural and 

organisational changes inevitable. Eventually they have to make changes in the 

learning organisation, by, for example: 

� Modifying time regulations in such a way that free spaces emerge for 

content-wise and methodical organisation as well as for conceptional work. 

� This not only brings a change in the habitual procedures of the participants, 

it also brings about the need for new structures of teamwork within the 

institution. 

� Establishing new forms of communication and co-operation. 

� Structures, responsibilities and authorities have to be negotiated anew and 

need specifications in order to create transparency and commitment in 

execution. 
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