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APPENDIX 6.2
Foundation Document
5th International Congress on Licensure, Certification and Credentialing of
Psychologists

The 5th International Congress on Licensure, Certification and Credentialing of Psychologists (ICLCCP)
will take place 7th to 9th July 2013 in Stockholm immediately prior to the 13th European Congress of
Psychology. The ICLCCP is organized by The Association of State and Provincial Psychology Boards
(ASPPB) and the Norwegian Psychological Association (NPA).
This 5th International Congress on Licensure, Certification and Credentialing of Psychologists follows
on the knowledge and understandings obtained in the four previous congresses held in 1995, 2000,
2004 and 2010. These earlier international gatherings which were held in the USA, Norway, Canada
and Australia, were attended by representatives from over 40 different countries.
The earlier gatherings did much to foster a greater appreciation for the significant global diversity in
the systems for education and training of psychologists, the state of development of the psychology
profession and the local cultural and political context that underlies any professional regulatory
structures that currently exist. Furthermore, other important national, regional and international
efforts have been undertaken by major psychology organizations that will need consideration as we
continue to explore better international recognition and credentialing.
After consultation with individuals and organizations, the Organizing Committee of the 5th ICLCCP is
developing a working meeting with the theme: Competence as a Common Language for Professional
Identity and International Recognition. This single theme will guide the meeting goals, participants
and presentations. The central issues to be addressed are the feasibility and processes through
which psychology might reach global consensus on the competencies required by psychologists
across the various fields of professional practice. Such consensus would provide an internationally
consistent definition of what a psychologist ‘is’, and would enhance the possibilities of international
mobility within the profession.
The congress size will be around 100 – 130 participants by invitation only, and identified potential
participants will be invited to attend the Congress at their own expense.
All individuals attending the Congress are expected to contribute to the Congress sessions and
resulting report. The plan is to achieve participation from all major international psychological
associations; from a broad geographical representation of national organizations, stakeholders and
regulators; and from individuals and experts interested in the identification of competencies in the
practice of professional psychology, mutual recognition of standards in training and practice, and
international mobility of practitioners.
If you are interested in learning more about the 5th ICLCCP, please contact the Congress secretary:
Sverre L. Nielsen, The Norwegian Psychological Association, sverre@psykologforeningen.no.
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Preparatory Work
At the 30th International Congress of Psychology (ICP) 2012 in Cape Town, the Congress Organizing
Committee sponsored two symposia and a panel discussion as preparation for the Congress in
Stockholm 2013. Copies of the presentations are available for distribution. The present document is
an introduction and foundation document for the event in Stockholm next year, and was developed
by members of the Organizing Committee.

Introduction
Although psychology as a field of inquiry and as a practice has existed throughout the world and
across many generations, its status as a science and an organized profession is much younger. The
beginnings of scientific psychology in the mid-19th Century, marked by the laboratories of Wundt in
Germany and the first efforts of measurement of individual differences in Europe and the United
States, denote the start of recorded efforts to build a science of human behavior and thinking. As
the discipline of psychology expanded beyond the laboratory, and the theories and methods of
psychology were applied to resolve human challenges, the professional practice of psychology was
born. Some trace the beginning of applied psychology to Alfred Binet’s development of the first
mental measurement scale in France, while others point to the work of Lightner Witmer at the
University of Pennsylvania or the writings of Freud and Jung. Along with the self-conscious
application of psychology during the mid to late 19th century came questions and concerns about the
quality of the services being provided and about the expertise of the individuals employing these
new psychological techniques.
In response to these concerns, societies developed strategies (both legal and professional) to
regulate professional practices of all kinds in order to define the discipline and to protect citizens
and clients from charlatans or unsafe or ineffective services. Many people trace the history of this
professional regulation back to Hippocrates and the oath that early physicians and others engaged in
the healing arts swore to: “First, do no harm” (Sinclair, Simon, & Pettifor, 1996). Professions, like
other creations of society, have evolved over time and have increased in both complexity and
hopefully, effectiveness. One of the hallmarks that distinguish a profession is a regulatory system
that manages or controls entry to and conduct within a profession. Others are: (1) the presence of
academic training programs with requirements for supervised practice, that prepare individuals to
practice the profession, (2) recognized societies or organizations composed of members of the
profession that develop standards for training and promote the acquisition of new knowledge, (3) a
code of ethics or standard of professional conduct that represents the shared commitment to
provide competent and ethical professional services, and (4) a process of professional regulation
that restricts entry to the profession to those meeting the acceptable standards of competence and
monitors the professional conduct of recognized members of the profession to ensure adherence to
ethics codes and other recognized standards (see e.g., Newton, 1988; Weissman, 1984).
The process of professional regulation that controls entry into the profession and monitors
professional conduct for the purpose of protecting the public, is typically called ‘licensure’,
‘certification’, ‘credentialing’ or ‘registration’. Accreditation is the mechanism through which the
profession sets minimal standards for professional training. Licensure and accreditation work hand
in glove to ensure that practitioners are trained, and in fact practice, to a rigorous and monitored
standard. Both accreditation and licensure/ certification serve gatekeeping functions: accreditation
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reviews the quality of programs; licensure/certification serves as quality assurance at the individual
level.
Countries vary in the organizational placement of their regulatory activities. In some countries
professional regulation exists solely within the professional society related to that profession. This
was the case for the British Psychological Society (BPS) and the French Psychological Society/Société
Française de Psychologie (SFP) when they first began. These societies developed guidelines and
standards that described acceptable professional practices and conduct, and required individuals to
join the Society to be recognized to practice the profession. These societies thus controlled the
practice of the profession through their members, but did not have powers to regulate nonmembers who might hold out to practice in the same area.

In other countries, professional regulation involves interplay between
professional societies and independent regulatory bodies, with professional societies
typically establishing appropriate professional training, and regulatory bodies ensuring
that professionals practice competently and safely.”
Examples include Australia where the Australian Psychological Society (APS) interacts with the
Psychology Board of Australia; the UK where the BPS interacts with the Health Professions Council;
the United States where the American Psychological Association (APA) interacts loosely with the
state licensing boards; or Canada where the Canadian Psychological Association publishes the Code
of Ethics to which the provincial/territorial regulators hold licensed practitioners accountable, and
accredits the programs that train professional psychologists who present for licensure.
In many of the European countries where statutory regulation has a long history, professional
societies developed with the role of trade unions, being involved in the negotiation of salary levels.
In others, professional societies had charters that included the need to protect the public and were
explicitly banned from acting as a trade union for their members. In yet other countries the
government is the sole regulator of psychological services, e.g., Norway, Sweden and Denmark. The
majority of European countries now have some form of statutory regulation either through licensing
or registration.
It must be noted that we don’t yet have all the information about professional regulation that we
need to have, particularly from countries in Asia, Africa, Latin- and South America. Any information,
or relevant contacts, will be appreciated.

The Issue
The science and practice of modern psychology continue to have a universal and global presence
although they exist within the context of local cultures, customs, languages and educational systems.
Modern technologies such as air travel, telecommunications and the internet, have made it possible
for those interested in studying and practicing psychology to share knowledge, theories, research
and effective practices around the world. This globalization of psychology has resulted in many
positive benefits. However, it has also made the regulation of psychological practice across borders
difficult and problematic for many countries and individuals. Most countries, and in some cases
subunits within countries, such as individual states, provinces or regions, have developed separate
and unique regulatory mechanisms to recognize and control professions. How these regulatory
systems evolved typically depends on the nature of the legal and legislative structure of the country
5

(e.g., federation of largely autonomous states, or strong centralized national government) and the
development of the profession in each society.

