PO3BY.10BA EAMHOMO BIIKPUTOIO IHOOPMALIIVIHOIO POCTOPY OCBITV BIIPOLOBMX MUTTA
Llocmuti MixcHapodHul Haykoso-npakmuyHuli WEB-gopym
26-29 bepesHsa 2024 poky. Kuis-Xapkis, YkpaiHa

SERRA Giovanni?
Roma Tre University
Rome, Italy

ORCID: 0009-0004-2443-4660
E-mail: giovanni.serra@uniroma3.it

LEARNING FOR CHANGE:
THE STRATEGIC COMPETENCE TO BE
LIFELONG LEARNER ADULTS IN THE TIME OF
PERMANENT TRANSFORMATIONS

The publication considers such questions as presents the challenge of changes and
complexity, a dynamic construct of competence, transversal and strategic
competences, learning to learn as a strategic competence. The publication presents
a series of dimensions through which the training/educational purpose of learning
to learn is expressed.
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Hapvanus 3apagm 3MiH: cTpareriyHa KOMIIETEHTHICTb OVTH JOPOCIHMHE, AKI
HAaBYarlOTbCA BIPOJOBX XXHTTA, y 4Yac IIOCTIHHHX TpaHC@OpMaliH. Po3riaHyTo
Takl IpoOJIeMy, SK BHKJHK 3MIH I CKJA3AHOCTI, JHHAMIYHHH  KOHCTDVKT
KOMIETEHTHOCTI, HACKPI3HI Ta CTpaTeriyHl KOMIIeTE€HTHOCTI, BMIHHA BYHTHCA AK
CTpareriYyHa KOMIEeTEeHTHICTh. [Ipe/cTaB/IeHO HH3KY BHMIDIB, 4epe3 SKI BHDAKEHO
OCBITHIO MeTYy HABYaHHHA BMIHHA BYHTHCA. 343HAYEHO, IO BIJINPABHOI TOYKOKO €
VCBIJOMJIEHHA TOrO, IO CBIT, Yy AKOMY MH >XHBEMO, CTA€ JeAasll CKJIAaJHILIHM,
B33aEMOIMOB A3aHUM 1 MIHJIHBHM. HarosionieHo Ha TOMY, 1jO 3MIHH BILIHBAIOTH HA
KOMYHIKALII0, CII0CIO XKHTTA, eKOHOMIKY, TEXHOJIOTL, BHPDOOHHYI CHCTEMH T4 DHHKH
npaiji ¥ BIJ6yBarOThCAI B KOHTEKCTI I/I00a/IbHHX SIBHIL], IKI YHHATH THCK HA CYCIIL/IbCTBA.
Socepe/prxeHo yBary Ha TOMY, IO PO3B’S3aHHA CKJA3JHHX I1Ipo6JIeM [0Tpebye
3/]aTHOCTI MPHHMATH PIZHI TOYKH 30Dy, IHTErPYBATH METOJH, MIXOQHTH /0 MPO6JIEM
IHHOBAL[IHHO. 3BEPHYTO yBary Ha CKJ3JO0BI BHMIDH CTPATEriYHOI KOMIIETEHTHOCTI!
biorpa@idHuH,  METAKOrHITHBHHH,  KOTHITHBHO-CHMBOJIIYHHH T4  COI[IA/IbHO-
emonidaud. CTBEP/PKEHO, 10 IJI BHMIDH € KOMIIACOM JJIS IOOGY/OBH OCBITHIX
TPAEKTOPIH I CEPESOBHUIL], 3aB/IAKH AKHM JIFQAH BYATHCA KEPYBATH BJIACHHM HABYAHHAM
3 IIVIHHOM 9acy I aKTHBHO pearyBaTH Ha 3MIHH B I[[bOMY KOHTEKCTI,

Korro9oBi ciroBa: ocBiTa BIpOJOBX XKHTTS, OPraHi3alis, OHJaHH-OCBITA, TEHEHI]II.

