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Presentation

The activitier which integrate Traditional Craft Trades and Commercial Micro-
enterprises have bistorically been given kitle support and apprecation, epecally
becanse they are ot integrated in an obvions political priority and alro, to a Large
esctent due fo that circunistance, because they are not supervired by a Ministry or
government department.

Ta insert the referred activities in the Programme for Local Development Tni-
fatives would mot contribute to overcome the identified difficulties. This includes the
surcharge of the incentives referved in the Micro-enerprises Incentives Scheme and
Regional Incentives Schenre, as well as the launch of structuring action prograntme
for the rebabilitation of traditional eraft trades, under the responsibility of a
Council created within the Ministry for Territorial Planning and Management and
reparting fo the relevant Minister.

Althongh the situation did not change significantly wntil today, dn our spinion,
the integration of this problematic in the Operational Programme of the Regional
Development Potential — PPDR ir very positive. One of the main reasons is that
it enhances the local development potentialities, namely by involing the cvil sociefy
and strengthening the mechanisms and forms of co-gperation between the central
adminisiration, the muniapal autborities and the local development organtgations.

The initiative of launching the process of the sectoral project “Traditional Craft
Trades and Commercial Micro-enterprises” establishes, per s, the justification and
comfirmation that it integrates adequately in the referred PPDR framework.

Our commitment in the implementation and development of this project, aims,
more than anything else, at giving a contribute fo the establishment and functioning
of a public policy focussing the Traditional Craft Trades and Commercial Micro-
EmleTfirises.

Awgast 2000
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Training and qualification
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1. Introduction

As previously mentioned, the characterisation of the traditional arts
and crafts and of the commercial micro-enterprises as economic and
business units reveals a vast field of needs and opportunities in terms
of vocational training and qualifications.

We consider we have reached the main conclusions of the survey
undertaken within the framework of the present study on craft units
and commercial micro-enterprises. They reveal the existence of struc-
tural weaknesses related to the poor basie academie qualifications of
employers and employees. But they also reveal a number of opportu-
nities based on the professional skills acquired by workers in this field
of economic and cultural activity.

Before outlining the proposed action plan, we have chosen to
cstablish a set of principles by which any type of political action in
the arca of vocational qualifications should be guided, We will now
describe the model for an action plan: basic and specific training of
local development adviser agents and the qualifications of in-service
professionals (the present study does not take into account initial
vocational training).

Within the same model, we propose a system of certification of
professional competence acquired during the exercise of a professional
activity in the area of traditional arts and crafts, an area in which very
little progress has been achieved in Portugal.

Finally, we will outline a set of general programmes for in-service
vocational training in the areas where intervention is more urgent. We
believe that these guidelines can promote the development and the
emergence of political action plans at national, regional or municipal
level, aiming to create the conditions for increased competitiveness



i Serategies and Tutervention Mesures

within a eritical sector, as well as to improve the quality of life of the
people involved in it.

2. Craft units and commercial micro-enterprises:
qualifications and training needs

The economic globalisation, the progressive opening of the markets
to international competition and the constant technological evolution
with its continuous impacts on: production, products and production
processes; enmmercialisation; and also on the onganisation of the en-
terprises, are factors that require a new order of competitiveness and
adaptation, since the activities of micro-enterprises are no longer tight
nor protected.

One of the challenges enterprises arc currently facing lies in their
capacity to “think globally and act locally™. It is therefore necessary to
build this capacity from the start, as an element of a network of rela-
tions where it can grow, in a diversity of inter-relations, having recourse
to their most important capital, to the capacity and development of
skills of their staff. These factors will induce and highlight anticipating
changes. All enterprises, including micro-enterprises are facing this chal-
lenge.

On the other hand, the employees must be ready to accept constant
professional adaptation because skills have a continuously shorter
lifecycle. Their updating is therefore indispensable, or else they will run
the risk of continuously failing to adapt to their workplaces.

The enterprises will also have to undertake continuous adaptation
efforts at various levels. In the past, enterprises could only be competi-
tive in a direct proportion of their structural dimension. However, in
this era of continuous changes, it is most important to maintain hard-
core competence and procedures based on logic of partnerships with
the outside world, if possible, comprising the added value of methodi-
cally grouped enterprises.

The adhesion to the European Union opened a vast potential mar-
ket for the enterpriscs. As a consequence, these must react very quickly
to avoid being overtaken by their competitors. One of the policies
suppotted by the European Union itself, and materialised in specific
programmes for the SMEs and micro-enterprises, is the creation of
community networks of European enterprises co-operating amongst
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themselves. This will allow them to acquire a dimension and a market
share otherwise difficult to obtain.