Currently, there are many different models for psychology education and
training, and multiple models for regulation. This situation presents numerous
challenges, given the diversity of regulatory approaches and structures around the
world. While the literature of the discipline of psychology follows universal formats and
can be readily accessed by most in today’s technological environment, the way the
discipline is taught and practiced varies. The timing and degree of focus on disciplinespecific studies can vary by many years in different educational systems, as can the
degree required for entry into the profession. For example in the United States, a
student graduates from 12 years of elementary and secondary education focused on
basic literacy in mathematics, science and social studies before entering college or
university studies where they select a major subject, typically in their second or third
year. Typically a psychology major in a United States college completes less than 50
credit hours in psychology as part of their total 120 semester credit hours for an
undergraduate degree. Training in master’s and doctoral programs to be a psychologist
occurs after attaining an undergraduate degree, which may or may not be in psychology.
In contrast, in Europe and in Canada, a psychology major enters university as a psychology major
and studies predominantly psychology over a three- or four-year course of training. Thus,
psychology majors seeking a career in psychology start their advanced or graduate training from
very different foundations in different educational systems.
In addition, the model of training psychology practitioners varies. For example, in the United States
and Canada, the APA and CPA have espoused the scientist-practitioner and practitioner-scholar
models of training, encouraging the practicing psychologist to also be a knowledgeable and
competent scientist, and base their recommendation to licensing bodies on this model. In other
countries, the goal of training is also to prepare practitioners who understand the theory and science
of psychology and who will continue to learn and develop as the discipline and the profession
change over time. But the goal is not necessarily to produce practitioners who are also competent
as psychological scientists.
Such differences in educational systems and structures and professional training models lead to
significant differences in regulatory requirements to enter the profession. In most countries, one
must have completed a Master’s degree (2-3 years post baccalaureate degree, following a 3- or 4year undergraduate degree in psychology) to independently practice psychology. In other countries,
such as the United States and many parts of Canada, one must generally have completed a doctoral
degree in psychology (4 to 6 years of graduate study beyond the baccalaureate degree), and in yet
other countries, one may practice psychology with a 4-year undergraduate degree alone.
In some parts of the world, the economic and demographic realities result in such large unmet needs
for psychological services that it is unrealistic to expect such services to be provided by university
trained individuals, but rather look to such highly trained individuals to design and supervise systems
of care, using mental health workers as front line practitioners.
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In addition to different systems of education and training, and different entry-level requirements,
there is also variability in the manner in which the quality of educational or academic instruction is
evaluated. In some countries, it is impossible for a college or university that is not government
approved or sanctioned as a legitimate institution of higher education to accept students. In other
countries, higher education is a complex system of both public and private institutions, some with
national recognition of both the institution and the individual programs being offered, and others
operating without both sets of recognition.
It is also important to note that in many parts of the world, psychology as a professional practice is
still emerging beyond being simply an area of academic study. Resources and systems for providing
health and mental health services are still evolving, such that any attempt to standardize or regulate
psychological practice is premature. These global differences must be acknowledged and embraced
while still addressing the pressing needs that may surface where the profession is more developed
and established within the local culture.
Given these differences in educational systems, legal and cultural contexts and the organization and
evaluation of institutions offering professional training, the individual psychologist who desires to
either physically relocate to another country, or practice across national (or even in some cases
regional or state) boundaries, is likely to run into significant regulatory barriers. A student who
travels to another country to receive professional training may have difficulty in obtaining
acknowledgement of that training or expertise upon return to their country of residence. A
psychologist trained in one country who accepts a position in another country may find hurdles
negotiating the regulatory system in the other country. The multi-national corporation seeking to
employ an organizational psychologist to work with its employees in a variety of countries may face
significant challenges in ensuring that the individual will be able to meet the regulatory
requirements in all the different countries. In addition, current technological developments for
training and practice across traditional jurisdictional boundaries (e.g., telecommunications,
videoconferencing, live chats and text messaging) raise the importance of understanding transnational mechanisms for regulating professions and ensuring public safety.
Until now, regulatory bodies in different countries have been left to struggle with equating
differences in educational systems, degree programs and accreditation systems. Individual
psychologists have had to navigate through uncertain waters of regulatory rules and requirements
that were never part of their programs of preparation. Legislators and government officials may
wonder about the integrity and universality of a profession that exhibits so little standardization on
what is required to practice the profession competently and ethically.

Steps toward a Solution
The above description of the global variation in the development of psychology as a profession, and
the associated differences in the education and training systems, practice patterns and credentialing
or regulatory mechanisms, suggests this is a complex and difficult problem that requires a multi-step
approach. The Organizing Committee for this 5th International Congress on Licensure, Certification
and Credentialing of Psychologists believes that we must take both a short-term and long term
perspective if we want to deal with these challenges effectively.
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While common regulatory mechanisms that include systems for international recognition of
qualified practitioners may be the ultimate goal for regulators, there are several intervening steps
that the profession and many psychology groups and organizations, may need to address as a
foundation for such a system.
As described in more detail below, the European Federation of Psychologists’ Associations (EFPA)
has been working to develop the EuroPsy as a vehicle for mutual recognition of competence within
Europe. EFPA’s approach has resulted from much discussion and collaboration within Europe to craft
an acceptable solution that fits the regional context within Europe at present. The International
Union of Psychological Sciences (IUPsyS) is planning an effort to focus on international standards of
education and training in psychology. Other national and regional psychology groups have taken
similar initiatives to look at common standards as a platform for national or regional professional
mobility.
While facilitating mutual international recognition of education/training and accreditation, and
ultimately professional mobility may be the long-term objective, there is also a need to promote the
profession of psychology across the world, to develop more common understandings of how the
profession varies in different local contexts, and to promote some professional cohesion about what
it means to be a psychologist, despite the national, regional and cultural differences that are
obviously present and yet constantly changing. With that perspective, the organizers of this 5th
International Congress on Licensure Certification and Credentialing in Psychology are proposing to
investigate the utility of identifying a globally common set of professional competencies that define
the profession of psychology as a beginning step in this long-term, multi stage effort towards
increased professional cohesion, public promotion of the profession, and ultimately international
recognition and greater professional mobility.
Over the past decade or more, there has been sustained interest within the profession of psychology
to identify, define and measure the competencies that underlie the practice of psychology.
Interestingly, this search for identifying professional competencies in psychology has occurred in a
variety of countries, and often for different reasons. Some have argued that the identification of
competencies can better guide professional education and training. Others have argued that a focus
on competency is an improvement over the reliance on the completion of courses of study (i.e.,
university degrees or even specific areas of study), or the completion of a number of hours of
supervised experience as the benchmark of professional competence. In countries or regions where
professional regulation is based on regional level rules (e.g., the United States and Canada) rather
than on a national regulatory system of professional licensing (e.g., Mexico and Australia), the
identification and assessment of professional competencies offers a mechanism to move toward
greater consistency among individual jurisdictions. Thus, identification and specification of core
professional competencies, as well as development of tools to measure those competencies, may
offer a solution to the difficulties of equating education, training or expertise across jurisdictions.
The identification of professional competencies and the development of effective measures to
assess these may also offer the solution to equating, and thus resolving, the educational, cultural
and legal/regulatory barriers to global psychology practice identified above. A focus on
competencies may provide a strategy for bringing effective international consensus. Comparisons of
the competencies identified by different authors and researchers across a variety of countries and
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regions of the world, e.g., North America and Europe, show a remarkable degree of consistency.
This offers the promise that an effort to understand and integrate the various competency
assessment models may provide the much-needed vehicle to facilitate the global regulation of the
profession of psychology.

Ongoing Processes
A useful example for reference of a major step toward consensus has occurred within Europe, where
agreement has been reached by the 35 member countries of the European Federation of
Psychologists Associations, EFPA, on what constitutes the core curriculum for training in psychology,
and what competencies need to be demonstrated to qualify for professional practice. This
agreement is embodied in the “EuroPsy” Certification process. The EuroPsy specifies the detailed
requirements for a model based on a 3-year undergraduate and 2-year postgraduate training in
psychology, with at least an additional year of supervised practice. A set of competencies needs to
be demonstrated within one or more areas of practice (i.e., health, education or work). Currently
the EuroPsy is an optional qualification that individuals can obtain in addition to their national
qualification. It does not provide a European ‘license to practice’ nor does it guarantee mobility
across differing regulatory systems. However, it is rapidly developing as the common benchmark
across Europe, and provides a working example of a system that combines an ‘input’ model
(specifying curricula, time-serving and credit requirements) with an ‘output’ model (specifying
competencies that need to be demonstrated for safe practice).
The 35 European countries that participate in the EuroPsy project are diverse in terms of language,
culture and the historical development of the profession. They also differ widely in regulatory
mechanisms and legal frameworks relating to the profession. The EuroPsy provides an example of
one possible approach to internationalization: that of developing an agreed international benchmark
against which local standards can be measured. It may be that this is a useful model overall, or that
other models will need to be developed to provide an international qualification that would be
recognized alongside national ones, or to provide a qualification mechanism for countries that are in
the early stages of the development of the profession.

