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1) Introduction ¶ 
The education of adults constitutes a widest field, that includes all the activities through which persons, that are considered adults from their society, learn in a systematic and organised way. ¶In the case of teachers, the demand for improvement of their provided educational work and their role today, it becomes continuously more imperative in all the rungs of our educational system. ¶ 

"The profession of teachers will suffer radical changes at the next decades. Teachers and educators becomes leaders, advisers and mediators. ¶Their role, which it is very important, is to help and strengthen taught people, who as far as possible are responsible for their education. ¶The faculty and the courage for the growth and the application of open sea and wide attendance teaching and learning methods will become a basic professional dexterity for the teachers, so much in school what in out school environment. ¶The energetic learning process moreover presupposes motive for learning, critical faculty, as well as the faculty of learning. ¶The irreplaceable part of instructive role consists the growth of those of precise human faculties of acquisition and utilisation of knowledge. "¶ (European Commission, 2004).
The education is a live space of permanent improvement and growth. However, the training, the advisory support and the motivation of educational personnel, constitute basic and permanent operations, that tend to contribute in the effectiveness of educational units and the improvement of provided education. ¶ 

¶The content of designed training policy of educational units will be supposed to meet the needs of teachers, while it moves in short-term or in long term so as to it is connected no simply with the sensitization of teachers, but with the growth and change of educational system totally. 
¶ 2) Management of human resources in an Adult Educational Unit  

2.1. ¶  Human resources’ (educators) characteristics ¶
Those people who deal with the personnel of an educational unit or a training organization, it will be supposed they know and recognize certain basic elements concerning the characteristics of these persons (educators) in their labour environment. ¶Beyond the differences of leaf, age or origin, the individual differences that have interest for the management and administration processes are characteristics such as the faculty, the intelligence, the personality of the educators. ¶ 

This faculty is analyzed to various components such as comprehension of significances, perception of environment (interior or exterior), ability in handling of tools and materials, ability in communicating, inductive logic, crisis, creativity etc.   

The ¶intelligence is defined as the faculty of resolution of problems, application of ideas, thinking of conclusions and perception of cross-correlations (Argyle, 1989). It ¶has also been analyzed in five forms of intellectual operation : ¶thought, memory, deviating production (resolution of problems that leads to unexpected and original solutions), converging production (resolution of problems that leads to a solution) and evaluation (Guilfor, 1967). ¶ 

The personality is defined as a total of relatively constant characteristics that distinguishes the individuals. ¶As such characteristics have been mentioned the responsibility, the sentimental stability, the sociability, the attention, the liveliness, the insistence, the rigidity, etc.  (Hatzipanteli, 1999). 

¶The above characteristics and differences are to be perceived in relation to the recruitment of educational personnel in an educational unit of adults. They also have to be considered as constitute elements at the planning of work, programs of study, but also education and their evaluation. ¶ 

A second interesting question about the human resources of educational unit, concerns the behaviour of teachers and, more specifically, the factors that influence this behaviour and the forms through which it is expressed. ¶The factors can be "internal", that is to say be connected with the individual or "exterior", that is to say concern in the environment. ¶ 

The "internal" factors can be the faculties, the perceptions, the expectations, the values and the personal targets, while the "exterior" factors concern the type of work to be done, the team-building process, the labour climate and culture, the organisation, the model of leadership etc. The behaviour is to be pointed out mainly as attitude, that is to say as constant way of thinking and acting of personnel of the educational unit. The way of thinking and acting are results of experiences and determine the degree of adaptation or resistance in the change of educational policy of unit. However, it is ¶important that the attitudes are altered as result of new experiences, via which personal growth and professional development are achieved (Hatzipanteli, 1999). ¶  

¶The successful management of human potential (educators in the of an Adult Training Institute) depends on the recognition of this particular characteristics, but also the support, exploitation and integration of all factors that are connected, immediately, with their professional and personal growth. ¶Simultaneously, the upgrade of the educational process, as result of transformation of personal place of educators, will become with terms that ensure essential experiences of learning, communication, collaboration, respect and acceptance of other, social solidarity, equality, recognition, etc.
On the other hand, ¶the training of educators, institution of strategic importance, is offered towards the redefinition of the relation between the educator and his/her work, his/her personal, academician and professional growth and development and constitutes basic priority of management and administration processes facilitating the application of new reforms or educational policies.  ¶   

¶2.2. Definition of the  professional growth of teachers¶
The term "professional growth of teachers" has recently been outcome. As a result there are several opinions trying to define the content of the term. ¶Initially, we should try to clarify the terms “growth of personnel” (staff development), “personal growth” (personal development) and “professional growth” (professional development) in relation to the personnel of an adult educational unit, organization or institute.  ¶ 