The condusions of the survey carried out amongst crafts units and
commercial micro-enterprises highlighted some of the relevant charac-
teristics of this population. It has made it possible to draw a clear
picture of their training and qualification needs.

On the one hand, and in terms of school qualifications, the survey
shows that some B0% of the small entrepreneurs and artisans have a
level of education below the 1* cycle of primary education. This is
related to the fact that they belong to a relatively high age cohort. On
the other hand, their lifelong learning process is based on “seeing how
to do it” (some 40% indicated having learned their crafts with the
family). Moreover, they participated in practically no qualification or
professional development actions. This applies both to the entrepre-
neurs as well as to the rest of the labour force of micro-enterprises
(only 6 to 9% of these units” workers had undertaken vocational train-
ing during the last two years).

A first analysis of the survey results showed that neither erafisman
nor entrepreneurs feel the need for vocational training, 50% of crafis-
men do not identify training needs at all. However, others consider
training in production techniques and commercialisation as a prionty.
Amongst the micro-enterprises, 50% of their staff indicated training in
bookkeeping and administration as their first priority, followed by sales
techniques, commercialisation, and management.

In fact, these units seem to be based on very weak economic struc-
tures. They are born with the artisan or entrepreneur (the majority
starter] the craft at a very young age), and they tend to die with them
(in B0% of the cases they indicate that nobody is being prepared to
continue the business after their retirement or death). It would be in-
teresting to analyse the causal relation between this volatility, the guali-
fication structure, and the businesses’ profitability. The results of the
study reveal that there is a relation between the level of qualifications
of the entreprencurs and the level of development of the enterprise
and, naturally, the attained profitability levels.

In the overwhelming majority of cases, the conduction of business is
done without resorting to structured and systematic management prac-
tices. Consequently, the enterprises are strongly dependent on external
factors, and are unable to proactively put any improvement scenarios into
perspective. Training would greatly contribute to changing this situation.
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It is also noticeable and in accordance with the general tendency,
that younger artisans and owners of micro-enterprises have better
school qualifications, This fact should, in principle, contribute 0 a new
attitude towards vocational training and qualifications. It is known that
the higher one’s academic level is, the more atracted onc will be to
undertake lifelong training and qualifications. In other words, the lower
onc’s qualifications are, the less prone one is to look for new qualifica-
tions. The marginal profitability of their investment is not easily percep-
tible tn these persons, and it is not evident that those investments will
be a direct contribution to the improvement of their professional status.
On the other hand, it is possible that these investments may influence
their professional activity. Actually, it is recognised that this is not the
most mobilising element for a worker.

It should be noted that this cohort has acquired relevant skills dur-
ing their professional activity. However, these skills are undervalued in
terms of professional progression and development, as well as in terms
of sustained in-service professional training schemes.

In the light of this framework of weaknesses and opportunities,
we propose an approach to this set of problems in the areas of
lifelong vocational training and qualifications. Before describing it in
detail, we suggest the adoption of a set of principles by which various
practices and forms of in-service vocational training could and should
be guided.

3. Qualifications: some guiding principles

To turn the qualification of this target public of crafis units and
very small commercial enterprises into a profitable investment, it is
important to respect some elementary principles by which whatever
kind of training practice or actions should be guided. We highlight
seven puiding principles.

1. Many consider training as something unnecessary and marginal.
1t should not be undertaken because some “enlightened” outsid-
ers proclaim that vocational training is the engine of develop-
ment or a necessary investment that has to be made. In fac,
training is instrumental: it should be presented and developed
as a reference to a clearly identified objective, either of individual
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professional qualification or as an aim for the development of an
cnterprise or a given professional area. In terms of efficency, we
often watch investments being reduced to dust due to the lack of
organisational, economic and even cultural conditions to create
the ballast for necessary and pressing changes to occur. People’s
qualifications should not be an isolated effort, The more it is so,
the more separated it becomes from other efforts towards local
development in a given area.

2. The adequacy of the training to be offered to this public, and
its appropriatencss to its environment: all training strategies, in-
cluding their contents, methods, iming and places must be de-
veloped with great concern for the adequacy of the formative
proposals to this specific target group and for its living and
professional environments (Le, the existence of multi-activiry).
Once the general references of training and each of its actions
is established, all training courses should refer to specific situa-
tions of people, case by case, within a general framework of
methodological flexibility.

