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The project “Needs of adults education
stakeholders” (N° 2019-1-PL01-KA204-065-
792) was created in response to the lack of
tools measuring the educational needs of the
Adult Education (AE) staff. Despite the vigo-
rous development of andragogy methodo-
logy, the field still lacks in its own research
tools: andragogy uses tools from other re-
lated fields, mainly from psychology. Such
a solution is not satisfactory, firstly, be-
cause many tools have limited access (main-
ly caused by the necessity to pay usage fees
and to have a psychologist working in the
team), and secondly, because they are not
specific to the study of adult education orga-
nisations needs and the educational needs of
their employees.

In response to the above demand, the pro-
ject coordinators developed a questionnaire
to investigate such needs. The questionnaire
was translated into other languages and
carried out by the project partners. Based
on the analysis of the collected responses,
a classification of the educational needs of
the AF staff was created (Aleksander Koby-
larek, Luba Jakubowska, Noémie Govindin,
Piera Sciama, Alcidio Jesus, Claudia Amaral,
Samuel Yosef, Amelia Fiorillo).

The presented report contains information
about the educational needs and the quan-
titative evaluation of AE organisations and
NGO workers in the consortium countries
(Poland, France, Italy and Portugal) and
other FU and non-FU countries. The research
sample contained 1,176 participants.
Importantly, the fact that the research was
conducted not only in the consortium coun-
tries but also in other countries guarantees
that the obtained results are symptomatic
for European AE sector.
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TOOLS FOR DIAGNOSING KEY
COMPETENCES AND NEEDS FOR
CHANGE IN THE ORGANISATION

In order to diagnose education needs, an
authorial questionnaire named Adult Edu-
cation Needs Inventory (AENI) tool was
used. The questionnaire is a tool designed
to study key competences for the adult
education workers (Council of European
Union, 2018).

The competence model is inscribed in the
concept of life-long learning and it does
not focus on the compensation function of
the education process; instead, it promotes
the insight of educator into self-develop-
ment and their conscious and active parti-
cipation therein. AENI was constructed on
the basis of the European Union recom-
mendation regarding the 21st century key
competences. On the basis of these recom-
mendations, the research team created,
tested and evaluated AENI using statistical
analysis methods.

The test reliability was confirmed through
intercorrelation. The questionnaire relia-
bility was confirmed through factor analy-
sis. Furthermore, the theoretical reliability
was inspected through the correlation of
AENI with the Social Competencies Pro-
file (PROKOS) (Martowska, Matczak, 2013),
which measure the social competencies in
the following areas: assertiveness, coope-
ration, social mindedness, resourcefulness
and community awareness. In order to
investigate the theoretical reliability, hypo-
theses were formulated on both correlation
of the general scores (from AENI and PRO-
KOS questionnaires) and the selected scales.
Correlation studies, in which participated

98 respondents, confirmed the theoretical
reliability of AENI questionnaire.

Before the final research, a discriminant
analysis was conducted in the form of
the Alpha-Cronbach reliability test (with
210 participants), which revealed very
high reliability of the created tool (Cron-
bach’s a=0.846) and its subcategories.

AENI provided relevant information in the
form of both individual’s general score and
scores in six diagnostic sub-categories:

1) communication competences (CC);
2) multi-language and multi-cultural com-
petences (ML&MC);

3) digital competences (DC);

4) entrepreneurship competences (EC);
5) openness to science and culture (0SC);
6) social and civil competences (SCC).

All of the sub-categories were created by
the Polish research team (Kobylarek, Jaku-
bowska, Blaszczyniski 2020 - not published
yet) and competent judges with the applica-
tion of the statistical tools such as: 1) princi-
pal factor analysis; 2) Cronbach’s-alpha re-
liability test; and 3) the Kendall’s W. test of
association. Each individual could achieve
a maximum of 100% from the test in both
general and sub-categories scores. The clos-
er was the score to 100%, the less visible
were the education needs of the individual.