¶The term "growth of personnel" is general and constitutes part of more general planning of growth of educational unit (development plan). ¶This term includes : ¶

the growth of educator as an individual (personal development) and 

the growth of educator as a professional (professional development). ¶
In our effort to determine the content of the "professional growth of educators" term, we realise that many people use the term alternative with the training, considering that it is "each activity of exercise, that helps the educators to improve their instructive dexterities" (Sparks, 1984). In this case ¶the term does not declare nothing new. ¶
Berliner (1983) said that the term expresses more complicated and well designed efforts from the planning of training activities (seminars), in relation to a total of subjects from which the educator chooses according to his/her interests. ¶
Southworth (1984) agrees that the professional growth of educators is included in the life-long adult education frame, while Vaugham (1983) characterizes the professional growth as a mean through which recent discoveries of researches for the effectiveness of teacher can be used, in order to improve the produced work of educational unit (Wideen & Andrews, 1987). ¶ 

In addition, Billings (1977) stresses : ¶ 

"The professional growth of educators should, in a ideal society, be considered as a studied and continuous process, that contains the recognition and the discussion in relation to : ¶

the existing and expected needs of individuals of personnel of an educational unit, so as to work in a productive way, ¶

the educational unit, in order to the academic work, the designs and the application of training programs, concerning the activities of personnel be supported.¶
The professional growth of educators is part of the evaluation of the effectiveness process of an educational unit and it can be focused in the educators, but also in the scientific - administrative personnel that work in the unit. ¶
If someone is to realize and meet the individuals’ and educational unit’s needs, he / she have to foresee ways in its it is possible the existing or desirable situations to be developed, in the future. ¶Therefore, a long-term planning is required and negotiations between the interested parts are, also, necessary, so as the decisions to be satisfactory and suitable for all. ¶ 

3) Training policy of an Adult Education Organization  ¶   

3.1. ¶The profile of educators and  energies-activities of continuing professional training 
In Greece, the field of the adult education is continuously developing and provided with intense social demand, mainly because the financing of various energies of training from the European Union. However, it has not still shaped constant structures, while it does not allocate many well organized institutions and professional educators as it happens in most European countries. ¶ 

A total regulations, however the last years, helped somehow the situation. ¶The institution of the National Centre of Certification (EKEPIS) created the conditions of evaluation of institutions and educators, via which, the sufficiency and the faculty are ensured.  ¶ 

According to a Ministerial Decision :  ¶
"As an educator of  Continuing Professional Training defines the professional allocates the required for the exercise of profession formal and essential qualifications, as well as the essential pedagogic knowledge and dexterities. ¶The combination of this complex qualifications renders the educator efficient to  participate in the determination of training objectives of programs of training, to adapt the targets to the needs of the trainees, to facilitate in the acquisition of knowledge and faculties, to  select  the suitable educational methods and, finally, to ensure the active attendance worked out in the training process and lead the trainees  to the agreed objectives " (Decision of the Ministry of Labour and Social Insurance ref. no. 105128/08.01.01). ¶ 

The basic conditions the candidates - educators have to meet concern two, mainly, categories – criteria  :  ¶

Professional experience, which the candidates have to verify and relevant title of study, so that he/she is ensured that they are active professionals in their sector. ¶The time breadth of minimal professional experience that is required, is determined depending on : ¶  


the level of study 


the category of Educator (theoretical, practical training).  ¶

Adult teaching experience.  ¶With this criterion it is ensured that candidates that are called to educate adults, allocate the minimal required experience in forms of education of adults. ¶ 

However, the shading of profile of the educators requires, also, report in other parameters, as their personality, their pedagogic training, their special knowledge concerning corruptible social teams, their author's and other activity. ¶ 

In order that an educator participates in a program of training, he/she will be supposed to fulfil a total of conditions such as :  ¶
teaching - educational experience in the training of adults, ¶
use of methods, techniques and tools, completely harmonised with the characteristics of  the target – team,  

use of modern supervisory means of teaching, 
possibility of adaptation of the rythm of teaching and educational methods in the particular characteristics and the needs of the target-team, ¶ 

participation in an educators’ training program.
Beyond these elements the adults’ educators should also be in place to : ¶ 

a) emphasise in the objects of training, aiming in the complete comprehension from the trainees of the cognitive content of each educational unit, ¶
b¶) exercise the trainees in developing particular dexterities, with regard to the object of training of each program, through specialised exercises, exercises of simulation, individual and common work, ¶ 