The challenge of changes and complexity. The starting point is the consideration
that the world we live is more and more complex, interconnected and changing. The
changes affect communication, lifestyles, the economy, technologies, production
systems, and labour markets, and they occur in a context also characterised by global
phenomena that pressurise societies. I am referring to migration, climate change and,
especially in Europe, an ageing population.

Added to all this are other stress factors that have affected people's lives in recent
years, generating uncertainty: the economic crisis of 2008, the Covid-19 pandemic and,
recently, the war in Ucraine and the energy crisis.
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Changes are a great challenge for education systems. In a world that is constantly
and rapidly changing, acquired knowledge and skills quickly becomes obsolete. This
means that what people learn in education gradually becomes less useful for
understanding reality and acting in it.

Another characteristic of the time we live in is complexity. It appears increasingly clear
that human, social, economic, political, technological and environmental facts are not
independent and cannot be understood and addressed if observed as isolated phenomena.
Everything is connected, everything 1is interdependent. Relying on technical
rationality [ 14 ] to deal with complex problems in a deterministic and specialized way
increasingly leads to ineffective or even harmful solutions. Tackling complex problems
requires the ability to adopt different points of view, to integrate methods, to approach
problems in an innovative way. This does not mean giving up specialization, but it means
placing specialization at the service of collaboration between different paradigms,
epistemologies and methodologies. Yet we must ask ourselves: are our educational paths
oriented towards complexity? Do we educate our students at various levels to understand
interconnections and interdependencies? And how much is the culture of adults living in
our societies conditioned by the practices of the media and social networks that fuel
simplification? These are problems that do not only concern those involved in humanistic
studies. The need to adapt to changes and navigate complexity also concerns those who
work in technical sectors and those who study to do so.

An education for change and complexity is essential for individuals, to guarantee
their employability over time, and it is essential for societies, to protect democracy and
fully human development.

In our research at the University of Roma Tre, we are questioning the individual
competences that can facilitate adults in managing change and uncertainty and how to
promote their development.

To answer these questions it is first necessary to focus attention on the concept of
competence and overcome some misunderstandings regarding it.

A dynamic construct of competence. Let us therefore take three definitions of
competence into consideration, the first of institutional origin, the second coming from a
work sociologist and the third from an educational psychologist.

According to the Council of the European Union (2018) [ 16 ], competences are
defined as a combination of knowledge, skills and attitudes, where: knowledge is composed
of the facts and figures, concepts, ideas and theories which are already established and
support the understanding of a certain area or subject; skills are defined as the ability and
capacity to carry out processes and use the existing knowledge to achieve results; and
attitudes describe the disposition and mind-sets to act or react to ideas, persons or situations.
From this definition it follows that competence is a complex construct, made up of a
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combination of different components. Incidentally, note that it is wrong to confuse
competence with skills, as these are one of the components that constitute it.

The second definition is the one proposed by Guy Le Boterf, a work sociologist
who is among the most important scholars on the topic of competences. According to
Le Boterf (2000) [ 6 ], a person knows how to act competently, if they: knows how to
combine and mobilise a set of relevant resources (knowledge, know-how, quality,
resource networks, etc.); to carry out, in a particular context, professional activities
according to certain professional requirements; in order to produce results (services,
products) satisfying certain performance criteria for a recipient (client, user,
patient, etc.). From this definition, it emerges that to be competent it is not enough to
possess certain resources, but it is necessary to know how to combine and mobilise
them. Therefore, competence does not consist in a sum of resources, but in their
mobilisation to give life to an action that generates socially recognised results. From
an educational perspective, this means that to train competent people it is not enough
to provide them with knowledge or even skills, if they do not develop the ability to
mobilise and combine them adequately for a desired purpose.