For this report it is suggested to use the following classification of scores:

20-44% - (low score) - strong education needs

45-75% - (medium score) - average education needs

76-100% — (high score) - weak education needs

18-item survey was conducted, in which
respondents evaluated their organisation.
The survey comprised 18 statements repre-
senting 18 categories (Table 1), asking the
respondents to mark their respective atti-
tude on a 5-point scale ranging from ‘de-
cidedly not agree’ to ‘decidedly agree’. Items
included in the survey were developed
based on Herzberg’s two-factor theory of

motivation for work (source: Bassett-Jones,
Lloyd, 2005).

Scores were represented in percentage va-
lues. The higher the score an individual ob-
tained, the better his/her opinion about
his/her organisation was and the smaller
the need for change in the organisation.

(ntroduction




Table 1. Organisation Evaluation Items - List and Description

Appreciation by employer An employee feels appreciated by his/her employer.

Achievement of goals for

QAT An employee can achieve goals set by his/her employer.

An employee feels a strong responsibility for his/her

Responsibility tasks

An employer provides their employee with possibilities

Advancement
for advancement.

Development strategy of The organisation of an employee has a clear strategy of
organisation development and employee understands it.

Organisation provides an employee with an adequate

Workpl
OIXPIAce workplace to complete the commissioned tasks.

An employee is satisfied with his/her salary earned in

Sal
Aty the organisation.

An employee has a good personal relationship with his/

Relations with boss
her employer.

Organisation is financially stable and gives an employee

Employment security a feeling of employment stability.

(source: Authors own on the basis of: Herzberg, Mausner, Snyderman, 1959)
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INTERPRETATION OF THE STUDY the score an individual obtained, the better

RESULTS ON THE NEED FOR CHANGE his/her opinion about his/her organisation
IN ORGANISATIONS was. The only exception was the last cate-

gory focused on work and private life: in
Scores were represented in percentage val- this category, the lower the obtained score
ues. Fach item had a minimum score of 0% was, the weaker the influence of work on
and a maximum score of 100%. The higher one’s private life was.

The obtained scores on the evaluation of organisation are recommended to be interpreted
as follows:

0-20 % - very low opinion of organisation/employer

21-40% - low opinion of organisation/employer

41-60% - neutral opinion of organisation/employer

61-80% - high opinion of organisation/employer

81-100% - very high opinion of organisation/employer







GENERAL RESULTS FOR THE
RESPECTIVE COMPETENCES
IN AENI TEST

The results of the conducted diagnosis were
analysed threefold: 1) the analysis of general
scores obtained by all the study participants;
2) the comparison between the scores ob-
tained by participants being formal citizens
of EU country and by the participants being
formal citizens of non-EU countries; 3) the
comparison between the scores obtained

Figure 1. Adult Education Needs Inventory Test

Average sub-category scores
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DIAGNOSIS OF THE NEEDS FOR
CHANGE IN ORGANISATIONS

Results obtained in the evaluation of organ-
isation survey revealed an average gener-
al score of 69%, which can be considered
high. Analysis of individual categories re-
vealed that the lowest score was noted in
work and private life category, although due

Results

by the project participants: France, Italy,
Poland and Portugal. In the study partici-
pated 1,176 respondents, whose average ge-
neral score from AENI test was 78%, which
can be classified as good. Detailed analysis of
AENI sub-categories revealed that the lowest
score was obtained in entrepreneurship com-
petences (73%), which can be classified as
high, whereas the highest scores were noted
in digital competences (82%) and social and
civil competences (81%), who can be noted
as very high.

81
77
73

EC 0SC SCC

to the reversed scale of the category, it can
be assumed that most participants confirm
that work does not negatively affect their
private life, which is a positive phenome-
non. Other notably low scores included the
categories of salary (51%) and benefits and
bonuses (42%). Therefore, adult educators
and NGO workers consider their financial
benefits from work to be poor.