Goals of the Congress
Proposals for short- and long-term trajectories will be presented to the congress. The Organization
Committee will work to develop these proposals.
1. Short-term:
We will try to identify:

-

The common standards that frame core competencies which reflect the knowledge,
skills, abilities and attitudes that define professional psychology around the world
The essential common denominators across various fields of applied psychology in
terms of foundational and functional competencies

2. Long-term:
There is a range of possible approaches to achieve the long term goal, including:
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A means of mapping national qualifications against an internationally agreed standard
benchmark. This may be used to identify issues relating to mobility across and among countries.



An actual qualification that can be awarded as well as, or in place of, national qualifications. The
challenge here would be to obtain recognition of such qualification by national or local
regulatory bodies, and to make attainment of this award desirable for individual psychologists.
This may be no small feat, as the regional and national differences are significant. But there is
consensus that this is an important and perhaps even essential endeavor to the continued
development of the profession of psychology.
To address the Congress’ short and long-term goals, participants will be expected to have read and
absorbed a core set of readings (chosen from a larger bibliography) on competencies in psychology
and on existing benchmark and regulatory mechanisms both nationally and regionally. The Congress
will consist of a small number of plenary sessions with planned working groups, discussion and
synthesis.
The current provisional congress outline is as follows:

1st day (Sunday) 7th July
1000 – 1300
1300 – 1400
1400 – 1500
1500 – 1530
1530 – 1800
1800 – 2000

Registration
Opening session
Keynote address
Coffee break
Breakouts (groups)
Meeting of organizers and facilitators

2nd day (Monday) 8th July
0800 – 0900
Meeting of organizers and facilitators
0900 – 1000
Overview/tasks of the day with facilitators
1000 – 1200
Breakouts (groups)
1200 – 1300
Lunch
1300 – 1500
Breakouts (groups)
1500 – 1530
Coffee break
1530 – 1730
Breakouts (groups)
1730
All adjourn except facilitators.
1730 – 1830
Organizers and facilitators meeting
2000
Optional dinner cruise
3rd day (Tuesday) 9th July
0800 – 0900
0900 – 1000
1000 – 1200
1200 – 1300
1300 – 1500
1500 – 1600
1600 – 1630

Meeting of organizers and facilitators
Plenary session with (last) challenges for the groups
Breakouts (groups)
Lunch
What shall be the strategy after this? (groups)
Plenary session “The road ahead” to agree on a strategy
Closing session

Oslo/Peachtree City, October 2012
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APPENDIX 6.3
Statement
5th International Congress on Licensure, Certification and Credentialing of
Psychologists

This event will be the start of a multi-year project involving a wide range of participants
representing a broad range of psychology organizations from around the world. The goal of
this effort is to promote the development of “A global agreement on identifying the
benchmark competencies that define professional psychology”.
What?
We will try to identify:
-

The common standards that frame core competencies which reflect the knowledge,
skills, abilities and attitudes that define professional psychology around the world
The essential common denominators across various fields of applied psychology in
terms of foundational and functional competencies

Why?
Because a global agreement on a common core of professional competencies across the
various fields of applied psychology could form the basis for:
-

Promoting consistency in the quality of psychological services
Promoting a consistent and cohesive description of the competencies of professional
psychologists as well as a defence against misconceptions about psychologists
Promoting the wide range of applications for the practice of psychology
Facilitate mobility for individual psychologists across various jurisdictions and ease
the processes for the receiving countries/communities
Enhance the public perception and promotion of psychology’s role in advancing
personal health, well being and productivity
Enhance psychologists’ professional self-identity and cohesion
Establishing common and consistent criteria for the accreditation/recognition of
quality educational programs preparing professional psychologists and
licensing/credentialing and regulation of professional psychologists

How:
-

Participation at the congress will be by invitation only. Participants will be:
 Representatives of international, regional and national psychology
associations from all over the world
11



“Experts” (both practitioners and researchers) in the area of
competencies and competency assessment
 Individuals involved in professional regulation, credentialing and
accreditation of psychologists and psychology programs
 Individuals with special interest/background in competency assessment
and/or the establishment of foundational knowledge and skills for
practice
 Stakeholders representing major psychological associations both national
and international.
- The 3-day congress will be a working conference with several breakout groups. It is
expected that all participants will actively participate in the efforts of the groups.
- A brief summary of all participants’ professional settings and their positions on
topics relevant to the Congress (based on responses to a set of focused questions)
will be forwarded in advance.
- Participants will be expected to review background literature forwarded to
participants in advance.
What then?
A project group will be formed at the end of the conference to take the project onward
toward next meetings at the coming international conferences. It is anticipated that this
project group will facilitate on-going discussion and consultations among participants and
stakeholder groups and also propose symposia and sessions at the major international
meetings and congresses held each year that will describe progress on this effort. If some
global agreement can be reached as a result of these efforts, then endorsement of the
common standards and competencies can be sought from the international, national and
regional psychology organizations.
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APPENDIX 6.4
Doc 1 “Definitions of Competence”
5th International Congress on Licensure, Certification and Credentialing of
Psychologists

What is the Definition of Competence?
First draft by Dave Bartram, April 2013
Revised by Emil Rodolfa and Dave Bartram 14 May 2013

Preamble
Confusingly, the terms ‘competence’ and ‘competency’ (and their plurals: ‘competences’ and
competencies’) are used somewhat interchangeably in the literature. However, there are important
differences in terms of nuances of meaning in the way these terms are used in some areas of
practice. Because of this the term ‘competence’ is preferred when referring to performance in
relation to some standard. That is, in relation to whether someone is deemed competent or not.
Competency can have a broader more inclusive meaning than competence. While ‘competency’ is
often used, particularly in the USA, to have the same meaning, ‘competency’ is also used to refer to
behavioral attributes (e.g. listening, decisiveness, attention to detail etc) which are not related to
some performance standard. Much of the use of ‘competency’ in the I/O psychology literature and
in human resource management relates to the notion of a competency as a personal attribute.
Competency models describe the desirable qualities people should have.
In this document both terms are used to reflect the differing usages in the literature. However, when
not quoting from the literature, the term competence is preferred as it is narrower and focuses on
the description of what constitutes a competent person.

Definitions
The following definitions of Competence have been developed to frame the practice of psychology.
Bartram (2006) defined competence as follows:
“Competence is about mastery in relation to specified goals or outcomes and it requires the
ability to demonstrate mastery of specific job-relevant knowledge and skills. The
measurement of competence at work involves the assessment of performance in the
workplace against some pre-defined set of occupational or work-related knowledge and
skills standards. These standards define the performance criteria associated with
competence in the workplace. Statements of or about competence are, therefore,

