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Introduction

This document is produced under the Erasmus + project Processing Complexity with Emotional,
Sensorial and Spiritual capacities (ProCESS, 621398-EPP-1-2020-1-FR-EPPKA2-KA). PerformanSe
(P5 PERF) is leading work package 6 and all the task related reports.

The aim of this document is to present the competency framework designed for the SESS?!
Trainers (see definition in section 3 below).

The first part aims to present the concept of competence, definitions, the differences between
the Anglo-Saxon and French approaches and the purpose of a competency framework as well as
the common challenges and pitfalls of designing a framework.

The second part presents the methodology used to design the framework, detailing how the
information was sourced, listed and categorised the required competencies and how the
contents of the first draft were challenged.

The third part presents the domains, descriptions and competencies of the framework.

1. What is a competency?

Definitions

The first works to operationalise the notion of professional competence emerged in the second
half of the 20th century. The work of White (1959) and especially McClelland (1973) aimed to
provide the literature with an alternative to the measurement of intelligence in the context of
professional selection. Despite its long history, the concept can be defined in various ways.

1 SESS : Sensorial, Emotional and Spiritual Skills
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For Aubret and Gilbert (2003), professional competence is "an individual or collective
characteristic associated with the ability to mobilise and apply a body of knowledge, skills and
behavioural attitudes effectively in a given context" (p. 9).

According to Boyatzis (2008): "A competency is defined as a capability or ability. It is a set of
related but different sets of behaviours organized around an underlying construct, which we call
the "intent". The behaviours are alternate manifestations of the intent, as appropriate in various
situations or times" (p. 6).

For Coulet (2011), it is "a dynamic organisation of activity, mobilised and regulated by a subject
to cope with a given task, in a given situation" (p. 17).

Scientific debate between the Anglo-Saxon and French definitions of a
competency

This diversity in definitions can be explained by a difference in approach between cultures, but
also between disciplines.

The theory of professional competence in Anglo-Saxon countries is mainly based on the
identification of 'best performers' in the population. Researchers who have worked on this issue
consider professional competence to be a rare factor present in certain individuals, making it
possible to differentiate these 'best performers' from the 'average performers' (e.g. McClelland,
1973; Boyatzis, 1982; Spencer & Spencer 1983; Bartram, 2005).

In France, research is less homogeneous, since a number of researchers from different
backgrounds have taken an interest in the issue of professional competence. Analysis
demonstrates that work on this subject has been carried out in sociology and psychology, but
the disciplines with the most research seem to be ergonomics and management (Gilbert, 2006).
In addition, the world of work in France has often referred to professional skills using a variety of
terms, such as qualification, professionalisation, talents, abilities, etc. This reinforces the
heterogeneous nature of the subject when trying to understand this concept.

This difficulty in definition and conceptualisation has also been observed by several researchers,
who note the difficulty of operationalising and stabilising a concept which still seems relatively
vague (Bouteiller & Gilbert, 2005; Vergnies, 2015; Chen & Chang, 2010).
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When investigating the competencies to be included in the ProCESS competency framework, a
decision was made to adopt the French approach of everyone having abilities to various degrees
and of them being able or less able to mobilise their knowledge, skills and behaviours in a given
context for a specific purpose.

2. What is a competency framework?

A competency framework is a structured approach to defining and describing the knowledge,
skills, abilities and behaviours that are required for effective performance in a specific job or role.
The European definition of a competency framework emphasizes its role in supporting individual
and organizational development, as well as enhancing workforce mobility and employability.

A competency framework typically includes a set of competencies or competency areas, which
are clusters of related knowledge, skills, abilities and behaviours that are essential for success in
a particular field or occupation. These competencies are often organized into a hierarchy or
taxonomy, with more general competencies at the top and more specific competencies at lower
levels.

Competency frameworks can be used in a variety of ways, including to guide recruitment and
selection, identify training and development needs, evaluate performance, and support career
development. They can also be used to enhance transparency and consistency in job descriptions
and qualifications across different organisations and countries.

When developing a competency framework, it is important to involve key stakeholders, including
subject matter experts, managers, and employees, in order to ensure that the framework
accurately reflects the requirements of the job or role. The framework should also be regularly
reviewed and updated to reflect changes in the job or role, as well as advances in technology,
industry best practices, and other factors.