3, The accessibility of training is another elementary principle:
using computing language, training should be as “user friendly”
as possible. This principle concerns not only the contents and
methods but also the places where it is taking place, the timing,
for instance the schedule (which should not forget the female
overrepresentation), and also its cost. It is quite a risk to offer in-
service vocational training to people and then treat them as if
they were sull in school, as is frequently the case. This attitude
leads this public, often with litde schooling, to abandon their
access to permanent qualifications, and contributes to such levels
of failure and abandonment, perfectly avoidable if the offer of
training would ke the target public’s previously acquired knowl-
edge and skills into consideration, and if that training was exclu-
sively planned for it

4. Any qualification practice should be guided by the incentive to
establish co-operation. Co-operation ean be achieved through
the creation of small nerwotks of micro-enterprises, with a view
to qualify their staff. It has been previously noted that networks
should be set up as part of an important competitive strategy of
the activity of craft trades and micro-enterprises. These eo-op-
cration nctworks can become, in certain cases, the only means



M8 Strategrer and Intervention Meswres

leading to a generalised qualification of people, since it is the
only way to achieve a certain demand. This should be possible
provided they entail an adequate volume of training at an afford-
able price.

5. Integration must be the main focus of the training activity.
Together with flexibility, integration can cover different fields
such as the integration of different contents and training maodels,
i.e. specific training (such as accounting), general training for the
entrepreneur, and the difference berween training and develop-
ment. The integration of training in other local efforts towards
social development must be encouraged, if necessary by the
training promoters themselves, because these are petfectly aware
of the minimal effect of isolated training actions, as these will
not attain an effective integration in local processes for the de-
velopment of people’s quality of life.

6. Then there is personal valorisation, a basic requirement for any
in-service vocational training, If one does not value what people
already know so that they can use that knowledge as an opening
to learning something more, then we are devaluating people,
even if the envisaged vocational training tools are serious. When
people do not feel valued, they will have difficulty o undertake
with enthusiasm something which, from the beginning, does not
seem natural nor, like in the majority of cases, desirable.

7. Finally, the development of competence should not be con-
fused with attending technical actions of specific technical train-
ing, It should be seen as a progressive cultural process in which
one uses (or not) important specific technical knowledge and a
vast range of personal competencies: co-operation, initiative,
team work, communication skills, capacity o solve new prub-
lems, capacity to listen, self-esteem, team leadership, and vther
so-called soft skills and interpersonal capacities.

4. The role of local development agents

Training and qualification in the traditional arts and crafts and com-
mercial micro-enterprises must be a dynamic process, integrated into
local structures where long-term interaction is promoted between train-
ing and development, trainces and trainers. In our opinion, it is unfea-
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Qualifications for the 21" century

13 rypes of skills for the future (Levin & Runberger)

1. Initiative, drive and creativity (working independendy o a greater extent);
2. Constructive interaction and co-operation with others;
3. Warking in a group. Interaction in work groups focussed on short and
long-term ohjecaves,
4, Munual training (advice and mutual training amongst peers);
5. Assessment, Examination, valuation and certification of the quality of the
product or of service provided by the work;
6. Communication;
7. Reasoning, Assessment and production of logical arguments bringing in-
ductive and deductive processes intw play;
8. Problem solving, Identfication and investigation of the differemt possible
solutions and choice and application of solutions;
2, Taking decisions;
10. Oibtaining and use of information, Defining the relevant information, ob-
taining it, processing it and using it
11. Planning, Seting objectives, drawing up 2 schedule, prioritsing in the
organisation of work;
12. Being able to learn. Cognitive and affective attitudes Facilitating the acoui-
siion of new necessary knowledpe;
13, Open animde towards multiculturalism. Being able to work with people
from different culraral backgrounds.

Crossover skills (Carnevale, 1988)

1. Being able to kearn — possessing the capacity to sbsorh and apply new
information in new contexts, keeping all your senses alert, facing changes
and the growing complexity of organisations and production;

2. Being able to read, write and make calculations — basic academic skills
wpdared and pracused;

3. Communication — oral communication and listening Good communica-
tion is the basis of working suceess (we spend B.4% of communication
time writing, 13.3% reading, 23% ralking and 55% listening);

4. Creative thinking and ability 1o solve problems;

5. Self.esteem, motivation and willingness to develop personally;

G. Person-wo-person explanation, negotiation and team-work skills;

7. Organisation knowledge and leadership abiliy

249
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sible tv sustain training projects as isolated acts and hope that they
impact on working and living conditions, improving them as if “by
magic”. Whenever possible, training must be subordinate to other ef-
forts and investments for the benefit of development, as already stated;
this must involve an instrumental training vision with acute attention to
converting it into an efficient instrument for both individuals and
organisations.