Figure 2. Evaluation of Organization Survey

Average subcategory scores

0

10 20 30 40 50 60 70 80 90 100

Appreciation by employer NG 66
Appreciation by leader NG 70
Achievement of goals for Organization [N 73
Achievement of personal success NGNS 67
Responsibility I, 37
Independence NN 75
Advancement I 62
Personal development NG 75
Development strategy of Organization NN 63
Development continuity of Organization NN 64
Workplace I 72
Comfort of Work in Organization I 73
Salary I 51
Benefits & Bonuses I 42
Relations with Boss I 73
Relations with Colleagues in Organization NN 30
Employment security I 68
Work & Private Life N 32

THE COMPARISON OF KEY
COMPETENCES’ LEVELS BETWEEN EU
AND NON-EU RESPONDENTS

In the study participated 1,049 EU respon-
dents and 107 non-EU respondents, hence
the disproportion between the two groups is
high. The European countries participating
in the study were all EU countries except for
Luxemburg, whereas the non-EU countries
were mainly Turkey, the UK and Ukraine.

The general average score from AENI test for
EU participants was 78% and for non-EU
participants was 75%. Thus, the obtained re-
sults show that there was a slight differenti-

ation of scores, implying that EU adult edu-
cators working in the adult education sector
are, not by far, more satisfied than their non-
EU colleagues. The more detailed analysis fo-
cused on sub-categories of AENI test revealed
the differentiation of scores in communica-
tion, digital, entrepreneurship and openness
to science categories. In all these categories,
higher scores were held by EU respondents.
The biggest divergence, amounting to 8%,
was noted in the openness to science and
culture category. Thus, it can be assumed
that EU respondents are more satisfied with
their communication, digital and especially
openness to science and culture competenc-
es than their non-EU counterparts.

Results




Figure 3. AENI Test Subcategory Scores
EU - non- EU Participants comparison
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THE COLLATION OF NEEDS FOR
CHANGE EVALUATION IN EU
AND NON-EU ORGANISATIONS

The evaluation of organisation results ob-
tained in the survey revealed that gene-
ral average scores were 69% for EU par-
ticipants and 67% for non-EU partici-
pants. Thus, EU respondents were evalua-
ting their organisations slightly more po-
sitively than their non-EU counterparts. A
more detailed analysis (Figure 4) of indivi-
dual sub-areas revealed some slight diffe-
rentiation of scores in all respected cate-
gories. The most visible differences were
noted in the following areas: the achieve-
ment of personal success (4%), responsi-
bility (6%), independence (6%), advance-
ment (5%), salary (5%), benefits and bo-
nuses (5%), relations with the boss (4%),
employment security (6%) and work and
private life (8%).

On the basis of the comparison, it can be
derived that EU respondents assessed their

.

organisations more positively in the cate-
gories of responsibility, independence, sa-
lary, relationships with the boss, employ-
ment security, and work and private life.
Non-EU respondents, on the other hand,
praised their organisations in such areas
as the achievement of personal success, ad-
vancement and benefits and bonuses.

Therefore, it may be concluded that EU
organisations were thought to give their
employees a higher degree of responsi-
bility in their work as well as more inde-
pendence in actions and decision-making,
offer them a more satisfactory salary, cre-
ate more friendly relationships between
the employees and their supervisors, give
them more stable formal employment and
try not to interfere with their employee’s
private life. Non-EU organizations were
thought to give their employees more
possibilities in achieving personal suc-
cess, create more options for advance-
ment, and offer more attractive benefits
and bonuses.

Figure 4. Evaluation of Organization
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COMPARISON OF THE GENERAL
AVERAGE SCORES OF THE PROJECT
PARTNERS’ COUNTRIES IN AENI KEY
COMPETENCES TEST

In the study, there were 201 participants
from Portugal, 195 participants from Italy,
135 participants from France and 159 par-
ticipants from Poland. The comparison of

average results achieved in individu-
al countries (Figure 5) revealed that the
highest score was noted in Italy (79%),
very similar yet slightly lower scores were
noted in France and Portugal (78%), and
the lowest was noted in Poland (76%).
Although slightly different, the average
scores for all countries can be all consid-
ered very high.