Overall, the European definition of a competency framework emphasizes its role in supporting
the effective functioning of labour markets, promoting lifelong learning and career development,
and enhancing the quality and competitiveness of European businesses and organisations.

The European Commission support for the production of this publication does not constitute an endorsement
of the contents which 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.



Co-funded by the

Erasmus+ Programme ) PrOCESS
of the European Union

Designing a competency framework

ProCESS partner PerformanSe, as developer of competency frameworks for its HR clients, is
aware of the common challenges and pitfalls to avoid when designing a framework, namely:

o Lack of stakeholder involvement: Failure to involve key stakeholders, such as subject
matter experts, managers, and employees, in the development and implementation of
the framework can result in a lack of buy-in and acceptance.

o Poor alignment with the organisational goals and culture: If the competencies included in
the framework are not aligned with the goals and culture of the organisation, it can be
difficult to achieve the desired outcomes.

o Overemphasis on technical skills: Focusing too much on technical skills and neglecting soft
skills and other important competencies can lead to an imbalanced framework that does
not accurately reflect the requirements of the job or role.

o Lack of clarity and specificity: Vague or overly broad competencies can lead to confusion
and ambiguity, making it difficult to evaluate performance and support development.

o Inadequate training and communication: Failure to provide adequate training and
communication to employees and managers on how to use the competency framework
can result in a lack of understanding and inconsistent application.

The methodology section describes how these challenges were addressed and outlines strategies
to avoid potential pitfalls.

3. Methodology used to design the SESS trainer
competency framework

Definition of a SESS trainer

A SESS trainer is a professional who helps the student/attendee to develop awareness,
alignment and connection to oneself, others and something even greater than oneself so that
one becomes aligned, conscious and creative. SESS trainers play a crucial role in conveying
knowledge of SES Skills through immersive experiences and guiding participants in the discovery
and development of mental patterns related to these skills, thus encouraging creative complex
problem solving.
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Sourcing the draft list of SESS trainer competencies

Several different sources of information were used to list the competencies to be considered in
the framework. In order to be as extensive as possible in the sourcing, available scientific
literature was researched, the PerformanSe competency databases were studied and informal
discussions were conducted with PerformanSe colleagues.

Review of the literature: SESS trainers’ skills are unknown

No scientific literature describing the skills required of a SESS trainer was found and no literature
describing the skills required of a Soft Skills trainer, considered as being in the nearest
professional role to that of a SESS trainer, was found.

Numerous sources of information of very diverse competencies required to be a trainer, a soft
skills trainer and a professional coach were found using internet search engines. In the search to
find a robust model, the International Coaching Federation (ICF) work on defining the
competencies of a coach was considered.

Description of SESS trainers’ activities

A description of the role and objectives of SESS trainers was provided by ProCESS Steering
Committee members, outlining 3 main objectives:

o Passing on knowledge through experience,

o Using SES (Sensorial, Emotional, Spiritual) experiments to encourage creative resolution
of complex problems,

o Conducting SES experiments to discover and develop mental gestures relating to SES
Skills.

The Steering Committee members also described 2 groups of competencies.

The first group of competencies focuses on the skills needed for the preparation and organisation
of workshops and includes:

- Demonstrating personal integrity and honesty in dealing with customers, sponsors and
stakeholders
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- Taking account of customers' identity, environment, experiences, values and beliefs
- Using appropriate and respectful language with customers, sponsors and stakeholders

- Maintaining confidentiality of customer information in accordance with contracts with parties
and applicable laws

- Engaging in a process of continuous learning and development as a coach
- Preparing sessions (framework)
The second group of competencies focuses on the running of workshops and includes:

- Maintaining the framework (pedagogical: what is planned for the session - timing; didactic:
refocus on the objectives of the session)

- Creating a learning dynamic: people are concentrated/attentive/exchanging views on the issues
at stake in the session

- Adapting to the dynamics of the session

- Asking questions and summarising (how? what do you remember?)

- Clearly setting out the instructions and objectives for the session from a teaching aspect
PerformanSe Competency libraries and ProCESS experience

As an editor of psychometric assessments and through 35 years of experience working as
consultants, coaches and trainers, additional inspiration was found in inhouse competency
databases. Informal discussions with colleagues lead us to summarise the following skills:

1) Communication skills: The ability to clearly and effectively communicate key concepts and
explanations. This includes active listening and giving constructive feedback.