¶c) reinforce the self-confidence of the trainees, with regard to the usefulness of knowledge and dexterities that will acquire and, also, develop knowledge of job market, presenting to them the requirements of places of work for which they are prepared to cover. ¶
2. ¶Estimate of needs for the professional growth of educators  
The analysis and estimate of needs for educators’ professional growth will be supposed to precede the planning of strategy of educational unit for the professional growth of these people and to constitute part of process of application of this strategy, as well as its revision. ¶  

¶The definition of the needs becomes, usually, with the daily contact, at the same time with the educational support that is provided to the educators. ¶However, an analysis of priorities should be preceded it precedes a analysis, that should be taken into consideration in the planning of strategy for the professional growth of educators. ¶   The needs are determined by a mesh of factors, that can be categorized in those, that relate with the customer, the program of training, educator as an individual and the educational unit as an organisation (Newton, 1994).
 ¶
a) The customer. ¶In the case of educational unit the trainee is the customer. ¶A lot of teams function as "indirect customers" and determine in important degree the type of provided education. ¶These teams are the state, the society, other educational personnel, the job market, etc. ¶ At some ways these are also "customers", but they “stand” behind and they help in the verification of needs that have to be met. The trainee¶, with regard to the professional growth of educators, will be influenced, when the educator feels the need to become more direct and effective, concerning the trainee’s personal needs for further training and education. ¶In other words, in a first phase the needs and the particularities of the trainees are analyzed, in order to make decision about the type of professional growth of educators, that is required. ¶
b) The program of training. ¶The planning and the development of the training program, often, leads or presupposes also the professional growth of educators. ¶The planning of new training program, the growth of new techniques and methods of teaching of thematic units, the use of modern audiovisual means etc., require a specific type of professional growth of educators. It is obvious that the analysis of needs in issues, methods and techniques of education, means and tools that are drawn for the concretisation of new programs, that enters in the gulves of education harmonised with the requirements of job market, is necessary condition for the right and completed designing of professional growth of educators.  ¶ ¶
c) The individual, that is to say the educator. ¶Through the analysis of his/her personal needs, the discussion with his/her colleagues, the other scientific personnel of the educational unit or an interview of evaluation, the educator can comprehend and define which concrete steps they are necessary for the improvement of his/her instructive work and his/her professional growth. ¶ Still, his/her contact with the administrative and other personnel of the educational unit, they can help in the estimate of needs for professional growth, in other regions, beyond "instructive", useful at his/her exercise of teaching work. ¶  
d) The organisation. ¶The educational unit as an organisation should be taken into consideration for the estimate of needs for professional growth of educators, in relation to two parameters: ¶
The first one is related to the efforts for the improvement and more effective running of the unit and the raise of the provided work quality, through the management and administration of means and resources, the better communication process between the executives included.  ¶ 

Naturally, all the above influence also the trainees and the administrative personnel but the weight, however, is to be given in the improvement of the educational unit’s operation.  ¶
The second concerns the achievement of better possible balance among the trainees’, the training program’s, the educators’ and the administrative personnel   needs. ¶It is essential in an educational unit, to take into consideration the opinions of more involved parts, with regard to a concrete problem or a change that is drawn in the field of training or in the frames of new educational policy. ¶   

¶3.3. ¶Factors that determine and influence the professional growth of educators  ¶
Each educational unit finds itself in the centre of attention of large number of individuals, organisations and social teams, that are related, immediately or indirectly, to the operation and its effectiveness, concerning the rung of each educational system of each country. Any innovations or reforms, that are drawn and concern some educational system depend on certain basic factors, "internal" and "exterior", that determine, to a large extent, the application and the result of each effort of innovation. ¶
¶¶These factors determine considerably, also, the efforts for the professional growth of educators of this educational system or sub-system :  
¶
a) Initially, the government public services and their expectations influence the adaptation and implementation of programs for the professional growth of the educational personnel in the field of adult education. ¶Seldom, an educational unit takes additional financing (technical aid) to complete the educational work, for the achievement of governmental expectations in the space of professional training and the connection of training with the employment. As a result so far, has not become any effort of upgrade of qualifications, faculties or dexterities of educators of continuing professional training. ¶
b¶) The ideological climate. ¶Most concrete but equally important effect in the units of adult education and in those they work in them, they are the ideas that dominate, in relation to the basic components of the unit : ¶aims, systems and methods of education, financing frame of energies of training, systems of evaluation of educational organisation and its operation, trainees’ connection with the job market, etc. (Wideen & Andrews, 1987).