The third definition is from Michele Pellerey, an educational psychologist. From
his point of view, competence is defined as the ability to cope with a task or set of tasks,
managing to set in motion and orchestrate one's own cognitive, affective and volitional
resources and to use the external ones available, in a coherent and fruitful way [ 9 ].
This definition is similar to that of Le Boterf, but it is clearer that to act competently
people must be able to mobilise not only their own internal resources, but also those of
the context in which they operate. For this reason, the combination of different
resources is not always the same and must be the result of a creative, adequate and
fruitful «orchestrationy.

As a result of these different perspectives, we have adopted a construct of competence
that has at its center the subject's proactive capacity and agency [ 5 ]. The subject examines
the task to be carried out and the characteristics of the context and proactively, drawing on
both his own personal resources and the social and operational resources available in the
context, selects, mobilizes and orchestrates the most appropriate resources in order to
produce a result that is recognised effective by a recipient.

Increasingly, in the context of post-industrial and constantly evolving society, the
resources to be mobilised in competent action cannot be standardised combinations.
They can be better represented as constellations of resources, the activation of which
depends on the goal of the action and the characteristics of the context or
situation [ 11 ]. Mobilising the most adequate resources also presupposes the ability to
reflect during the action and on the action [ 14 ] and to attribute meaning to one's own
and others' actions [ 3 ].
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However, it should be noted that this process does not have to happen every time a
certain task is performed. Based on experience, a competence can be routinised and become
itself a resource that is mobilised in the exercise of more complex competences.

Moreover, thanks to the proactive character of the competence, by means of
reflection and often in a process of problem solving, competence can be transferred
from a context to another. In this process, by means of the analogical thought, internal
resources are re-orchestrated according to the external resources of the new context
and to the performance required. This process works on the basis of what Shon calls
«reflection in actiony.

Transversal and strategic competences. Many studies have highlighted that some
transversal competences are essential to live and thrive in the changing society [ 4, 8, 12, 16 ].
According to OECD (2015) [ 8 ], in order to ensure the well-being and development of
people, multidimensional competences are needed that include both the area of cognitive
processes and socio-emotional elements [ 13 ]. Sdnchez Puerta et al. (2016) recognise that
socioemotional competences predict a range of important life outcomes and have «a strong
influence on schooling decisions, employment, work experiences, occupational choice, and
wages, while simultaneously minimizing risk behaviours (such as smoking, participation in
illegal activities, and unplanned pregnancy)».

In the 2018 revision of the Recommendation on key competences for lifelong learning,
the Council of EU introduced a new competence, called Personal, Social and Learning to
learn competence (PSL), that integrates the Learning to learn key competence of the
previous framework with a wider scope on personal and social development. The PSL
competence has been described as follow: the ability to reflect upon oneself, effectively
manage time and information, work with others in a constructive way, remain resilient and
manage one’s own learning and career. It includes the ability to cope with uncertainty and
complexity, learn to learn, support one’s physical and emotional wellbeing, to maintain
physical and mental health, and to be able to lead a health-conscious, future-oriented life,
empathize and manage conflict in an inclusive and supportive context [ 16 ].

As defined, PSL competence includes metacognitive and socio-emotional dimensions
and is considered essential to take care of one's well-being and personal development, being
able to face transformations and manage uncertainty, in complex and changing contexts
of interaction.

Caena (2019) [ 4] identifies three core, intertwined elements that underpin PSL
competence: Self-regulation, Empathy and Growth Mindset. The first element refers to the
ability to manage oneself in a complex context, being able to adapt to the context and take
care of one's own well-being. Being able to recognise and govern one's own emotions,
thoughts and behaviour enables people to adopt flexible strategies, not letting themselves
be overwhelmed by changes and accepting them as opportunities.
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The second element, Empathy, refers to the ability to recognise and tune in to the
thoughts and emotions of others, being open to understanding points of view other than
one's own. This support the communication and cooperation competences, and allows
people to calibrate their behaviour in contexts characterised by multiple, not always
predictable interactions.