2) Interpersonal skills: The ability to interact and build rapport with students, read body
language and social cues, and respond appropriately in different situations.
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3) Teaching skills: The ability to plan and deliver impactful training sessions using different
teaching methods like lectures, discussions, case studies, demonstrations, role plays, etc.
This includes skills like facilitation, storytelling, and managing group dynamics.

4) Adaptability and flexibility: The ability to adapt training content and methods to suit
different types of learners and respond flexibly to students' needs and feedback during
training sessions.

5) Emotional intelligence: Self-awareness, self-regulation, motivation, empathy and social
skills that help a trainer build trust with learners and navigate challenging learning
situations.

6) Patience and empathy: The ability to understand the struggles and challenges students
face in developing their soft skills, and the patience to help them learn and grow at their
own pace.

7) Enthusiasm and passion: Trainers need to show authentic enthusiasm and passion for the
topic to engage and motivate students.

To ensure alignment with ProCESS goals and culture the observations made from attendance
at the  first ProCESS Winter school  (Jyvaskylda, January 24-27, 2022,
https://processproject.eu/newsroom/ ) were considered, as well as the accumulation of

knowledge about the ProCESS project over the months. Furthermore, the communication shared
between the various partners and on the ProCESS website and social media helped to confirm
perceptions. The ProCESS goals were clear, the insights collected on the culture were more
intuitive.

Construction steps of the competency framework

Proposition of the draft framework to ProCESS’s steering committee

Based on all our collected data, a first draft of the SESS trainers’ competency framework (STCF)
was drawn up and presented to the steering committee on the 27™ January 2023. During a
previous visit to Lyon, some resistance was encountered from certain current SESS trainers in
France, who expressed opposition to the notion of being evaluated based on their skills and
abilities, although it had been clearly stated in their employment agreements that this would be
the case. Although this could have been a setback in the adoption of the framework, their
reactions didn’t come as a surprise, as indeed one of the pitfalls (lack of stakeholder involvement)
can be encountered when a subject matter expert (a SESS trainer) is not involved in the design
process. The next steps after this initial presentation were to confront the framework with the
reality of the field.
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Focus Groups

In order to involve the main stakeholders in the development and implementation of the
framework, two focus groups were created. The aim of the two focus groups was to gather
gualitative data and insights by facilitating and encouraging open discussions around the key
competencies. We invited the ProCESS company and academic coaches to a face to face focus
group during the second Winter School (Riga, January 23-26, 2023,
https://processproject.eu/newsroom/ ). The approved SESS trainers, who had previously had

the experience of delivering a ProCESS workshop, were invited to an online focus group, which
took place on 6™ March 2023.

Focus group of academic and company coaches

The ProCESS consortium consists of four universities and four company partners.
https://processproject.eu/partners/ . An Education and Training committee, composed of four

academic coaches, one from each university, and four company coaches, one from each
company, had been set up to agree on the company cases to be analysed and the training
methodology and modules. The coaches are therefore aware of the academic and professional
training needs of the students. The company and academic coaches were invited to attend a 40
minute focus group to identify and rank all the competencies a SES Skills trainer is supposed to
mobilise during his/her workshop (Appendix 2). Those coaches present worked individually then
in subgroups to compare their thoughts. Every skill mentioned was written on a white board and
then the participants were given the opportunity to vote for those they considered the most
important. The idea of ranking was to enable discarding certain competencies if necessary, as it
was considered a framework should hold the essential ones and not be diluted in its
characteristics of specificity and clarity by adding secondary ones.

Focus group of SES Skills trainers

Fifteen SES Skills trainers from the four ProCESS project countries were invited to an online focus
group. Five trainers managed to attend the virtual Teams meeting on the 6" March, 2023. They
first of all reflected individually to reply to the question “Think of the main competencies a SESS
trainer is supposed to mobilise during a student SES Skills training ?” then shared their thoughts
in the chat conversation. Dividing them into 2 sub-groups allowed them to further comment on
their contributions and to class them by themes.
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The European Commission support for the production of this publication does not constitute an endorsement
of the contents which 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.