13

statements about an individual’s standard of achievement in relation to some defined set of
work performance standards or requirements.
Competence, in relation to occupational standards-based qualifications, has been defined as
‘the ability to apply knowledge, understanding and skills in performing to the standards
required in employment. This includes solving problems and meeting changing demands”
(Beaumont, 1996). This reflects the common notion that competence is about the
application of knowledge and skills, judged in relation to some standard or set of
performance standards.
Competence, therefore, relates to performance or outcomes, and involves the description of
tasks, functions or objectives... Standards of competence tend to be specified in terms of
performance criteria that relate to outcomes. Methods of assessing competence may
include work-place assessments, simulations and other techniques...”
Bartram and Roe (2005) for the EuroPsy project, adopted Roe’s (2002) definition of
competence as "a learned ability to adequately perform a task, duty or role". The UK National
Occupational Standards (5Sc, 2001) also define individual competence in performance terms: the
successful outcome of work activity. They are, therefore, concerned with what individuals can DO, not
just what they KNOW (i.e. the application of knowledge). They are about what people should achieve
in their work to be effective.
Bartram and Roe (2005) state: “Typical for competences is that they integrate knowledge,
skills, personal values and attitudes, and that they build on knowledge and skills that are acquired
through work experience and learning by doing...” Roe’s (2002) ‘temple model’ of competence, sees
a person’s final attained levels of competence resting on the three pillars of knowledge, skills and
attitudes. This whole structure is built upon a foundation of what are often defined as
‘competencies’ (as opposed to ‘competence’): that is, the individual person’s dispositions, i.e.
abilities, personality traits, interests and values etc. These define their capabilities to learn, acquire
the necessary knowledge and skills, and display the appropriate attitudes. Ultimately, these
underlying capabilities together with the acquisition of relevant knowledge and skills results in
someone able to carry out psychological services for their clients to the standard expected of them
by their profession.
In 2005, Rodolfa and his colleagues defined competence as:
“Competency is generally understood to mean that a professional is qualified, capable, and
able to understand and do certain things in an appropriate and effective manner. Simply
having knowledge or skill is insufficient for someone to be considered competent. Rather,
there is the implication that competency requires action and in some public way verification
of what is achieved by that action. Moreover, appropriate and effective action requires
judgment, critical thinking, and decision-making. In a profession, competency also connotes
that behaviors are carried out in a manner consistent with standards and guidelines of peer
review, ethical principles, and values of the profession, especially those that protect and
otherwise benefit the public.
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Proctor (1991) and Reilly, Barclay, and Culbertson (1977) summarized the elements of
competency to include what a person brings to a job or role (knowledge), what the person
does in the job or role (performance), and what is achieved by the person in a job or role
(outcomes). More recently, Epstein and Hundert (2002) described professional competency
as the habitual and judicious use of communication, knowledge, technical skills, clinical
reasoning, emotions, values, and reflection in daily practice for the benefit of the individual
and community being served. Meier (1993) defined competency as the capacity to integrate
effectively the knowledge base, component skills, personal–professional values and ethics,
attitudes, and profession-specific (generic and specialized) factors into professional practice,
defined by a con- figuration of problems addressed, populations served, procedures used,
and service settings.
The domains of competency on the other hand are the domains of professional activity in
which competency is developed. McIlvried and Bent (2003) defined these domains of
competency as fundamental clusters of integrated knowledge, skills, and attitudes that are
used in the professional practice of psychology. They advanced the notion that the
competency domains core to a profession are those that are essential to the profession’s
practice and, that taken together, define in a sense the functional roles of the professional
person. Drum and Blom (2001) suggested that to apply or practice psychology implied
domains of competency: amalgamations of values, principles, attitudes, knowledge, skills,
and abilities necessary to effectively deliver services.
In summary, competency means a professional is capable (i.e., has the knowledge, skills, and
values) to practice the profession safely and effectively. Domains of competency may be
understood as elements or components of competency. One might say that these domains
reflect the professional activity in which competency is developed.”
Kaslow (2004) noted that competence implies performance at an acceptable level, and
presumes integration of multiple competencies. Competencies are conceptualized as elements or
components of competence, and consist of discrete knowledge, skills, and attitudes that are teach,
observable, measurable, containable and practical. Kaslow highlighted that competencies are
derived by experts are flexible and transferable across settings, are required for effective
performance and can be evaluated against established standards and enhanced through training and
development. Kaslow and her colleagues (2006) further conceptualized competencies as generic
and developmental abilities in which knowledge, skills, dispositions, self-perceptions, motives,
beliefs/attitudes are considered as dimensions of wholistic abilities rather than discrete dimensions
of performance (Mentkowski, 1991; Mentkowski & Associates, 2000; Mentkowski, Loacker, &
O'Brien, 1998).
The Canadian Regulators 2001, 2004) defined the elements of Competencies in their Mutual
Recognition Agreement as Interpersonal Relationships, Assessment and evaluation, Intervention and
consultation, Research, Ethics and standards and Supervision. For each of their competencies they
provide a brief definition and then list the knowledge required and the skills necessary to exhibit
competent service in that domain.
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Schaffer and Rodolfa (2013) describe Core Competencies as “…those competencies about
which there is general agreement that all entry-level psychologists should possess, regardless of
their specific area of interest or developing specialization. That is, whatever other skills and
knowledge training programs provide to their students, all should provide proficiency in these core
competency areas.”

Levels and specificities of standards of competence
Competence can be defined at a number of levels.
 Basic competences include competence in areas of using information technology,
oral and written communication, and working with numbers. These are essential
underpinning competences. They are generic and ‘assumed’ in most models of
higher level competence.
 Higher level competences are those that correspond to the distinct work duties a
psychologist has to fulfil, such as conducting an individual assessment. Some of these
are specific to psychology (such as conducting an intervention) while other are
generic (such as running a practice). The former are referred to by Bartram & Roe
(2005) as ‘primary competences’ as they are unique for the psychological profession
in terms of their content and the knowledge and skills required for their
performance. The other ‘enabling’ ones are shared with other professions and
providers of services. Both primary and enabling competences are essential for
rendering services in a professionally acceptable way.
The UK national vocational qualification framework distinguished five levels for
qualifications (see Bartram, 1996). Competence at the highest level (Level 5) related to
professional practice and was defined as: Competence which involves the application of a
significant range of fundamental principles and complex techniques across a wide and often
unpredictable variety of contexts. Very substantial personal autonomy and often significant
responsibility for the work of others and for the allocation of substantial resource feature
strongly, as do accountabilities for analysis, diagnosis, strategic design, planning, execution
and evaluation.
Rodolfa and colleagues (2005) highlighted the utility of the concepts of Foundational
Competency and Functional Competency.
Foundational Competency
The foundational competency domains, the building blocks of what psychologists do, are
conceptualized as follows: (a) reflective practice–self-assessment, (b) scientific knowledge–
methods, (c) relationships, (d) ethical–legal standards–policy, (e) individual– cultural
diversity, and (f) interdisciplinary systems. Knowledge and skills in these foundational
domains provide the groundwork for psychologists to subsequently acquire functional
competency. Foundational competency domains are primarily taught in graduate school and
other aspects of doctoral education (e.g., intern- ship), although psychologists continue to
enhance their knowledge base as changes in the field occur. The foundational competency
domains are defined in Table 1.
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Functional Competency
The domains of functional competency describe the knowledge, skills, and values necessary
to perform the work of a psychologist. These areas of professional functioning include (a)
assessment– diagnosis–case conceptualization, (b) intervention, (c) consultation, (d)
research–evaluation, (e) supervision–teaching, and (f) management–administration. These
activities encompass the breadth of the day-to-day services provided by psychologists.
Throughout the career of each psychologist, the domains of functional competency continue
to be enhanced.

Competence specifications can also vary in terms of degree of detail or specificity. Roe
(2002) talks of competences and sub-competences. The UK national occupational standards
approach talks of units and elements of competence. Elements of competence are like ‘subcompetences’. In addition, performance requirements may be specified for each element of
competence. These detail what is expected of a person claiming competence on this
element.
It may also help to structure competence to provide an indication of the roles a person has.
The UK National Occupational Standards for Applied Psychology structured standards of
competence under an overarching ‘Key Purpose’ statement and a set of six ‘key roles’. Each
key role is explained in terms of units and elements of competence. The elements provide
the details of the standard expected of a competent person and consist of a list of
statements that describe, in detail, ways in which you can recognise that the outcome is
being achieved successfully (called performance requirements). Finally, each occupational
standard describes the range of circumstances to which the standard might apply. These are
the occupational context. For psychological practice, occupational context varies
substantially between practice in different settings (e.g. clinical, educational, work and
organizational etc) as well as between sub-specialisations within settings.
The ASPPB Practice Analysis, described by Rodolfa and his colleagues (2013) describes the
progression that occurs in the development of competent and independent practice. They
provided a sequence of four developmental levels (practicum training, internship, licensure
thru three years licensed, and four years licensed/registered and beyond). They reported
that psychologists consistently reported a developmental unfolding of the competencies.
They reported a specific example of their Professionalism/Ethics Competency cluster:
“… respondents generally followed the developmental progression that the Level 1 exemplar
(i.e., demonstrate integrity and ethical behavior) was acquired at entry-level, supervised
practice (practicum); Level 2 (i.e., apply ethics code and communicate ethical issues to nonpsychologists), and Level 3 (i.e., integrate ethical code and law, and understand when
consultation needed) exemplars generally were acquired during either advanced supervised
practice (internship) or the first 3 years of independent practice. In the case of the Level 4
exemplar (i.e., interpret when ethics codes and laws may conflict, and consult with others),
respondents were most likely to indicate that the behavior should be demonstrated
subsequent to the first 3 years of independent practice. Although most behavioral
exemplars were rated in an anticipated and consistent developmental progression, there
were a few exemplars that were rated differently than the anticipated progression. For
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example, although it was anticipated that the psychologist respondents would view
“recognize ethical dilemmas that arise in psychological practice. . .” to be entry level, it was
actually viewed as obtained at the internship level.”

So, in summary, a standard of competence describes:





what should happen;
when it should happen;
how it should happen;
the range of circumstances in which it should happen.