Therefore, in our opinion, it is vital w train dynamic agents in
training consultancy, capable of working to establish training networks
where they had appeared unnecessary or where they were not included
in economic, production, cultural, environmental or energy projects.

The local services supporting qualification processes do not need o
be independent, municipal units. They may be integrated in a number
of types of local services and include different merits. Essentially they
must be processes co-ordinated by local development consulting agents
which call for the involvement of trainers skilled in these areas and in
this public and the participation of other players, such as local authori-
ties, cultural, business and recreational associations, museums, social
communication bodies, foundations, masters of crafts and other volun-
teers with socially recognised skills.

The local development co-ordinators must succeed in optimising the
use of all the structures/insttutions /entities findividuals for the provi-
sion of the most appropriate services. No relevant local dynamic must
be omitted (see, for example, the adult training centres network project,
at municipal level, which is to be developed by ANEFA — MNational
Adult Education and Training Agency. These centres will provide local
support to adult training and the certification of professional skills,
chiefly for academic equivalence purposes).

The integration of the knowledge of all the local players must de-
vote special attention to the development of artisans, not only as train-
ees but also as trainers to perpetuate the way in which their art is passed
on through the ages, as masters to their apprentices.

In order to guarantee the effective performance of this role, a spe-
cialist-training programme for local development co-ordinators is also
proposed and presented in this section.

The types of services which must be provided by these agents to
support the qualification processes for the traditional craft trades and
micro-enterprises need to be addressed; we are able to suggest a set of
generic and specific services.
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a) Generic services:

— analysis of skills profiles and professional profiles (contents
and levels);

— performance of specific training activities;

— dissemination of experiences and positive results of training/
development processes (benchmarking activitics);

— promotion of co-operation networks amongst artisans, small
business owners, commercial structures and local develop-
ment agents, with a view to stabilising long-term processes of
innovation, development and qualification;

— assessment of the results of the projects activated.

b) Services directed at traditional craft trades:

— identification of nuclei of suppliers of skills: artisans with
experience and know-how, available to transfer and reproduce
this knowledge;

— supplementing of activities to improve performance within
the craft trades;

— comsidered information on these professions and their pro-
motion amongst young people, during their initial training;

— promotion of activities to heighten awareness of traditional
arts and crafts and eraftsmanship amongst young peaple;

— promotion of initial training qualifying young people in these
areas, in particular at vocational schools and vocational train-
ing centres and, also via the distribution of information on
the existing supply and promotion of areas of coexistence
hetween the entities offering this type of training and the
population in general (Annex 1: brief summary of the train-
ing available);

— promotion of further training in specialist areas in other Eu-
ropean countries, at the level of apprenticeship training, via
the Community mechanisms available, such as Europass
training;

— promotion of professional work placements in other Euro-
pean countries;

— activites w promote awareness of the economic and social
importance of craft areas at higher educational establish-
ments for design and architecture (having reeourse, for ex-
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ample, to the CD-ROM published by the Industrial Arts
Vocational Training Centre — CEARTE, in Coimbra').

c) Services directed at micro-enterprises:

— supplementing of activities to improve performance within
commercial micro-enterprises;

— identification of nudei of suppliers of skills, to support train-
ing processes;

— promotion of inital training qualifying young people in this
specific area, particulatly in vocational schools;

— promotion of work placements in other European countries.

4.1 Merits of a professional profile

These local development agents will revitalise the local environment
of these business units and must assume a profile, which enables them
to intervene at the external and internal level of the acmual micro-
entetprise or craft trade,

The general objectives of their involvemnent, in terms of their ex-
pected contribution towards business development must be:

— to supply the regions with players capable of supporting entre-
prencurs in the processes of intervention and business
modernisation in various areas (organisation, commercialisation,
finance, training and quality etc);

— to strengthen, gualify and diversify the training consultancy ser-
vices to cnterprises, in particular, to micro-enterprises;

— to promote vocational qualification processes mure suited to
each context and each case; and

— to promote mechanisms of professional certification of skills
acquired throughout life, in the network.