Co-funded by the

Erasmus+ Programme ) P roc ES S
of the European Union

Focus group results and adjustments made to the framework

The company and academic focus group identified 16 themes (for example Empathy, Leadership,
Communication) giving one to four descriptions for each theme. The “ratings” went from a score
of 17 (most important) to a score of 2 (least important). The most important theme was having
the ability to make a link between the SES Skills and management and, interestingly, the least
important theme concerned the notion of pedagogy. Business Acumen, i.e. having a basic
knowledge of management or in other words, someone's ability to understand and handle
business situations, was rated as important as emotional intelligence.

The SESS trainers focus group came up with 12 adjectives/themes. The descriptive results of the
two focus groups were combined together (Appendix 3). The themes “Critical Thinking”,
“Business Acumen” and “ProCESS knowledge” didn’t emerge from the trainers’ group. However,
no conclusions were drawn from this, as our investigations were limited by the size of the group
and by some technical issues during the virtual meeting which could have affected the
spontaneity of the inputs from the trainers.

The adjective “problem solving” discussed amongst the SESS trainers is an isolated non
categorised adjective which could be linked to the creativity theme in the sense that to solve a
problem it is sometimes necessary to think out of the box. However here it was more linked to
the concept of managing and solving unusual and non-predicted situations.

The necessity to make connections between the SES Skills, their understanding and how to use
them in solving complex business cases was underlined as being essential by both groups.

The company and academic coaches mentioned showing the students how it is possible to use
these methods in the business environment whereas the SESS trainers mentioned connecting
the skills to reality, being concrete and pragmatic.

Therefore the competency “Facilitates participants’ growth” in the framework was adjusted to
include a phrase to reinforce this connection by being more specific. It became “Facilitates
participants' growth (in understanding and using the connection between SES Skills and
managing complexity).

After comparing the 2 focus groups findings with the grid, it was evident that an important
competency had been missed which is linked to having some business knowledge and the ability
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to mobilise and develop knowledge of complex management situations. Therefore a description
in “Develops and maintains SESS trainers competencies”, namely “Mobilises and develops own
knowledge of complex management situations” was added.

Particular attention was paid to the soft skills required as, through the findings of the focus
groups, these came across as being essential. In addition, practicing either a specific artistic talent
(e.g. piano playing, painting, theatre) or being able to centre the workshop around personal
development was considered important but not necessarily needed to be mastered as a
performer.

Sharing the framework with ProCESS’s steering committee

ProCESS steering committee group examined and evaluated the framework in terms of structure,
content, language, appropriateness, redundancies and whether competencies were measurable
and observable.

It was also important to verify that the competency framework did not contain any elements that
would be contrary to the objectives, main principles and rules of the Erasmus+ programme.

The academic coaches and the project manager proposed some modifications they believed the
framework should include, to add clarity to the phrases. They also proposed to measure 2 new
items in the “Handles the structure and organises the training sessions”:

- Assessment of the students/ trainees/ learning process
- Discussions and feedback for the session

The phrase on the integration in a SESS trainers “network” was changed to “seminar”, as at the
point in time where the grid was to be first used, the SESS trainers would not have been
integrated yet into the SESS trainer’s network.

4. The selected competencies and their description

The framework outlines the roles and objectives of a SESS trainer:

14
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- Convey knowledge of SES Skills through a sensory, emotional and spiritual experience

- Encourage creative complex problem solving by guiding the students/attendees in
the discovery and development of mental patterns related to SES Skills (relationship to
self, others and something greater)

The competencies are organised into six domains based on commonalities and
interdependencies between competencies within each domain. There are no domains nor
individual competencies that are weighted as they do not represent any kind of hierarchy.

Five of the six domains have from 3 to 6 competencies attached. For the domain “Handles the
structure and organises the training sessions” it was proposed that the trainer records the
organisation and structure of the workshop in a session sheet. The items that the session sheet
should cover are detailed for greater clarity on what is expected from them.

Each competency is considered to be critical to demonstrate the competency of the SES Skill
trainer. It is recommended that all of them are mandatory for assessment.

For each of the six domains listed, there is an indication of what mastering each skill brings to the
SESS workshop experience and the benefits for the participants.