Learning specifications and rules of evidence
For any model of competence, there remain two important questions:
1. How do you develop that competence (i.e. what are the inputs required)?
2. How do you assess it (i.e. what evidence does someone need to produce to demonstrate
their competence)?
A full specification of competence includes a learning specification and an assessment specification.
The former describes the inputs required for competence to be achieved (learning objectives,
curricula, supervised practice etc.) and the latter sets out what evidence the practitioner must produce
to prove their competence and what methods of assessment examiners should use.
In practice, there could be many different ways in which the same competence can be achieved, so
setting strict requirements for curricula, methods of instruction, modes of experiential learning, etc
could become unnecessarily restrictive. However, some parameters defining learning inputs might
need to be set out if only to help clarify what is meant by the competences or to reflect consensus
views on ‘input models’ of qualification (such as the EuroPsy input model which requires 6 years
with 3 at undergraduate level and 2 at masters level and one year of supervised practice) or the
Canadian model that describe the specific knowledge and skills needed.
Assessment is linked to the requirements set for development in that a key part of any assessment
of competence involves seeing whether someone has met the input requirements. The second main
role of assessment is to identify, collect and judge evidence of competence. In practice, given the
focus of competences on performance, much of this will be in the form of judgments made by
professional colleagues (i.e. in supervised practice situations). In areas of professional practice,
decisions as to whether someone has reached the required level of competence ultimately depends
on the professional judgment of an assessor.
There are current discussions occurring in North America regarding the standardization of the
Assessment of Competence (ASPPB 2013). It may be problematic to have various models of
competency assessment which professional colleagues and supervisors use to assess competence.
As a result efforts are occurring to develop a format that all jurisdictions in North American can use
to assess the competency of their candidates for licensure/registration.
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APPENDIX 6.5
Doc 2 “Questions to Address”
5th International Congress on Licensure, Certification and Credentialing of
Psychologists

Competence and applied psychological
practice: Questions to address
Initial draft by Dave Bartram, April 2013
Revised by Emil Rodolfo, May 2013

Developing a global view of competence: where to start?
There is a natural sequence to the development of a competence model.
First there needs to be agreement on how the construct of competence is defined. This present
paper has attempted to provide current definitions as a place to begin the discussion to define
competence and competencies. Defining competence therefore, requires the specification of a
performance standard (i.e. the skills), in addition to the knowledge needed for the competency and
the values required of the psychologist.
Second there needs to be agreement on the scope of the model. For example is it intended to cover
all areas of psychology, including theory, practice, teaching and research, or just practice? To date
most of the developments in competence models have been focused on the practice of psychology.
If it is practice, then are all areas of practice to be covered, just some, or just one?






Is the intention to produce a generic standard of competence that can be contextualised for
different areas of application, or to develop a series of specialist models of competence? The
former is to be preferred if there is a genuine common core of competences across the
profession, as it provides for greater mobility and easier contextualisation into diverse areas
of application or specialisation.
What level of competence is being defined? The competence necessary for entry to the
profession (a ‘safe pair of hands’) or the competence expected of someone claiming
specialist expertise in an area of practice?
What degree of detail do we want to achieve? This can range from a high level agreement
on key roles, through agreement on the definitions of competences to agreement on the
details of sub-competences and their performance requirements.
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APPENDIX 6.6
Doc 3 “Summary of Models”
5th International Congress on Licensure, Certification and Credentialing of
Psychologists

Summary of National Competency Models
Draft by Dave Bartram, April 2013
Revised by Emil Rodolfa, May 2013

Introduction
The attached summary of the competency models is intended to act as an opening framework for
discussion, deconstruction, reconstruction and elaboration.
It is put forward as one starting point from potentially multiple points of entry into the discussion of
multiple competency models. .
This summary is our attempt to abstract the models developed over the past few decades in the UK,
North America and Australia and the European model developed by EFPA and contains nothing new
or innovative. This content analysis revealed a high degree of consensus of the classification of
competencies with the main areas of difference resulting from how the different countries
structured the content and the degree of specificity and detail describing the competencies.
The aim was to include some detail within the column marked ‘description’ for each of the main
areas of competence – which in the column marked ‘competence’. The focus is on competence
equating to the level one would expect of someone entering the profession as an independent
practitioner. Elaboration of the definitions of the competences could be carried out to capture later
career competence.
Competences (14) are structured into four main areas
1. The Knowledge required to underpin competence. This is listed as a single competence but
in reality involves a substantial body of detail.
2. Professional competences. Five competences.
3. Professionalism - competences relating to how one operates and acts. Four competencies.
4. Professional Practice – the functions and activities of psychologists. Four competencies.
The structure is arbitrary although it is based on our judgement and other models are possible as
displayed in the Table (#1) which summarizes each competency model submitted to the Organizing
group. (Document 4)
The content in this summary captures at a fairly generic level the content covered by these various
models.
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Competence

Descriptions

KNOWLEDGE
KS

Possesses the necessary
knowledge

KS1

KS2

KS3

PE

PROFESSIONAL
COMPETENCIES
Practices ethically

AP

Acts professionally

ER

Relates appropriately to
others

PE1

Applies relevant ethics codes, rules, and laws in one's
professional practice

AP1
AP2

Follows accepted best practice,
Knows the boundaries of one's own competence and
does not operate outside them

AP3

Undertakes continuing professional development

ER1

Establishes, maintains and develops working
relationships with professional colleagues who are
members of or associated with multi-disciplinary
teams
Establishes, maintains and develops working
relationships with clients and their relevant others

ER2

WD Works with diversity

Has the necessary foundation knowledge of methods,
theory and practice in psychology to underpin
competence
Has the necessary skills to operate in own chosen
area of psychological practice to underpin
competence
Has the necessary specialised knowledge of methods,
theory and practice in psychology relating to own
chosen area to underpin competence

WD1 Operates with sensitivity in a diverse cross-cultural
work environment
WD2 Works effectively with diversity in professional teams
and in clients

DP

Contributes to the continuing
development of the
profession

DP1

DP2

Contributes to the development of the psychological
knowledge and skills base through the
communication of research and case work
Provides assistance, education, training and
supervision to help develop future members of the
profession.

PROFESSIONALISM
SG

Sets relevant goals

SG1

Establishes clear requirements professional
contributions through relevant forms of needs
analysis
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SP

Operates as a scientistpractitioner

SP1

SP2
SP3

Adopts an evidence based scientific orientation to the
design of assessments, interventions, service
provision and other psychological activities.
Consults and reviews relevant research to inform
practice
Conducts or participates in research to inform and
develop practice

DM

Makes good decisions

DM1

Chooses professionally and ethically appropriate
courses of action in response to unpredictable and
complex events.

EV

Evaluates own work

EV1

Evaluates the efficacy of one's activities and service
provision
Reflects on and implements areas for improvement.

EV2

PA

PROFESSIONAL PRACTICE
Conducts psychological
assessments

PA1
PA2
PA3
PA4

PI

PS

CO

Conducts psychological
interventions

Provides psychological
services

Communicates effectively and
appropriately

Assesses individuals, groups, organizations or
situations.
Understands assessment needs
Selects, designs or develops appropriate assessments
Conducts assessments including administration,
scoring, interpretation, feedback and application of
results

PI1

Designs, develops and validates psychological
interventions

PI2

Plans and carries out psychological interventions that
are person or situation centred, direct or indirect

PI3

Evaluates the effectiveness of interventions

PS1

Designs, develops and validates psychological services

PS2
PS3

Offers and delivers psychological services to client(s)
Seeks feedback in order to continuously improve the
provision of service

CO1

Communicates to diverse audiences as necessary for
the effective conduct and completion of one's
professional activities
Provides relevant and clear feedback and reporting to
client(s) and their relevant others

CO2
CO3

Provides helpful guidance and advice on psychological
matters to relevant others

CO4

Communicates new developments and relevant
experiences to colleagues within the profession
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APPENDIX 6.8
Final Program Revised during the congress
5th International Congress on Licensure, Certification and Credentialing of
Psychologists

1st day (Sunday) 7th July
1000 – 1300
1200 – 1245
1300 – 1400
1400 – 1415
1415 – 1500
1500 – 1530
1530 – 1600
1600 – 1800
1800 – 1900
1830 – 1930

Registration
Facilitators meeting (only facilitators)
Opening session
Short break
Keynote address, Robert Roe
Coffee break
Plenary session
Breakouts (groups)
Welcome reception
Facilitators meeting

2nd day (Monday) 8th July
0800 – 0900
0900 – 0930
0930 – 1200
1200 – 1330
1330 – 1400
1400 – 1500
1500 – 1530
1530 – 1730
1730
1730 – 1830