Results




Figure 5. AENI Test
Country General Score Comparison
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COMPARISON OF THE AVERAGE
SCORES OF THE PROJECT PARTNERS’
COUNTRIES IN AENI TEST FOR THE
RESPECTIVE KEY COMPETENCES

The comparison of the results in the re-
spective categories and their analysis reve-
aled that the biggest diversity in scores was
noted in multi-language and multi-cultural
and entrepreneur areas. In the category of
multi-language and multi-cultural compe-
tences, the highest score was obtained by
Italian participants (77%) and the lowest
one by the Polish (69%). Average scores
were observed in France and Portugal, yet
they were closer to scores obtained by Italy.
Based on the analysed results, it can be sta-
ted that the Polish sample is distinguished
by its negative scores among the compared
countries. Thus, Polish adult educators and

16 Results
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NGO workers may have greater education
needs regarding their multi-language and
multi-cultural competences.

The second most visible diversity in scores
was observed in the area of entrepreneu-
rship competence, where the highest sco-
re was again held by Italy (76%), where-
as the lowest score was once more noted
in Poland (70%). In comparison to Italy,
a lower score was also observed in Fran-
ce (72%). Although Polish and French re-
sults can still be classified as good, they in-
dicate that there are some education needs
regarding entrepreneurship competences
that require improvement in the eyes of
the respondents. A lower score was achie-
ved by the Portuguese respondents (75%),
also in the openness to science and culture
sub-category.

cC
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EC

0SsC

SCC
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20

Figure 6. AENI Test Sub-categories
Country Average Score Comparison
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EVALUATION OF THE NEEDS FOR
CHANGE IN ORGANISATION

The results of the evaluation of organisa-

average score of own organisations was
achieved in France (71%), slightly lower
in Portugal (69%) and notably lower in
Italy and Poland (67%). All results can be

Figure 8. Evaluation of Organization Categories
Average Country Score Comparison

tion survey revealed that the highest classified as good. . | . | |
Appreciation by employer
Figure 7. Evaluation of Organization Appreciation by leader "-'
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Upon the division into categories (Figure 8), ish (65%) and Portugal (66%) respondents. Workplace 67 44
the results revealed a high variety of scores Development continuity was highest in Portu- |81
in numerous areas. The biggest appreciation gal (67%). The workplace achieved the high- Comfort of Work in Organization 0 g4

of the employer was noted in France (73%)
and the lowest in Poland (58%). A visibly
higher appreciation by the leader was noted
in France (75%) than in any other country.
Achievement of goals in the organisation was
highest in Italy and Poland (809%). Achieve-
ment of personal success was highest in
France (72%). The biggest feeling of respon-
sibility was observed in the Polish respon-
dents (91%). The level of independence was
highest in the French (78%), same as the ad-
vancement opportunities (65%). The person-
al development possibilities were perceived
most positively by the Polish respondents
(79%). Development strategy of the organi-
sation was evaluated the highest by both Pol-

Results

est score in France (76%), whereas the com-
fort of work was equally praised in France and
Portugal (81%). The salary was assessed best
in France (57%), which can be considered as
a low score. Benefits and bonuses scored low
in all countries, ranging from 35% to 43%.
Relationship with the boss is best viewed in
Portugal (77%), whereas the relationship
with colleagues scored nearly equally in all
countries, ranging from 79% to 82%. Em-
ployment security is surprisingly the same in
France, Italy and Portugal (71%), with a nota-
bly lower result in Poland (65%). The highest
negative impact of work on personal life was
noted in Poland (40%), while the lowest im-
pact occurred in France (23%).
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Relations with Boss

Relations with Colleagues in Organization S

Employment security &=
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PROFILE OF THE ADULT EDUCATION
ORGANISATION IN THE RESPECTIVE
COUNTRIES

Image 9. Evaluation of Organization
Comparison of Scores based on Type of Organization
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On the basis of the collected data, it is pos-
sible to draw preliminary conclusions re-
garding the types of adult education insti-
tutions in the project partners’ countries.
The respondents in Poland equally identi-
fied different types of organisations (39 pri-
vate, 32 state and 33 NGO).