With a view to the facilitation of training and emergence of these
types of players in the training/consultancy/development processes at
local level, we believe that the following merits must be included in their
professional profile:

! www.ceare.pt
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2

Area of intervention and process of training

— Being capable of putting into perspective any areas of inter-
vention as a revitalising agent, identifying needs and opportu-
nities, as well as more or less profound weaknesses.

b) Strategic assessment of the regions and sectors and possibilities

of interventon

— Being capable of identifying and characterising elements of
strategic assessment in the regions and sectors from the point
of view of the potential and conditioning factors applicable
to the companies.

— Being capable of giving the business models a contextual
meaning, from a sector-based and geographical point of view
and from the point of view of the conditions of develop-
ment of the macroeconomic framework.

— Being capable of describing the characteristics and dynamic
forces of the socio-economic fabric of the regions in which
they are integrated.

— Being capable of understanding the characteristics and dy-
namics of the main sectors of activity in the regions.

Amalysis, comprehension and action in respect of micro-enter-
prises or craft trades.

— Being capable of making diagnoses of business/institutional
situations and conceiving/developing methodologies and in-
struments of intervention aiming to solve problems and/or
using opportunities in different contexts,

— Being capable of making an internal assessment of business
units, with an integrated perspective and in view of their main
sub-systems.

— Being capable of selecting and using the following instruments
of intervention, méer aka, deperding on the eontext and reqguire-
ments: SWOT matrix, problem dendogram; interview; question-
naire; direct ohservation and logic matrix of project framework.

— Being capable of selecting and rendering operational
programmes in support of the business activity,
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d) Organisation and development of the activity of the local devel-
UPITICI'II ’gﬂ'ﬂ[

— Being capable of working independently, with versatility and
flexibility, having recourse to specialist support depending on
the working conditions and actual needs.

— Being capable of adopting suitable attitudes for dialogue and
communication in the relatonship with different types of
actors,

— Being capable of organising, promoting and carrying out a
professional job as a consultant/development agent.

4.2 Training proposal

Having reached this point, it is possible and desirable to establish a
training profile for this type of agent/service which, locally, in munici-
pal or inter-municipal terms, can be supplied to support training activi-
ties, consultancy and other local development dynamics.

The qualification to be triggered in a designated group of develop-
ment agents operating in this economic area, without being directly
involved in its economic process, must promote broad skills, which
contribute 1o maximising both the internal performance of small
organisations and their relationship with the environment.

As already stated in the global analysis, these agents must present a
clear added value at the level of:

— analysis of market trends,

— commercial brands and products,

— markets and customets,

— promotion and marketing,

— local development projects and incentive systems,
— traditional arts and crafis, innovation and design.

A multiplicity of skills are involved, integrating knowledge, know-
how and the ability to react, namely, in terms of thought, knowledge
of trends and approaches to the business problems of this type of
micro-enterprise, interpretation, analysis and assessment of busi-
ness realitics, selection and manipulation of intervention instru-

Training and Qualiication

Training programme for local development agents

255

Description Creation and supply to the market of technical assistance
and consultancy skills directed ar small business unirs,
in the area of eraftsmanship and in the commercial
anca.

Methodological Training based on a principle of alternation berween a

principles training eomponent in the class and training in the
work eontest.

Training in terms of a structured process of develop-
ment and transformation of the methods of inter-
vention in these micro-organisations.

Training in terms of an open process that is based on the
active participation of fts different participants
and direct contact with business and institutional
agents.

Training in terms of a progressive, fexible process,
based on a dynamics of permanent regulation.

Organised around five main training points, seen as key
points for the acquisiion of knowledge, skills and
behaviour developed over time in a relared bur not

sequental manner:

— area of intervention of the consultant and training
[process,

— strategie assessment of the regions and sectors amd
possibilities of intervention,

— understanding of the processes and dynamics of
local social development,

— analysis, comprehension and action in respect of
the company,

— organisation and development of actvity of the
comsultant.

Training

Promotion and training in respect of knowledge, skills and
behaviour with reference o these five points, is em-
bodied in the execution of training practices with a
theoretical /methodologieal and instrumental character,
organised in accordance with four main subject areas:

— regional, sector-based and macroeconomic frame-
work of the business activity,

— the enmpany: analysis, disgnosis and inter vention,

— methods and instruments of action,

— being a consultane: aminules and behaviour,
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ments and adoption of behaviour and autitudes to facilitate a close
relationship with companies and the dynamics of development (the
CD-ROM published by CEARTE is a good resource to use as it
provides a good cvaluation of new business projects launched by
young artisans).