¶c) Available scientific knowledge emanates from systematic research or from theoretical proposals and is adopted by the educational unit in the frame of innovative educational policy, influences considerably the professional growth of instructors (Wideen & Andrews, 1987).¶ 
d) Connection with other systems of education. ¶The adult education and training systems are more than an educational system or institutions or organizations. The most ¶obvious example of relation among these systems is the connection of research and the growth of new products or services with the application and connection of these with the job market. In such a cooperative frame, the teaching quality of educators and their effectiveness in achieving the targets of the program, these are more determined by the expectations, that the involved parts have (trainees, educational units, market), with regard to the work that they expect a teacher produce. Theses expectations influence to a large extent the character of professional growth of educators (Wideen & Andrews, 1987).¶  ¶  
¶ e) The role of Director. The extend to which the needs ¶of the educational unit will be recognized and satisfied it depends immediately on the Director of the unit, his/her sensitivity to the factors ¶that recommend the need for professional growth of educators and his/her ability to translate in action his/her perceptions. His/her basic responsibility is for providing the better possible training - education to the participants in the processes of the organization-institution. The director should facilitate ¶the professional growth of the educators through the following activities : ¶

he/she cultivates the collaboration to the common approach of problems that is related to the training of the educational personnel,  ¶

he/she provides the positive elements of each member of the team of the educational personnel, creating a healthy competitive frame,  ¶  


he/she locates the energies-activities that encourage the educational personnel to take its responsibility to the professional growth. ¶ 

Conclusively, the main point for the director is to find factors that activate the personnel for further growth, face them in a positive way and know that the educational unit will develop them.  
¶   

f) The culture of the educational unit. ¶The quality of educational units as social systems depends directly on the role of director and the educators as well. ¶The educational units, that contribute positively in the growth of educators and their personnel are characterized by concrete organisational factors. ¶ 


the educators are encouraged to discuss openly the themes and ideas they have in mind and shared the problems and their solutions. ¶They perceive themselves as team members and prevail an atmosphere of collaboration and confidence. ¶

the evaluation in the educational unit is considered to be an essential factor for the process of its growth. It does ¶not function threateningly and its necessity arises from the estimate, that the things can continuously be better. ¶ 
g) The role of educators. ¶The quality of professional growth of educators depends directly on them. So :  ¶ 


they are encouraged to draw and to evaluate their work in cooperation with their colleagues,  ¶

they study and criticise their educational activity, ¶

they are encouraged to attend training seminars, ¶

they participate in European actions or other adults education programs, aiming at the exchange of experiences in relation to the adult education field,  ¶

they take part in the decision making process in relation to the determination of subjects they concern the educational work and the methods and processes of concretisation of programs. ¶
Finally, we can say that a total of factors influences each program of professional growth of educators. On the other hand, the educators ¶as professionals, require a process of training, that will supply their personal growth and will recognize the difficulties of their profession, in direct relation with policies that will determine their "future" in the field of continuing professional training. ¶  
3.4 A frame of expected  training policy of educators   
The need for the professional growth of adult educators was presented intensely in the means of decade '80. During this decade became comprehensible, that in order to it achieves any reform in a educational system, the educators should not only take part actively in the implementation of the reform, but also be trained substantially, so that they could follow the guidelines of continuously evolving instructive action and the educational process totally. 
Nowadays, there are three different approaches of the educators’ professional growth. Each one of them is based on different presumption for the relations that can exist between the needs of educators, the choices they have to make ¦and the potential benefits. ¶These approaches are : ¶
i) ¦ The individual approach of the educators’ professional growth,  

ii) ¶¦¦ The team approach of the educators’ professional growth, ¶
iii)¦¦ Approach via the educational unit for the professional growth of educators. 
The role that the educators are going to play is vital and essential in relation to the recognition of their needs for professional growth and the choice of methods they make to meet the most basic of their needs. ¶However the role of educators is considerably different in each one from the three above basic approaches.  ¶ 