In France and Italy, adult education organi-
sations were mostly identified in the private
sector. In France, the respondents identified
98 private, 39 state and 36 NGO organisa-
tions, whereas in Italy there were 51 private,
44 state and 38 NGO organisation.

In Portugal, there was a disproportion be-
tween the number of private (54) and NGO
(50), and state organisations (34).

This comparison indicates that the sector
of NGO adult education was the least repre-
sented (with Portugal being an exception),
while the private sector was the most rep-
resented. The biggest disproportion be-
tween the types of evaluated organisations
occurred in France, whereas the smallest
in Poland.




EVALUATION OF THE RESPECTIVE
ORGANISATION TYPES

Image 10. Types of organization evaluated by respondents
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Results

The comparison of the evaluation of the
respective organisation types regarding
their need for change shows that in most
cases non-governmental organisations are
better assessed than other types of organ-
isations. The strongest need for change is
indicated by the respondents in regard to
the state institutions. These trends differ

when it comes to purely economic indica-
tors. Non-governmental organisation are
evaluated as the worst regarding salary,
bonuses and employment security. This
indicates higher needs for change in this
regard in NGOs, e.g. in the form of finan-

cial aid or increased employment security.







The research project aimed to diagnose the
education needs of adult educators and NGO
workers and to quantitatively evaluate their
organisations. The results served as a basis
for three analyses: 1) general scores obtained
by all participants; 2) general scores obtained
by the EU- and non-EU citizens; 3) generals
scores obtained by the respondents repre-
senting the nationalities of project partners.

The first part—the general level of analysis,
taking into account scores obtained by all
participants—revealed that the lowest edu-
cation needs were connected to digital com-
petences (82%), whereas the highest needs
were connected to entrepreneurship compe-
tences (73%). The evaluation of organisation
indicated that participants were highly sat-
isfied with responsibilities they had (87%),
while the lowest satisfaction was connected
to the benefits and bonuses (42%) and sa-

lary (51%).

The second part, which focused on the com-
parison between the EU and non-EU citizens,
revealed that for most of the investigated cat-
egories the level of satisfaction was higher in
EU participants. The exception occurred in
regard to the multi-language and multi-cul-
tural competences, which was higher by 1%
in non-EU citizens. The evaluation of organi-
sations indicated mostly higher appreciation
of the organisation by EU citizens, with a no-
table exception in the categories of achieve-
ment of personal success (+4%) and bene-
fits and bonuses (+6%) in favour of non-EU
organisations.

The third level of the analysis—focused on
the participants representing nationalities of
the project partners—revealed that education
needs were best satisfied in France (71%).
Notably lower scores were noted in both Ita-
ly and Poland (67%). The analysis of scores
in their respective subcategories revealed
the following: in France, the highest needs

s

were related to the entrepreneurship com-
petences; in Italy and Poland, the highest
needs were concerned with the multi-lan-
guage and multi-cultural and entrepreneur-
ship competences; in Portugal, the highest
needs were related to the multi-language
and multi-cultural, and the entrepreneur-
ship competences as well as the openness
to science and culture.

Regarding the evaluation of the organisation,
the scores varied so greatly that only signifi-
cant assessments were taken into account; as
a result, the significant disproportions were
found in the following areas:

1) appreciation by the employer;

2) appreciation by the leader;

3) achievement of personal success;

4) advancement;

5) development strategy of the organisation;
6) development continuity of the organisation;
7) workplace conditions;

8) comfort of work;

9) salary;

10) benefits and bonuses;

11) relationship with the boss;

12) employment security; and

13) impact of work on personal life.

Results clearly show that the general levels
of adult educators’ education needs are sat-
isfactory; the same is true for the evalua-
tion of organisations. Yet there is still room
for improvement, especially in the areas of
multi-language and multi-cultural and en-
trepreneurship competences. Therefore, it is
recommended that future educational proj-
ects aiming at the improvement of the needs
of adult educators focus especially on those
areas. The major weaknesses of organisa-
tions employing adult educators and adult
education sector workers are located in the
areas of wages and financial bonuses, which
are diagnosed as being at a critical level and
are an important part of one’s sense of ma-

terial security and, hence, may be an im-
portant factor in attracting competent indi-
viduals to this type of activity. Additionally,
we should pay attention to the stark contrast
between the constant underfinancing of the
organisations and the high competences of
their educators, hence the situation in which
the organisations do not meet the financial
expectations of their employees.