The growth mindset, which is intertwined with the motivation to act, is nurtured by
the drive to meet three fundamental human needs [ 10 ]: the need for autonomy, the need
for mastery and the need for meaningful relationships. It supports a sense of self-
efficacy [ 2 ] and provides people with the energy they need to face the challenges of
learning and personal development. Growth mindset also nurtures critical thinking
(metacognitive competence), which is expressed in divergent thinking and creativity as well
as in analytical and convergent thinking [ 4 ].

PSL competence is, therefore, an extremely valuable resource for dealing with
uncertainty, both in terms of emotional and social management, and in terms of activating
cognitive processes geared towards managing complexity and cognitive flexibility.

All these competences are transversal across different disciplinary and practice areas;
they are above all strategic competences, as they allow the valorisation of different personal
resources in different and changing contexts and situations [ 7 ] and, therefore, to effectively
exercise the other competences.

Learning to learn as a strategic competence. Alberici's (2008) [ 1 ] studies have
highlighted that the construct of strategic competence can be characterized by two aspects,
autonomous but not independent. The first is the functional value: competence is to be
considered strategic if it includes «that knowledge that is necessary for individuals to be
able to live in societies with a high cognitive value». The second is the generative value:
competence 1s to be considered strategic if it refers to «second level learning which, acting
on the terrain of the construction of thought and the transferability of competences,
represents the condition for the realization [...] of human capability» in a lifelong dimension.
From this perspective, the strategic nature of the learning to learn competence clearly
appears, which takes on the function of a metacompetence thanks to which other
competences can be generated, in response to the challenges of life and change.

In this context the problem arises of how to encourage the development of strategic
competence in learning to learn.

Still referring to Alberici's studies, it may be useful to recall «a series of dimensions
through which the training/educational purpose of learning to learn is expressed:

— the biographical dimension: ability to recognize oneself, to attribute meaning, to
orient oneself, to plan, to choose;

— the dimension of metacognition: strategies relating to the restructuring of schemas
(awareness of acquired cognitive schemas, dialogue with the situation, discovery and
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diagnosis of the problem, adaptation of knowledge to environmental demands, control of
the processes implemented), willingness to create new knowledge, to manage competences
in a self-regulated way and to reinvent competences;

— the cognitive-symbolic dimension: symbolic competence relating to verbal
understanding and logical reasoning (literacy, numeracy);

— the social and emotional dimension: relating to the exercise of intelligence and
emotional skills and the ability to relate, communicate personally and interpersonally in
different contexts» [ 1 ].

According to Stringher (2008) [ 15 ], learning to learn must be considered a higher
order meta-competence, since it performs a coordination and orchestration function of other
skills and competences. This meta-competence can be defined as a regulatory function of
learning, thanks to which the individual acquires an increasingly greater power of control
over his own learning process.

It is a complex construct, whose main components are self-regulated learning,
dispositions to learn, the affective-motivational dimension of learning and the social
dimension of learning.

By introducing this last dimension, the socio-constructivist perspective is recalled,
according to which learning is a social process of construction of meaning.

Stringher also underlines that this meta-competence has an evolutionary dimension
and can develop in a lifelong perspective.

These dimensions can - and should - be given particular attention in the design of
educational paths at various levels and should also guide the design of information-
educational environments aimed at integrating programs and tools for face-to-face
education and those for independent learning.

Conclusions. The time we live in is characterized by continuous and accelerated
changes, in the face of which knowledge and skills acquired by people in educational
paths — both those for work and social ones and for citizenship — are destined to rapid
obsolescence. If, however. we consider the concept of competence not as a simple practical
skill, but as knowledge in action, characterized by the proactivity with which internal and
external resources are mobilized to produce results, the construct of strategic competence
and, in particular, the learning to learn strategic competence is highlighted, thanks to which
new competences can be built by the subject, in response to changes in the context. Learning
to learn strategic competence can be developed through attention to its constituent
dimensions: the biographical dimension, the metacognitive dimension, the cognitive-
symbolic dimension and the social and emotional dimension. These dimensions constitute
the compass for building educational paths and environments thanks to which people will
learn to manage their own learning over time and respond with agency to changes
in the context.
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