5. Qualification: going for two levels of training

For the tarpet population, charactetised in general terms by a low
level of school education and almost zero participation in training and
vocational development initiatives, a training approach focused on two
levels is sugpested:

— basic training (key skills/literacy);
— speeific vocational qualifications (technical and organisational).

The characteristics of the rwo levels of continuing lifelong training
are set out below, with a matrix of specific training proposals. We then
g on to present a grid of actions and their contents.

5.1. Basic training — Key skills

As already mentioned, the majority of the authors who examine
the problem of labour and training, insist on the importance, for
good individual carcer paths, of a series of nuclear, non-technical
skills, at the personal and behavioural level and which, regardless of
whether they are designated as soft skills, general skills or key skills,
represent the common denominator underlying the so-called new
professional skills.

Many of these skills constitute the area designated here as basic
training As this type of training does not intend to “train” people for
precise and specific technical areas, but, upstream from this, to promote
the development of attitudes and behavioural patterns, and to raise
important questions which have not always received until now the at-
tention that they deserve and which, obviously, influence people’s pro-
fessional performance and, as a result, the performance of the compa-
nies that they work for.
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It can be stated that the new technologies and the adoption of new
processes and products have brought with them new forms of labour
otganisation, teinforcing teamwork and co-operation within and
amongst enterprises. As a result, workers and entrepreneurs are con-
fronted with more and more new problems that are the result of new
contexts and new dmlltngcs,

All these changes also affect professional profiles, in that they tend
to place emphasis on a central nucleus of amitudes, dispositions and
values which prove effective in the exercise of a profession, and in
particular on a sense of inidative and creativity, communication skills
and the ability to solve problems in new situations, new skills in team
work, the ability to collect, process and use data, and the ability o
appraise specific projects.

The rapid obsolescence of knowledge means that a person’s ability
for life-long learning provides a solid basis for surviving as an employ-
able worker.

On the other hand, any training of adults involved in craft trades
and in micro-companies calls, as a result, for efforts to provide quali-
fications to be made in very precise situations, i.e. that of adult training
and, more specifically, of adults with poor educational qualifications yet
possessing specific and at times very valuable professional skills.

The professional training of adults has, in fact, its own very concrete
features which it is important to stress, in order to establish a strict and
suitable reference framework for qualifying workers in traditional arts
and erafts and in micro-enterprises. Three basic elements make up this
reference framework for adult vocational training,

1. First of all it is urgently necessary to resort to the global concept

of literacy to enrich the vision of the problem and overcome
such concepts as teaching how to read or adults education or
even workers vocational training,
Literacy translates a concept of application of reading, writing
and arithmetic skills (the skills of a literate person) in the various
circumstances of life. This skill mobilisation is dynamic and
changes over a person’s lifetime, as a function of the varous
work and life contexts. Whereas, in the classroom, levels of
school training are acquired, the use of the concept of literacy
cnables us to verify the real ability to use these skills or, in other
words, what the real skills are ar any point in tme.
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In applying this, we have to cxpert that

— the contents can vary from group to group and even from
one person to the next. These contents are far-ranging and
can embrace: oral expression, public speaking, interviewing,
arguing, reading, interpreting, narrating, summarising, giving/
carrying out instructions, letters, messages, telephone com-
munications, identification information, meetings, reports and
minutes, CVs, requisitioning, manufacturing orders, graphs,
wotk programmes, organising documents etc,

— the activities oo can be multiple-mode: study visits, listen-
ing to reading, listening to recorded text, reading, reading
aloud, silent reading, case studies, wall magazines, posters,
discussions, dramatics, trials, round tables, spoken newspa-
per, ctc.

— the materials used need to be very rich and diversified:
graphs, maps, dictionaries, encyclopaedias, atlases, manuals,
timetables, preseriptions, computers, newspapers, tapes, radio
programmes, films, TV and video, film cameras, photography,
collections of local habits and eustoms and tools related to
professional activities.