The needs of the EU citizens are generally
more satisfied than the needs of the non-EU
citizens; the former also display more praise
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advancement, especially in Italy and Poland;

workplace conditions, especially in Poland;

salary conditions in all diagnosed countries;

relationships with the boss, especially in Italy;

employment security, especially in Poland;

for their organisations. On the other hand,
their level of achievement of personal success
is lower, which implies that EU adult educa-
tors and NGO workers do not connect their
activity so strongly with personal success,
which in turn may have cultural or econom-
ical premises.

Lastly, if we take into account only the par-
ticipants representing countries of the proj-
ect partners, there is a significant premise in-
dicating the necessity to support changes in
the following areas:

appreciation by an employer, especially in Poland;
appreciation by a leader, in all diagnosed countries except for France;

achievement of personal success, especially in Italy;

development strategy of the organisation, especially in Italy;

development continuity of organisation area, especially in Italy;

comfort of work in organisation, especially in Poland;

benefits and bonuses, which were evaluated poorly in all countries;

the impact of work on private life, especially in Poland.
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The report was evaluated by an indepen-
dent evaluator, Tijana Milenkovic Janko-
vic (UK). The evaluator worked in various
international, educational projects (further
and adult education) for more than twen-
ty years. This working experience provid-
ed her with the opportunity to gain insight
and understanding about the functioning of

Her main conclusions are:

1. AENI provides a solid general insight in
the adult educators needs. Even though the
general results for AENI test show mainly
high results in all partners countries, the
results are based on the self-assessment.
(...) Received results can be an indication
to stakeholders in partners countries about
the most needed skills for adult educators
that can serve for planning how to improve
them within the initial education, as well
as in Continuous Professional Development
(cpp) courses for adult educators, but also to
support the process of validation of compe-
tences acquired in different contexts (Coun-
cil Resolution, 2011). (...) On a general level,
scores from AENI test can be classified as
good. However, a particular need is identi-
fied in reference to the multi-language and
multi-cultural competences (ML&MC) and
Entrepreneurship Competence (EC). (...)

educational institutions and organisations
in various sectors and all phases of the ed-
ucation cycle. She gained experience in the
area of evaluation as an independent consul-
tant within the Project Evaluation of the UN-
HCR Vocational Training Programme in Ser-
bia and as a Lux-Development Freelance Re-
gional / National Consultant in Montenegro.

2.1t is key that organisations involved in the
research receive the results of the study and
have a chance to compare them with general,
country-level outcomes, but also with those
of other countries. The study outputs can
serve them to reflect on results and make the
action plans to improve the situation in the or-
ganisation.(...)

3. AENI provides a solid general insight in the
adult educators needs. Even though the ge-
neral results for AENI test show mainly high
results in all partners countries, the results
are based on the self-assessment. (...)The
quantitative instrument developed for the
evaluation of organisations provided a valid
base for the preparation of the more in-depth
qualitative research.
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AENI

(Adults Education Needs Inventory)
Questionnaire to study training needs in the field of key competences of adults

Below is a list of 39 statements. Please indi- too much time on each statement, but give
cate how far you agree with each statement on the answer which first comes to mind. This
a scale of 1 to 5 (1 = decidedly do not agree, research is completely anonymous, and the
5 = decidedly agree). There are no good or results will be used exclusively for scientific
bad or right or wrong an-swers. Do not spend purposes.