Although the talent that each SES Skill trainer should master is not specified in this framework,
these talents can be connected to an art form (music, dance, theatre, ceramics, painting,
sculpture, photography, etc.) or to a practice considered non-artistic but requiring a sensitive
approach (meditation, yoga, coaching, knowledge of art, etc.).

1. Embodies ProCESS ethics in consistency with SES Skills and complexity principles
=  Demonstrates personal integrity and honesty in dealing with participants and stakeholders
= Takesin account the identity, environment, experiences, values, and beliefs of participants
= Uses appropriate and respectful language with participants and stakeholders

2. Develops and maintains SESS trainers competencies
=  Engages in a process of continuous learning and development of practice
=  Develops continuous reflective practice to improve practice
=  Mobilises SES Skills knowledge for the benefit of participants
=  Mobilises and develops own knowledge of complex management situations
= Develops own SES Skills
= Integrates and actively participates in the SESS trainers' seminar

3. Develops a space of trust and safety

15
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= Recognises and respects the uniqueness of participants' talents, ideas, and work

= Demonstrates support, empathy, and care for participants

=  Acknowledges and encourages the expression of participants' feelings, perceptions, concerns, beliefs, and
suggestions

=  Demonstrates openness and transparency to build trust with participants

4. Enables awareness raising
= Challenges participants to raise awareness
= Questions the participants, their ways of thinking, their values, needs, desires, and beliefs
= Asks questions that help participants explore beyond conventional thinking
= |Invites participants to share their experiences in the moment of the session

5. Facilitates participants' growth (in understanding and using the connection between SES skills and
managing complexity)
=  Recognises and supports participants' autonomy in designing objectives, actions, and methods of empowerment
= Helps participants identify potential outcomes or learnings from the identified action steps
= Invites participants to consider how to move forward, incorporating resources, support, and potential barriers
= Partners with participants to summarize learning and insights/discoveries during or between sessions
=  Acknowledges participants' progress and achievements

6. Handles the structure and organises the training sessions
= Material Organization
= Overall Objective, Timing, and Proposed Methodology
= (Criteria for Success
= Objectives, Timing, and Proposed Actions for Each Sequence
= Assessment of participants/Learning Process
= Discussions and Feedback

1. Embodies ProCESS ethics in consistency with SES Skills and complexity principles

o Demonstrates personal integrity and honesty in dealing with participants and stakeholders

This skill is important because trainers need to establish trust and credibility with participants
and stakeholders. Demonstrating personal integrity and honesty creates a safe and transparent
learning environment, where participants feel comfortable engaging and sharing their
experiences. It also helps build a strong professional reputation for the trainer.

16
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o Takes into account the identity, environment, experiences, values, and beliefs of
participants

Recognizing and respecting the diversity of participants is crucial for effective training delivery.
Each individual brings unique perspectives, backgrounds, and experiences to the learning
process. By considering participants' identity, environment, experiences, values, and beliefs,
trainers can create inclusive and relevant training content that resonates with the participants.
This skill promotes a sense of belonging and fosters a positive learning experience.

o Uses appropriate and respectful language with participants and stakeholders

Language plays a significant role in effective communication. Trainers should use language that
is clear, concise, and respectful. Using appropriate language ensures that participants understand
the training content and instructions accurately. It also demonstrates respect for participants'
dignity and promotes a supportive learning environment. By choosing words carefully, trainers
can avoid causing offense or misunderstanding among participants and stakeholders.

Embodying ProCESS ethics in consistency with SES Skills and complexity principles is essential for
trainers to establish trust, create an inclusive learning environment, and promote effective
communication. These skills contribute to the overall success of the training by fostering
engagement, respect, and a positive learning experience for participants and stakeholders.

2. Develops and maintains SESS trainers competencies

Definition: Develops and maintains an open, curious, flexible and participant-centred mindset.

o] Engages in a process of continuous learning and development of practice

Continuous learning is essential for trainers to stay updated with the latest research, trends, and
best practices in SES Skills. It allows them to expand their knowledge base and refine their training
techniques. By actively seeking professional development opportunities, trainers can enhance
their expertise and provide participants with high-quality and relevant training experiences.