Secondly, and following on the previous item, it is important to
leave behind the school model of training, which tends to domi-
nate everything and is cver-present in every form of training
activity and much used amongst ourselves, in adult training,
This perspective leads, for example, to adopting training direc-
tions such as:

— building on the trainces’ real-life expenience;

— starting from an evaluation of what has already been ac-
quired, regardless of how and when;

— getting rid of the trainer’s “teacher” connotation;

— treating people’s and groups’ varied experiences as a resource;

— ranking and systematising knowledge and skills acquired dur-
ing trainees’ lifetimes;

— establishing a permanent framework of dialogue;

— focusing training on what is really important (whether for
quality, or safety, or productivity);
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— making use of active learning methods, as this represents a
process of personal transformation, and expresses clear indi-
vidual commitment;

— focusing learning on the production of knowledge and skills
and not on the consumption of the same;

— establishing plans, objectives, contents, goals and rules for
each training module and sharing them;

— promoting team work and team research;

— creating work and incentive atmospheres, of mutual respect
and trust;

— the trainer needs to make systematic use of group leading and
motivation mechanisms;

— the teaching material needs to be easily accessible and explicit;

— the trainer needs o supply continuous feedback on trainees’
progress, according to the objectives and targets that have
been established.

3, Thirdly, it is important to make use of mechanisms for validating
and certifying the skills that have been acquired. Artisans and
commercial staff in micro-enterprises sometimes possess very
significant knowledge and skills, but which have been acquired
outside the formal school context and which thercfore remain
neither validated nor certified. One of the most motivating toals
for getting these population groups to have access o new train-
ing modules (as was seen in the survey, access to trining is for
people who already possess reasonable educational skills at the
outset) lies precisely in taking full advantage of professional
know-how and skills. This process calls for the development of
suitable instruments, on which we will give some directions fur-
ther on.

5.2. Specific vocational qualifications

Based on a nucleus of key skills, it is then necessary to work on
promoting a nuceus of specific, technical skills, more directed at sup-
porting productive and commercial activity. Particularly important, in
this case, is cither 3 mixture of specialist knowledge and know-how
{work in earth, clay, iron, etc) and knowledge and know-how in particu-
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lar in marketing the products and in directing and managing the nego-
tiating process (communication, image, marketing, packaging, etc).

In this way we define the development of a framework of skills in
two major areas, specific technical skills (linked more to a technical and
technological process) and specific organisational skills (linked more to
nepgotiation),

53. Proposed qualifications matrix

Based on these two essential nuclei — basic training and specific
professional qualification (technical and organisational), what we pro-
pose is a qualifications matrix, in the form of a cross between three
variables: the addressee (artisan, craft unit and commerdal micro-enter-
prise}, the type of training (basic training; technical and organisational
vocational qualification) and the level of development (basic and ad-
vanced).

The themes that are indicated in the matrix given in the two frames
below constitute the list of thematic areas, the contents of which are
presented in schematic form in the last item of this document.

6. Certification: recognition and validation of acquired skills

In the network of relationships within the global market, in which
small companies are subject to growing international competition, new
opportunities depend more and more on innovation and on the
mobilisation of professional skills,

It has not been easy to construct a positive speech with regard
the qualifications of Portuguese working people. We hear time and time
again that our workers are pootly qualified and that our labour force is
unskilled.

In terms of school qualification, our labour foree is indeed quite
“uncualified”. The fact of lagging behind in terms of schooling is clear
for all to see, and continues to demand a high price, despite major
efforts made to improve schooling in recent years. However, in profes-
sional terms, our labour force has a skills capital, acquired throughout
their lives, either through professional experience or through continuing
training, which must not be dissipated, but which, on the contrary,
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Qualifications marrix — basic level

ARTISAN CRAFT CORIMERCIAL
TRADE LT MICRO-ENTERPRISE

Basic training Personal and social development
[key skailli) Expression amd communication
Professional and organisational culture
Functional caleulanon (Mathemates for everyday life)

Skl gualification Craft techniques
— dechmical Raw materials
Technology, qualiy
and production processes
Skill gualification Business direction and management
— organrgations Emtrepreneurial eo-operation neraorks
Qualifications matrix — advanced level
ARTESAN CRAFT CUOMMERCIAL
TRADE UNIT BICRO-ENTERFRISE
Basic training Foreign languages (English)
Information technology
Dwalificapdo Profuomal Diesign and production
Teéemica Cualiny
Development and application
of new rechnologies
Jkell gualification Commercialisation and markenng
— Ohrpanisatiomal Accounting and taxation

Informartion systems
Certification and industrial property
Lopgistics
Introxduction wo the digial economy

should be accorded its true value. This situation is common to the
entire working population in Portugal and also, an in particular, to
artisans and workers in commezrcial micro-enterprises, as can be attested
by statistical study of this target population.
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Looking beyond formal education and training systems, individuals
acquire and develop their skills in many ways: in companies, in their
social surroundings, through information networks, vocational training
etc. In this way, with the construction of individual training and quali-
fication paths, there emerges the urgent need to recognise these profes-
sional skills that individuals have aequired, regardless of the paths taken
to achieve them, without any need to present oneself with an academic
tite or to pass through formal teaching systems.