NOTE: Please give answers to all the statements

1 = decidedly do not agree, 5 = decidedly agree 1 2 3 4 5

CC 1 can have a conversation in any situation (e.g. in
a conflict, or when my interlocutor has a different opinion)

3  SCC When seeking information I try to use various sources

CC 1 usually don’'t have a problem in understanding my
interlocutor

7  CCI feel at ease when conversing with other people

MM I am fluent in speaking and writing more than one
foreign language

MM I seize different opportunities in learning foreign
languages

I use a foreign language every day (e,g, watching films,
reading books)



1 = decidedly do not agree, 5 = decidedly agree 1 2 3 4 5

OSC I consider that maths do not help in uncovering
the truth

EC I consider that effective action requires a clear and
unambiguous plan

18  SCCI often use various sources when planning

DC I know how to use the new technologies for more
effective communication

DC I feel that I am competent enough in information
technology

24  CCI can work in a group

EC I am sometimes difficult in relationships with other
people

SCC I engage in social issues which are important to me

30 CCI can motivate others to realize common aims

3R OSC The world does not offer many possibilities to realise
my ideas

EC 1 consider that controlling and monitoring work are
generally pointless

1 = decidedly do not agree, 5 = decidedly agree

36R CC I rarely give feedback to my co-workers

38R OSC I would not be able to express myself in any form of art

CC  Communication competences
(max. 60 pts.): 1, 2,4R, 5, 6, 7, 8, 24,
25R, 30, 31, 36R

MM Multilingualism and multiculturalism
(max. 25 pts.): 9, 11,12, 13, 37

DC  Digital competences
(max. 20 pts.): 20, 21, 22, 23

EC  Entrepreneurship competences
(max. 35 pts.): 16, 17R, 19, 26R, 33R,
34R, 35R

OSC Openness to science and culture
(max. 35 pts.): 10R, 14R, 15R, 27R,
32R, 38R, 39R

SCC Social and civil competences
(max. 20 pts.): 3,18, 28, 29

R Reverse score

INTERPRETATION OF THE RESULTS

Standardisation research is currently being
carried out on a group representing educa-
tors from various European countries. At this
stage, the authors propose the use of interim
norms to help in converting the raw data.
Depending on the number of points gained
in each particular class, it is possible to allo-
cate the results to one of three groups - high,
medium and low. Low results indicate a low
level of competence in a particular educator,
and therefore, an increased need to improve
that competence.

Interpretation of results

low medium  high

CC 12-13 32-41 42-60

DC 4-10 11-14 15-20

0SC 7-18 19-24 25-35

R




EVALUATION OF ORGANIZATION

Questionnaire examining the need for changes in the organization’s activities

Below are 18 statements concerning your on a scale of 1 to 5 (1 = decidedly do not
opinion on your place of work. Please indi- agree, 5 = decidedly agree).
cate how far you agree with each statement

NOTE: Please give answers to all the statements

1 = decidedly do not agree, 5 = decidedly agree 1 2 3 4 5
40 1 feel appreciated by my employer

I completely achieve the goals set by my employer

44  Ifeel responsible for my position and the tasks allotted me

46 My employer gives me an opportunity for advancement

My employer has a precise direction in the development of
the organization

50 My position at work is suited to my duties

I earn decent money in my organization

54 My direct relationship with my boss is satisfactory

56 My organization guarantees me employment security



Select / enter as appropriate

58.Gender [_|M []F

60. Type of Organization ~ [_] State

[ Private

[ ]NGo

61. Position held (mark one):

Owner / Director of the orga-
nization

Middle manager

Employee

Volunteer

INTERPRETATION OF THE RESULTS

Scores are represented in percentage values.
Each item can have a minimum score of 0%
and a maximum score of 100%. The higher
the score the individual obtains, the better
his or her opinion about his or her organi-
sation is. The only exception is the last cate-
gory, work and private life; in this category,
the lower the obtained score is, the weaker
the influence of the work on one’s private
life is; therefore, the lower equals the better.

It is recommended to interpret obtained
scores in the evaluation of organisations as
follows:

0-20% - very low- very low opinion about
organisation/employer

21-40% - low -low opinion about organi-
sation/employer

41-60% - medium - neutral opinion about
organisation/employer

61-80% - high - high opinion about orga-
nisation/employer

81-100% - very high- very high opinion
about organisation/employer
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