17
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Continuous learning also demonstrates a commitment to personal and professional growth,
inspiring participants to adopt a similar mindset.

o Develops continuous reflective practice to improve practice

Reflective practice involves regularly examining and evaluating one's own training methods,
approaches, and outcomes. It allows trainers to identify areas of strength and areas for
improvement, enabling them to refine their delivery and enhance the effectiveness of their
training sessions. Engaging in reflective practice fosters self-awareness, critical thinking, and the
ability to make informed adjustments based on feedback and self-reflection.

o Mobilises SES Skills knowledge for the benefit of participants

Trainers need a deep understanding of SES Skills and their practical applications to effectively
convey this knowledge to participants. By mobilising their knowledge, trainers can provide
relevant examples, explanations, and exercises that help participants grasp and apply the
concepts. This skill ensures that the training content is meaningful, accurate, and aligned with
the desired learning outcomes.

o] Mobilises and develops own knowledge of complex management situations

Trainers should possess a reasonable understanding of complex management situations and the
main characteristics of "thinking complex". This knowledge allows them to navigate challenges,
facilitate discussions, and provide guidance when participants encounter complex issues. By
mobilizing and developing their own knowledge, trainers can effectively address participants'
questions, concerns, and practical dilemmas, fostering a deeper understanding of how SES Skills
can be applied in real-life scenarios.

o] Develops own SES Skills

Trainers must continuously develop and refine their own SES Skills to serve as role models for
participants. By actively practicing and embodying these skills, trainers can authentically
demonstrate their effectiveness and inspire participants to cultivate them. Developing their own
SES Skills also enhances trainers' ability to empathize, connect, and effectively communicate with
participants, fostering a positive and supportive learning environment.
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o] Integrates and actively participates in the SESS trainers' seminar

Participation in the SESS trainers' seminar provides trainers with opportunities to learn from
peers, exchange ideas, and share best practices. It fosters a sense of community, collaboration,
and professional growth. By actively engaging in the seminar, trainers can broaden their
perspectives, gain new insights, and strengthen their network of fellow trainers. This skill
promotes a continuous learning culture and ensures that trainers stay informed about the latest
developments in SES Skills training.

Developing and maintaining these competencies empowers SESS trainers to deliver high-quality,
participant-centred, and impactful training sessions. These skills contribute to the trainers'
professional growth, facilitate effective knowledge transfer, and create a positive learning
environment for participants.
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3. Develops a space of trust and safety

Definition: Works in partnership with participants to create a safe and supportive environment
that allows everyone to express themselves freely. Maintains a relationship of mutual respect
and trust.

o Recognises and respects the unigueness of participants' talents, ideas, and work

Recognising and respecting the uniqueness of participants' talents, ideas, and work is crucial for
creating an inclusive and empowering learning environment. It validates participants'
individuality, fosters their self-esteem, and encourages active engagement. By acknowledging
and appreciating diverse perspectives and contributions, trainers promote a sense of belonging,
which enhances motivation, creativity, and collaborative learning.

o Demonstrates support, empathy, and care for participants

Demonstrating support, empathy, and care for participants is essential in establishing a space of
trust and safety. Trainers who show genuine concern for participants' well-being create an
atmosphere where individuals feel valued, understood, and supported. This promotes open
communication, risk-taking, and vulnerability, enabling participants to explore their emotions,
share their experiences, and engage in meaningful learning.

o Acknowledges and encourages the expression of participants' feelings, perceptions,
concerns, beliefs, and suggestions

Acknowledging and encouraging the expression of participants' feelings, perceptions, concerns,
beliefs, and suggestions validates their experiences and perspectives. By creating a non-
judgmental and accepting atmosphere, trainers empower participants to voice their thoughts
and emotions freely. This fosters self-reflection, active participation, and a sense of ownership
over the learning process, leading to deeper engagement and personal growth.

o Demonstrates openness and transparency to build trust with participants
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Openness and transparency are vital for building trust between trainers and participants.
Transparent communication about the training objectives, processes, and expectations
establishes clarity and reduces uncertainty. When trainers are open and honest, participants
feel more comfortable sharing their thoughts and concerns. This fosters trust, strengthens the
trainer-participant relationship, and creates a safe space for open dialogue, collaboration, and
mutual learning.

Developing a space of trust and safety is paramount for SESS trainers as it creates an
environment conducive to personal exploration, sensory, emotional and spiritual growth, and
self-expression. When participants feel safe and supported, they are more likely to engage
deeply with the training content, take risks, and apply the acquired skills in their lives. This skill
enables trainers to foster a positive and transformative learning experience for participants.