Facilitators meeting
Plenary session. Overview/tasks of the day
Breakouts (groups) with coffee break at 1000
Lunch/Facilitators meeting
Plenary session
Breakouts (groups)
Coffee break
Breakouts (groups)
All adjourn except facilitators
Facilitators meeting

3rd day (Tuesday) 9th July
0800 – 0900
0900 – 0930
0930 – 1200
1200 – 1330
1330 – 1500

Facilitators meeting
Plenary session
Breakouts (groups) with coffee break at 1000
Lunch/Facilitators meeting
Closing session with open dialog/“The road ahead”

1700

Opening Ceremony of ECP2013 at the Stockholmsmässan.
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APPENDIX 6.9
Notes from the closing session
5th International Congress on Licensure, Certification and Credentialing of
Psychologists

Sverre (chair):
 It will be a long process, however there will be documents along the way that you may be
able to use.
 We are happy that IAAP and IUPsyS are supporting the project (not owned by them)
 NPA and ASPPB will continue supporting financially through their people working on this
project.
 There will be a core group of seven. (7-Up Magnificent Seven) who will do most of the
work. All people here can choose to be part of the reference group to review documents etc.
Current pool/stakeholder list is 250 people. Could be much larger. We intend to organize
symposia at international meetings each year, and meetings in conjunction with those
congresses to discuss where we are and what we need to do.
 Suggestion of regional meetings (some staged by IAAP & IUPsyS). We can’t promise, butit is
a good idea.
 We really want this project to be global. Finances have prevented participation from some
countries here in Stockholm, but we can reach out through Internet.
Discussion:
Saths Cooper
 Commends us for reaching this stage. Long time coming. Careful process that led us here
should continue, as we gain more national jurisdictions where there is regulation, as well as
other stakeholders.
 Commend organizers for lack of imposition of model, for being sensitive to diversity of world
psychology
José María Priéto
 Thanks to competence model from beginning
 First doc was organized by Robert Roe, himself and others. Draft of minimal standards.
Descriptive, not Proscriptive.
 Europsy – Ingrid, then started to build . . . everything suddenly started to be proscriptive.
o European parliament not supporting credentialing system for a profession
 Competence model has been used in companies for last 20-40 years
o Almost all companies that followed competence models have collapsed
o A disaster
o When competence model is applied to org’s, no one is responsible for disasters
 Credentialing system is failing. Economic crisis is based on
 Must be very careful with our system
 Final example – when we insist on these criteria based on Europsy doc, each organization, . . .
we have been making too much emphasis in research. The more things psychologists fear is
the emphasis on moving. A case study was not … psychology was a secondary source.
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As soon as competence model becomes proscriptive there will be problems.

An Magritt Aanonsen
 Some of the most important things we’ve been doing is to start an important process. Very
important for psychology and psychologists. We are a professionaly struggling with
definitions. The work we are doing is to help us to present, to show the world, our countries,
what we are and what we can be used for. God for psychology & psychologists to build
identity based on core knowledge.
 Thanks to working group for work thus far.
 Most of us will continue to follow your work
Leon Jansen van Vuuren
 In allaying fears of Prieto it depends on the tone we use. Should be a positive, aspiration and
supportive tone, not proscriptive.
 Avoid relativism – good to respect that there are differences, but that doesn’t make it right.
That’s the way psychology can grow and evolve.
José María Peiro
 Congratulation to group for all work that’s been done
 Great opportunity to debate and think about identify of psychology at global level
 There will be new demands, new issues for psychology. We need to see how to respond to
those, while providing for needs of society.
 Hope this project has a future
Fanny Cheung
 Good meeting
 Gives a chance for people from different regions to come together
 Going forward we hope that we could more inclusive in organization so there could be more
input from continents and regions so there could be more buy-in.
 Hoping that since there are so many participants, as we go forward we should have a more
international group
 Sverre: – the challenge is well-taken. Asks Fanny and (and group) to help others get involved.
Ingrid Lunt
 Jose Maria Prieto has interesting cautionary words
 Doesn’t think anyone here is trying to make any proscription
 From Europsy point – it wasn’t every used as a credentialing tool
 One of the really important aspects of this meeting is that it helps us a little to have this
aspiration
 Aspiration maybe about the identify of psychology, or the quality of education
 Competencies is a transparent model for looking at quality
 This meeting wasn’t proscriptive at all, but working to provide framework for others to use.
 Europsy has done this, and has served a positive impact of the profession.
o Hopes that we could rule out some of the ____ and understand more of each others’
systems, for the benefit of psychology and therefore, the benefit of the public.
 Grateful to organizers for setting this up and hope that it can continue.
 Interested in the “road-show” idea, to get grassroots input (bottom-up)
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Steve DeMers
 Pleased with work and everyone being here
 In reaction to some comments
 He’s gratified – we have a diverse world. It’s been a challenge to make everyone see the
importance of this work.
 Need to find a way to bring message to the people who couldn’t come to a meeting like this
 We are a diverse profession. One challenge in US is specialization and credentialing.
 This group working on a way to embrace diverse world and profession, and maintain who
psychology is
 Feels good about the way we are proceeding.
Germán Guitérrez
 Thanks for invitation to such select group and special task
 Privileged to be here and participating
 Want to take Jose Maria Prieto’s words in good faith. Not an intent to derail this effort but
to warn us on something that could be happening. Although it may not be intention of this
group to prescribe, it may be taken and used by others in that way.
 What he takes most from this meeting is not so much the end result of the competencies we
find here, but rather the process that comes that they will probably take to Colombia to work
with their colleagues on quality assurance.
 There are two ends to this. We have to meet with other people who are the other end
(training).
Ole Tunold
 Congratulations to Sverre for job very well done
 More of a challenge than he realized. Learned a lot . . . challenges they see in Norway are
similar to other countries.
 Pleased that this is moving somewhere. The world is not interested in credentials of
psychologists, but in what they can do for them. We must spread the word about what
psychologists can deliver.
 IUPsyS and IAAP have clearly decided to support the project.
 Support from those two organizations will be vital.
Steve DeMers & Sverre L. Nielsen gave thanks to
 The facilitators
 The Meta facilitators
 Alex Siegel & Bjørnhild Stokvik
 Amy Hilson
Steve DeMers thanked
 Sverre L. Nielsen
The 5th International Congress was adjourned.
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See next page
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Aanonsen, An-Magritt
Affiliation: Norwegian Psychological
Association
Country:
Norway
Email:
anmagritt2a@gmail.com
Professional Focus:

Bartram, Dave
Affiliation: SHL Group
Country:
United Kingdom
Email: dave.bartram@shl.com
Professional Focus: assessment in work and
organizational settings

Akoury-Dirani, Leyla
Affiliation: Lebanese Psychological Association
Country:
Lebanon
Email:
la55@aub.edu.lb
Professional Focus: Clinical psychologists with a
focus on child and adolescent

Behnke, Stephen
Affiliation: American Psychological Association
Country:
United States
Email:
sbehnke@apa.org
Professional Focus: Clinical Ethics,

Allan, Alfred
Affiliation: Psychology Board of Australia
Country:
Australia
Email:
a.allan@ecu.edu.au
Professional Focus: Academic Clinical and
Forensic Psychologist, specializes in
professional ethics and law

Belar, Cynthia
Affiliation: American Psychological Association
Country:
United States
Email:
cbelar@apa.org

Baptista, Telmo
Affiliation: Ordem dos Psicólogos Portugueses
Country:
Portugal
Email: compras@ordemdospsicologos.pt
Professional Focus: Clinical and Regulatory
Professional Body

Professional Focus: Clinical, Clinical Health
Psychology
Bersoff, Donald
Affiliation: American Psychological Association
Country:
United States
Email:
dnb24@drexel.edu
Professional Focus: Multidisciplinary,
Organizational, Educational, Clinical,
Governmental, Scientific
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Brannick, Joan
Affiliation:
Country:
United States
Email:
joan.brannick@brannickhrconnections.com
Professional Focus: Organizational / Industrial

Childress-Beatty, Lindsay
Affiliation: American Psychological Association
Country:
United States
Email:
LChildress-Beatty@apa.org

Black, Rosanne
Affiliation: Lead Researcher, Poverty Action
Waikato
Country: New Zealand
Email:
Profession Focus: Research and advocacy to
reduce poverty and to promote
intercultural understanding; Supervision

Cohen, Karen
Affiliation: Canadian Psychological Association
(CPA)
Country:
Canada
Email: kcohen@cpa.ca
Professional Focus: Not for Profit Professional
Association