In the individual approach the educators act as individuals. ¶They recognize their needs for professional growth and find ways to cope with them by themselves. ¶
In the team approach the educators act as individuals and as team members. At the beginning they ¶recognize their needs for professional growth individually, but they work as a team, so that to find ways in order to cope with them. ¶In the team approach it is characteristic, that the educators take decisions in relation to the needs, benefits and priorities in all the level of educational unit, but also in individual and in team level. ¶In this model the decision making process of educators is part  of the reliable and drawn growth of educational unit. ¶
We could withdraw the three approaches of the educators’ professional growth as follows : 
i) ¦ Individual approach in the professional growth of educators ¶
a) Apprenticeship of newcomer educators through their contact with the experienced educational personnel of the educational unit, but also the process of personal growth, via the exploitation of available medium and material resources that exist in the educational unit, as result of multiannual way in the field of adult education. The apprenticeship in a system that acting experienced educators, helps newcomer to come in direct contact with his/her professional role and to realize the faculties, that it will be supposed it has, when as an educator enters in “classroom”. ¶Even if the apprenticeship is also presented in other professions, it has particular importance for the educators, because most times educators play the trainee role, as constitutive parts of an educators training process that precede their work. ¶ ¶
At the same time, the use of available materials and means (designed and organized educational plans¦, educational materials and tools, technological means, etc.¦¦), they help the educator’s direct adaptation in the requirements of his/her role, but also in the requirements of his/her educational work. The apprenticeship as well the demand for personal growth can help the educator to move forward, only if he/she analyzes his/her professional needs, the effectiveness of allocated resources existed in the educational unit and if he/she recognizes and achieves a total of targets, that is related to the two above levels of analysis.¶ 

b) Professional growth through seminars attention. The most common and generally acceptable approach for the professional growth of educators. This approach was largely developed during the ’80 decade perceived as panacea for the improvement of educational units generally and provided education. This approach presupposes, that the educators will make a research, locate and attend some seminars, with criterion their individual needs and then will exploit the knowledge they perceive in the “classroom”. 

 ¶
ii)¦ Team  approach in the professional growth of educators¶
Many times the disadvantages (time, place) and the lacks of well organized training seminars, led some educational institutions that interested for the quality of provided professional growth of educators, to search for alternative solutions, that could be related to the following strategies : ¶
a) The professional growth that is based on the educational unit, which functioning as a "training" community, can recognize and solve many of the educator’s problems, regulate his/her affairs and find the sources for his/her training, depending on the unit’s educational needs.  ¶
¦b)¦ The professional growth that is focused in the educational unit. In this case the emphasis is ¶given to the planning of efforts for training concerning concrete innovations, deliberate developmental initiatives and needs of educational unit. ¶This approach includes three basic elements : ¶the recognition of need for professional growth of educators, the implementation of programs for the confrontation of this need and the evaluation of the effectiveness of programs that have been implemented. 
This approach is used as a tool for the confrontation of urgent problems and also for the implementation of short-term solutions, without taking into consideration the individual needs and interests for professional growth of educators.  

¦iii)¦ Approach via the educational unit for the professional growth of educators 

This approach based on the fact that the professional growth of educators must be related directly with the total planning of the educational unit, and takes into consideration the particular characteristics of administrative personnel of the unit, as well as those of teams of educators. This approach offers the chance to the educators to be trained, to have a clear vision of their personal professional development and try to improve the effectiveness of their educational work. But all these actions must be in close relation to the resources the educational unit can provide and the needs tend to meet. In this case the needs of the educational unit can be connected to the needs of the educators and the choices of the administrative personnel could be in relation to the educators’ demands so that the educators can be trained in a specific way. This approach is based upon the fact that the professional growth of the educators can become effective as a part of a total effort of the educational unit’s organization and development  and as a factor that could lead to the implementation of changes. That will be achieved because in this case we will succeed in the systematic planning of the educators’ professional growth through the total systematic planning of the educational unit’s development. 
4. ¶ Synopsis  ¶
In any case the training constitutes integral part of the professional and personal growth and development of educators. On the one hand, ¶the basic education and training of educators cannot by itself cope with the challenges of the pedagogic and instructive work. On the other hand, the rythm with which the knowledge become older and older, as a result of the most rapid scientific and technological development, the way of transmission of these but also sociopolitical changes, provides essential and crucial a process of continuous training of educators. 
Nowadays, in Greece have undertaken important actions to this direction, not only from private training institutions (Centers of Professional Training)¦, but from public institutions as well (Ministry¦¦ of Education, Ministry of Labour and Social Security). 
Thus, progressively, structures and systems of educators’ training are established that it is likely they will lead happen in Greece what happened also in other European countries, where the training of educators was rapidly developed and constituted as basic priority of educational systems.

Through such processes those that survived and finally were vindicated, are institutions and individuals that convinced for the effectiveness of their work, in a checking spiral course of personal growth. ¶Those people that will work with ¦patience and quality in this sector, have enough probabilities to consolidate their existence and operation and they offer qualitative work with important results for the society. 
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