4. Enables awareness raising

Definition: Facilitates participants' awareness and learning by using appropriate tools and
techniques.

o Challenges participants to raise awareness

By challenging participants, trainers encourage them to critically examine their beliefs,

assumptions, and perspectives. This skill prompts participants to question their existing
knowledge and opens them up to new ideas and possibilities. It stimulates deeper self-
reflection and promotes transformative learning experiences.

o Questions the participants, their ways of thinking, their values, needs, desires, and
beliefs

Effective questioning helps participants delve into their thoughts, emotions, and underlying
motivations. It prompts self-reflection, introspection, and exploration of personal values and
beliefs. Through targeted questioning, trainers can guide participants towards a deeper
understanding of themselves, fostering self-awareness and personal growth.
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o Asks guestions that help participants explore beyond conventional thinking

By asking thought-provoking questions, trainers encourage participants to go beyond
conventional wisdom and explore alternative perspectives. This skill stimulates critical thinking,
creativity, and innovation. It broadens participants' horizons, enabling them to discover new
insights and approaches to problem-solving.

o Invites participants to share their experiences in the moment of the session

Creating an interactive and participatory learning environment allows participants to actively
engage with the training material and integrate their personal experiences. By sharing their
experiences in real-time, participants deepen their understanding, connect theory with
practice, and contribute to the collective learning of the group.

Enabling awareness raising is a vital skill for SESS trainers as it challenges participants to
critically examine their beliefs, question their thinking patterns, and explore beyond
conventional wisdom. By using effective questioning techniques, appropriate tools and by
creating an open and supportive learning environment, trainers promote transformative
learning experiences. This skill encourages participants to deepen their self-reflection, expand
their perspectives, and discover new insights, ultimately fostering personal growth and
development.

5. Facilitates participants' growth (in understanding and using the connection between SES
skills and managing complexity)

Definition: Partners with participants to turn learning and discovery into action in relation with
SES Skills and managing complexity. Promotes participants' autonomy.

o Recognises and supports participants' autonomy in designing objectives, actions, and
methods of empowerment
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Empowering participants to take ownership of their learning journey enhances motivation and
commitment. Trainers who recognize and support participants' autonomy foster a sense of
agency, allowing them to set meaningful goals, choose appropriate strategies, and take
responsibility for their growth and development.

o Helps participants identify potential outcomes or learnings from the identified action
steps

By guiding participants in identifying potential outcomes and learnings, trainers help them gain
clarity and purpose. This skill supports participants in understanding the relevance of SES Skills in
managing complexity and encourages them to apply their learning to real-life situations. It
promotes self-reflection and self-directed growth.

o Invites participants to consider how to move forward, incorporating resources, support,
and potential barriers

Trainers who facilitate participants' forward thinking enable them to develop action plans that
consider available resources, support systems, and potential obstacles. This skill empowers
participants to navigate complexities and challenges effectively, enhancing their ability to apply
SES Skills in practical contexts. Furthermore, to guide the participants in developing their action
plans, the trainer should have a deep understanding of the company cases.

o Partners with participants to summarize learning and insights/discoveries during or
between sessions

Summarizing learning and insights helps participants consolidate their knowledge and reflect on
their progress. By partnering with participants in this process, trainers reinforce the importance
of reflection and provide valuable feedback. It reinforces participants' sense of accomplishment
and encourages continuous growth.

o Acknowledges participants' progress and achievements
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Recognizing and acknowledging participants' progress and achievements fosters a positive
learning environment and boosts their confidence and motivation. Trainers who celebrate
participants' milestones and successes provide validation and encouragement, inspiring them to
continue their growth journey.

Facilitating participants' growth is a key competency for SESS trainers as it empowers individuals
to apply SES Skills in managing complexity. By recognizing and supporting participants'
autonomy, trainers foster a sense of agency and ownership over their learning journey. Through
guiding participants in identifying outcomes, exploring strategies, and considering resources and
barriers, trainers promote self-directed growth and practical application of SES Skills. By
partnering with participants to summarize learning and acknowledging their progress and
achievements, trainers create a positive and empowering learning environment that encourages
continuous development and integration of SES Skills into participants' lives. Furthermore, the
SESS trainer should be capable of aiding learners through the use of SES skills, to open up original
avenues in the management of complex situations.