Bullock, Merry
Affiliation: American Psychological Association
Country:
United States
Email:
mbullock@apa.org
Professional Focus: Organizational (association
point of view), Scientific

Cooper, Saths
Affiliation: International Union of
Psychological Science (IUPsyS)
Country:
South Africa
Email: scooper@kenako.org
Professional Focus: Clinical, Community

Caso Niebla, Joaquin
Affiliation: Mexican Psychological Association
Country:
Mexico
Email: joaquincaso@gmail.com
Professional Focus:

Crowder, Don
Affiliation: Association of State and Provincial
Psychology Boards
Country:
United States
Email:
doncrowder01@gmail.com

Professional Focus: Ethics

Professional Focus: Clinical, Consulting, and
regulatory / licensing

Cheung, Fanny M.
Affiliation: Chinese University of Hong Kong
Country:
China
Email:
fmcheung@cuhk.edu.hk
Professional Focus: Clinical and Scientific

DeMers, Stephen
Affiliation: ASPPB Central Office
Country:
United States
Email:
sdemers@asppb.org
Professional Focus: Professional Standards
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El-Ghoroury, Nabil
Affiliation: American Psychological Association
Country:
United States
Email:
nel-ghoroury@apa.org
Professional Focus: Organizational

Emmons, Luli
Affiliation: Palo Alto University
Country:
United States
Email:
lemmons@paloaltou.edu
Professional Focus: Clinical Psychology,
education, training internship program
development and consultation
Fajardo, Violeta
Affiliation: Mexican Psychological Society
Country:
Mexico
Email:
violetfj@yahoo.com
Professional Focus:

Gavala, Jhan
Affiliation: New Zealand Psychologists Board
Country:
New Zealand
Email:
jhan.gavala@nzpb.org.nz
Professional Focus: Cultural Competence

Geisinger, Kurt
Affiliation: Buros Center for Testing
Country:
United States
Email:
kgeisinger@buros.org
Professional Focus: Scientific, Educational

Goodhead, Anne
Affiliation: New Zealand Psychologists Board
Country:
New Zealand
Email:
anne.goodhead@nzpb.org.nz
Professional Focus: Regulation

Fossum, Ingvild
Affiliation: Norwegian Psychological
Association
Country:
Norway
Email: ingvild@psykologforeningen.no
Professional Focus: Educational

Gauthier, Janel
Affiliation: International Association of
Applied Psychology (IAAP)
Country:
Canada
Email:
janel.gauthier@psy.ulaval.ca
Professional Focus: Clinical Health Psychology
and Ethics
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Grus, Catherine
Affiliation: American Psychological Association
Country:
United States
Email:
cgrus@apa.org
Professional Focus: Education, Policy
Development

Hammond, Sabine
Affiliation: Australian Psychological Society
Country:
Australia
Email: s.hammond@psychology.org.au
Professional Focus: Clinical psychology,
pshchological assessment, ethics and
profesional issues, regulations of the
profession, supervision and training,
competencies of psychologists

Gutierrez, German
Affiliation: Colegio Colombiano de Psicólogos
Country:
Colombia
Email:
alentohumano@colpsic.org.co

Hilson, Amy
Affiliation: Association of State and Provincial
Psychology Boards
Country:
United States
Email:
ahilson@asppb.org
Professional Focus: Regulation

Professional Focus: Scientific; Experimental
Psychology
Hakel, Milton
Affiliation: International Association of Applie
(IAAP)
Country:
United States
Email:
mhakel@bgsu.edu
Professional Focus: Organizational Psychology

Hofgaard, Tor Levin
Affiliation: Norsk Psykologforening
Country:
Norway
Email:
tor@psykologforeningen.no
Professional Focus: Clinical, Organizational,
Governmental

Hall, Judy
Affiliation: National Register of Health Service
Psychologists
Country:
United States
Email:
judy@nationalregister.org

Horn, Jacqueline
Affiliation: Association of State and Provincial
Psychology Boards
Country:
United States
Email:
jbhorn@ucdavis.edu
Professional Focus: Clinical

Professional Focus: Professional Standards

Hossain, Samiul
Affiliation:
Country:
Bangladesh
Email:
samiulhossain@gmail.com
Professional Focus: Clinical Psychology
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Hyde, Judy
Affiliation: Australian Clinical Pscyhology
Association
Country:
Australia
Email:
judy.hyde@sydney.edu.au
Professional Focus: Clinical Psychology
Kaslow, Nadine
Affiliation: Emory Dept. of Psychiatry &
Behavioral Sciences
Country:
United States
Email:
nkaslow@emory.edu

Lee, Gregory
Affiliation: Medical College of Georgia
Country:
United States
Email:
glee@gru.edu
Professional Focus: Organizational, Clinical
Leung, Patrick
Affiliation: The Chinese University of Hong
Kong
Country:
China
Email:
pleung@cuhk.edu.hk
Professional Focus: Clinical Psychology

Professional Focus: Administrative, Clinical,
Teaching / Supervisory, Research
Kjølstad, Halvor
Affiliation: Norwegian Psychological
Association
Country:
Norway
Email: halvor@dvergsdalconsulting.no

Littlefield, Lyn
Affiliation: Australian Psychological Society
Country:
Australia
Email:
l.littlefield@psychology.org.au
Professional Focus: Governmental,
organizational, clinical

Professional Focus: Clinical, Organizational
Klonoff, Elizabeth
Affiliation: SDSU/UCSD Joint Doctoral Program
in Clinical Psychology
Country:
United States
Email:
eklonoff@mail.sdsu.edu
Professional Focus: Clinical
Knowles, Mike
Affiliation: International Association of
Applied Psychology (IAAP)
Country:
Australia
Email:
mike.knowles@monash.edu
Professional Focus: Organizational

López, Wilson
Affiliation: Colegio Colombiano de Psicólogos
Country:
Colombia
Email: asistente.presidencia@colpsic.org.co
Professional Focus: Scientific; Social Psychology;
Governmental
Lunt, Ingrid
Affiliation: University of Oxford
Country:
United Kingdom
Email:
ngrid.lunt@education.ox.ac.uk
Professional Focus: Leader on EuroPsy
Certificate; University professor
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Mak, Winnie
Affiliation: The Chinese University of Hong
Kong
Country: China
Email:
wwsmak@psy.cuhk.edu.hk
Professional Focus:
Clinical psychologist,
work mostly in research in an academic
institution

Nielsen, Sverre L
Affiliation: Norwegian Psychological
Association
Country: Norway
Email: sverre@psykologforeningen.no
Professional Focus: Professional standards

Montgomery, Iain
Affiliation: Australian Psychology
Accreditation Council
Country:
Australia
Email: Iain.Montgomery@utas.edu.au
Professional Focus: Clinical Psychologist,
interest in rehabilitation psychology

Osborne, Steve
Affiliation: New Zealand Psychologists Board
Country:
New Zealand
Email:
steve.osborne@nzpb.org.nz
Professional Focus: Regulation

Murphy, David
Affiliation: British Psychological Society
Country:
United Kingdom
Email:
d.j.murphy@imperial.ac.uk
Professional Focus: Clinical Psychology,

Peiro Silla, Jose Maria
Affiliation: University of Valencia
Country:
Spain
Email:
jose.m.peiro@uv.es
Professional Focus: Organizational psychology

Nair, Elizabeth
Affiliation: Work & Health Psychologists
Country:
Singapore
Email: elizabeth.nair@workpsych.com.sg
Professional Focus: Organizational Psychology,
Health Psychology

Pillay, Basil Joseph
Affiliation: Health Professions Council of
South Africa
Country:
South Africa
Email:
Pillayb@ukzn.ac.za
Professional Focus: Clinical
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Poortinga, Ype H.
Affiliation: Tilburg University
Country:
The Netherlands
Email:
y.h.poortinga@uvt.nl
Professional Focus: Scientific

Salvador, Alicia
Affiliation:
Country:
Spain
Email:
Alicia.salvador@uv.es
Professional Focus:

Prieto Zamora, José María
Affiliation: International Association of
Applied Psychology (IAAP)
Country:
Spain
Email:
almudena.rubio@cop.es
Professional Focus:
Organizational

Sanin Velasquez, Claudia Maria
Affiliation: Colegio Colombiano de Psicólogos
Country:
Colombia
Email:
residencia.nal@colpsic.org.co
Professional Focus:

Rodolfa, Emil
Affiliation: Association of State and Provincial
Psychology Boards (ASPPB)
Country:
United States
Email:
erodolfa@alliant.edu
Professional Focus: Clinical, Education / Training
and Scientific

Siegel, Alex
Affiliation: Association of State and Provincial
Psychology Boards (ASPPB)
Country:
United States
Email:
asiegel@asppb.org
Professional Focus: Regulations of the practice
of psychology, Clinical

Rodrigues, Francisco
Affiliation: Ordem dos Psicólogos Portugueses
Country:
Portugal
Email:
francisco.rodrigues@ordemdospsicologos.pt
Professional Focus: Organizational,
Governmental (very interested in
Governmental)

So, Suzanne
Affiliation: Chinese University of Hong Kong
Country:
China
Email:
shwso@psy.cuhk.edu.hk
Professional Focus: Clinical Psychologist

Roe, Robert
Affiliation: European Federation of
Psycholopgists' Associations (EFPA)
Country:
The Netherlands
Email:
r.roe@maastrichtuniversity.nl
Professional Focus: Organizational

Sodi, Tholene
Affiliation: Health Professions Council of
South Africa
Country:
South Africa
Email:
Tholene.Sodi@ul.ac.za
Professional Focus: Clinical Psychologist
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Stokvik, Bjørnhild
Affiliation: Norwegian Psychological
Association
Country:
Norway
Email: bjornhild@psykologforeningen.no
Professional Focus: Organizational

Webb, Carol
Affiliation: Association of State and Provincial
Psychology Boards
Country:
United States
Email:
cwebb@emory.edu
Professional Focus: Clinical

Tunold, Ole
Affiliation: Norwegian Psychological
Association
Country:
Norway
Email:
ole@psykol.no
Professional Focus: Organizational

Zalce, Alejandro
Affiliation: Mexican Psychological Society
Country:
Mexico
Email:
socmex@psicologia.org.mx
Professional Focus:

van Eck, Hans
Affiliation: Dutch Association of Psychologists
Country:
The Netherlands
Email:
directie@psynip.nl
Professional Focus: Organizational in Health
Psychology

Zohn, Carol Falender
Affiliation: Congress planning committee
Country:
United States
Email:
cfalende@ucla.edu
Professional Focus: Clinical (training and clinical
supervision)

van Vuuren, Leon Jansen
Affiliation: Health Professions Council of
South Africa
Country:
South Africa
Email:
lvanvuuren@uj.ac.za
Professional Focus: Organizational, licensing /
credentialling, ethics

Han, Buxin
Affiliation: Chinese Psychological Society/EC
member IAAP
Country: China
Email: hanbx@psych.ac.cn

Voudouris, Nicholas
Affiliation: Australian Psychology
Accreditation Council
Country:
Australia
Email: n.voudouris@psychologycouncil.org.au
Professional Focus: Accreditation, Clinical

Zhong, Jie
Affiliation: Peking University
Chinese Academy of Sciences
Country: China
Email: joevazhong@googlemail.com

Waitoki, Waikaremoana
Affiliation: New Zealand Psychological Society
Country:
New Zealand
Email:
moana@waikato.ac.nz
Professional Focus: Indigenous Psychology /
Clinical Psychology

Zhang, Jianxcin
Affiliation: Institute of Psychology,
Country: China
Email: zhangjx@psych.ac.cn
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APPENDIX 6.11
Definitions of competencies from each group – Day 2
5th International Congress on Licensure, Certification and Credentialing of
Psychologists

Definitions of Competence – Day 2
1. A competent psychologist demonstrates the integration of psychologically relevant knowledge,
skills, values and attitudes and judiciously applies these in context to the required standard for a
desired outcome.
2. Competence in professional psychology is the ability to demonstrate context relevant knowledge,
skills, and professional attitudes (as expressed in behavior) and their integration.
Note: Competence (A range) ≠ Competent (defined threshold)
3. To be competent, a psychologist must have a substantive understanding of multiple determinants
of behavior of individual, groups, organizations, communities and culture
and
have the ability to integrate evidence based psychological knowledge, skills and professionalism, in
order to perform ethically and in a contextually appropriate way.
4. A competent applied psychologist has a comprehensive understanding of multiple determinants of
behavior of individuals, groups, organizations or communities,
and
Adequately applies in practice the integration of context-relevant knowledge, skills and attitudes,
based on learning, evidence and reasoning.
5. A competent psychologist has the ability to integrate knowledge, skills and attitudes that are
culturally specific and contextually relevant requiring a substantive understanding of the multiple
determinants of the behavior of individuals, groups, organizations or communities.
6. A Competent Psychologist: Has


Foundational competencies (substantive understanding of multiple determinants of behavior
of individuals, groups, organizations, communities)
 Functional Competencies : (integrates knowledge skills and attitudes to adequately apply this
learned psychological knowledge and practice based on a culture of evidence and reasoning
in context.
Both depend on experience and need to be demonstrated through the achievement of goals and
outcomes to a professional standard. (self- and hetero-evaluations)
7. A competent psychologist has understanding informed by education and training of behavior of
individuals, groups, organizations or communities. A competent psychologist integrates knowledge,
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skills and attitudes to effectively and ethically apply this psychological knowledge and practice as
required by context.
8. Competence in professional psychology is the ability to demonstrate context-relevant knowledge,
skills and professional attitude (as expressed in behavior) and their integration through the
achievement of helping goals and outcomes to the benefit of individuals and groups with whom
psychologists work. It incudes a substantive understanding of multiple determinants of behavior of
individuals, groups, organizations and communities. Competence is judged in relation to some
standard or set of performance criteria.
9. A competent psychologist has a comprehensive understanding of multiple determinants of
behavior of individuals, groups, organizations or communities. And integrates knowledge, skills,
attitudes and values to adequately apply this learned psychological knowledge and practice, based
on a culture of evidence and reasoning in context for the benefit of the individual, organizations and
community being served.
10. What are we for whom? (What is our purpose? What do we want to achieve?)
•
Psychology is a science-based discipline and profession with an expertise in human behavior
used to maintain and enhance the well-being of society and its members.
What do we do?
•
A psychologist observes measures and understands the many factors that influence how
people believe, think, feel and behave in their cultural contexts. We facilitate change by engaging
with and responding to the needs of individuals, groups, organizations and communities. We
evaluate and reflect on the impact of the changes we facilitate and use these to inform our work.
What do we need to know to do it
•
The competent performance of what we are, and what we do as psychologists integrates
knowing (foundational competence) and doing (functional competence). Both depend on experience
and need to be demonstrated through the achievement of goals and outcomes to a professional
standard.
Specific competencies need to be articulated and defined (afternoon’s work)
How do we demonstrate quality? (e.g. examinations, licensing, education, training)
•
Need to be articulated and defined (afternoon’s work)
__________________________________________________________________________________
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APPENDIX 6.12
Model of The International Project on Competencies
in Psychology - IPCP
5th International Congress on Licensure, Certification and Credentialing of
Psychologists

Recognized by
IUPsyS

Project Group

Recognized by
IAAP

Secretary + 5-7
“independent/handpicked”
Responsible for project, prepare drafts,
plan and organize symposia, meetings at
international congresses, etc.

Reference Group
Regional & International Representation; 15 – 20 persons
Review and feedback on the work of the Project Group

Network
Everyone (psychologist/stakeholder) that are interested to follow the project and be on the list

Comments:
This is not an organization! No membership, no regulations. Only agreement between colleagues, or groups of
colleagues, to get the work done in an organized way. Pulled by dedicated people that are willing to take this on.
Anchored to IAAP and IUPsyS, to underline the global aspect of the project.
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APPENDIX 6.13
IPCP Work Group members
5th International Congress on Licensure, Certification and Credentialing of
Psychologists

Surname
Bartram
DeMers
Gauthier
Gutiérrez
Han
Hilson
Nielsen
Osborne
Sodi
Waitoki

First name
Dave
Steve
Janel
Germán
Buxin
Amy
Sverre
Steve
Tholene
Waikaremoana

Country
UK
USA
Canada
Colombia
China
USA
Norway
New Zealand
South Africa
New Zealand

Email address
Dave.Bartram@shl.com
sdemers@asppb.org
Janel.Gauthier@psy.ulaval.ca
gagutierrezd@gmail.com
hanbx@psych.ac.cn
ahilson@asppb.org
sverre@psykologforeningen.no
Steve.Osborne@nzpb.org.nz
tholene.sodi@ul.ac.za
moana@waikato.ac.nz
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