6. Handles the structure and organises the training sessions
Definition: Records the organisation and structure in a session sheet

The session sheet is a document used to record the organisation and structure of training
sessions. It serves as a guide for the person responsible for handling and organising the training
sessions. The session sheet should ideally include the following information:

1. Material Organization

This section specifies any specific materials required for the session, such as handouts,
presentation slides, equipment, or props. It should also include any venue specifications, such
as room setup, seating arrangements, or technical requirements.

2. Overall Objective, Timing, and Proposed Methodology
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Here, the session sheet outlines the overall objective of the training session. It describes what
the session aims to achieve or teach the participants. The timing specifies the duration allocated
for the session. The proposed methodology outlines the teaching or training methods to be
used, such as explaining theories, group discussions, interactive activities, or hands-on
exercises.

3. Criteria for Success

This section defines the criteria for measuring the success of the session. It outlines the
expected outcomes or learning objectives that participants should achieve by the end of the
session. These criteria can be specific knowledge gained, skills acquired, or behavioural changes
observed.

4. Objectives, Timing, and Proposed Actions for Each Sequence

This part breaks down the session into smaller sequences or segments. Each sequence focuses
on a specific topic or learning area. For each sequence, the session sheet should outline the
objectives, timing (duration), and proposed actions or activities to be conducted. This provides a
detailed plan of what will be covered and how much time should be allocated to each segment.

5. Assessment of participants/Learning Process

This section addresses the assessment of participants' progress and understanding throughout
the session. It may include methods for evaluating participants' learning, such as quizzes,
practical exercises, group work, or individual presentations. The session sheet should specify
how the assessment will be conducted and what criteria will be used to measure participants'
contributions/learnings.

6. Discussions and Feedback

This part focuses on facilitating discussions and gathering feedback from participants. It may
include specific discussion topics, questions, or prompts to encourage active participation and
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engagement. Additionally, it should outline how feedback will be collected, whether through
group discussions, individual feedback forms, or other means.

Due to the nature of SESS training, room for improvisation should be allowed as well as a
certain degree of flexibility in the session sheet chapters.

By mastering the skills outlined in each of the six domains, trainers can establish trust, create
inclusive learning environments, promote effective communication, and foster personal growth
among participants. Embodying ProCESS ethics ensures integrity and transparency, while
continuous learning and reflective practice enable trainers to refine their techniques and stay
informed about the latest developments in SES Skills. By developing a space of trust and safety,
trainers create an atmosphere where participants can freely express themselves and engage in
meaningful learning experiences. Moreover, by enabling awareness raising and facilitating
participants' growth, trainers empower individuals to critically examine their beliefs, broaden
their perspectives, and apply SES Skills in managing complexity.

Conclusion

In conclusion, this document has presented the competency framework designed for SESS
trainers in the ProCESS project. The framework was developed through extensive research and
stakeholder involvement, drawing on scientific literature, expert focus groups, project goals and
values. Six core competency domains were identified as critical for SESS trainers: embodying
ProCESS ethics, developing and maintaining competencies, creating trust and safety, enabling
awareness, facilitating growth, and structuring sessions. The first five domains contain 3-6
specific competencies that provide guidance on the knowledge, skills and behaviours required.
The sixth domain details what the session sheet should cover.

The methodology used to design the framework focused on sourcing competencies from diverse
inputs, gaining buy-in through stakeholder participation, and ensuring alignment with ProCESS
objectives. Challenges like stakeholder resistance and lack of existing research were overcome
through transparent communication and a participatory process.
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While an initial framework has been established, ongoing review and confirmation will be critical
as new SESS trainers are certified. Additional data collection through observation, focus groups
and interviews is recommended to validate the framework. With regular re-evaluation, it can
remain a living document that evolves alongside the SESS trainer role.

Overall, the competency framework represents a significant undertaking to identify and codify
the capabilities needed for this innovative trainer role. It provides SESS trainers a guide for
development and enables quality assurance in ProCESS workshops. Most importantly, it helps
fulfill the project mission of developing key social and emotional skills for managing complexity.
With continued refinement, it will ensure SESS trainers have the right competencies to empower
participants for our rapidly changing world.
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