The recognition and validation of these skills, using systems created
fur this purpose (see diagram later in this paper), is able to provide the
relevant benefits, both at the individual and the supra-individual level.

— for individuals, the validation of the skills that they have acquired
promotes mobility and can improve their position on the labour
market, as well as facilitating access to the formal education and
training systemm;

— for enterprises, the validation of acquired skills can prove a suit-
able solution to obtaining motre and more versatile resources, in
the form of a wide and effective set of personal skills and not
just of school certificates;

— For vocational training systems, the validation of acquired skills
ean be a factor for innovation and for increasing the credibility
of vocational training actions, in particular amongst persons with
low levels of schooling and where training is carried out in small
and medium-sized enterprises;

— for socicty as a whole, the validation of acequired skills can play
an important role in simplifying skill transfer berween the various
arcas of everyone’s lives (education, wotk, social life, private life).

As can be seen already in the different countries that are paying
special attention to the questions of assessment, validation, recognition
and certification of qualifications acquired in lifelong contests, it is
possible to motivate workers, even those with less official schooling, to
ohtain the training (that they need) and to increase their qualifications,
more and more, step by step.

This process certainly involves constructing 2 new vision of the
problem, which can bring with it a perspective that is more constructive
and more able to resolve the inherent difficulties. This takes concrete
form in the definition and implementation of a system of vocational

Training and Oualification 263

certification, which intcgrates the skills that people have developed
throughout their lives.

A system of vocational certificaion will involve the design and
construction of reference frameworks, which can define the varous
tasks and skills references of each of these tasks and the various quali-
fication levels (where these exist).

A system of qualifications based on the certification of skills that
have been acquired informally life-long is based on flexible and indi-
vidual systems for obtaining professional qualifications. Knowledge,
aptitudes and professional expetience can be converted into official,
approved qualifications, based on skill verification, using a pre-estab-
lished reference framework. In this way the professional aptitudes re-
quired for a particular qualification are not tied to any particular taking
part in a specific form of training, In this model, training and ceruifi-
cation need to be understood as two areas that can and must be sepa-
rated.

Continuing training needs to be broken down into modules or items,
allowing individuals, depending on the skills they require, to select those
modules or items that they wish to have validated.

Starting from the assumption that experience (professional, per-
sonal, life) ean produce both skills and qualifications, it is precisely with
respect to skills acquired through experience that the concepts of rec-
ognition and validation need to have a contextual meaning,

In this framework, the recognition of acquired skills consists of
identifying and assessing the personal skills accumulated in learning
situations throughout professional and outside the professional life, and
in this way building up a personal skills portfolio. This can normally
provide the input for developing a “skills balance sheet” for the person
involved, with the perspective of identifying and valorsing that person’s
personal and professional development until now

The validation of acquired skills refers to a rigorous and structured
process from the administrative viewpoint, that is linked to the obtain-
ing (in whole or in part) of a diploma, or 2 homologated title or even
of a professional catcgory, necessarily preceded by a stage of skills
recognition. This process can be summarised in schematic form as
follows on next page.

One conerete proposal that we would formulate is the creation of
a Skills Certification Pass Book in the arca of Traditonal Arts and
Crafts.
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Process of skills assessment and certification

Information
Advice -~ .,1
Demonstration of skills by the can-
1 didaee )
Assessment =
=
i A

—|  Organisation of the skills recogni-
tion by the assessor

Assessment of the evidence of com-

|| petence eomparesd with the recognised
specifications for the cualification

r
\,

-~

Yerification of the process, both in ‘]
the candidare’s training organisation
and in the assessing instinution

Cenilication of the results obained
= in the process (qualificanon skills)

Artisans/master craftsmen in the vadous arts and crafts accumulate
skills of incalculable value, which have no objective validation or
valorisation on the market. One way of promoting and encouraging a
valorisation culture (also social valorisation) in this type of profession
and in investing in vocational development through training, could be
the implementation of a system of skills portfolio, as a halfway stage
to subsequent professional certification,

The validation and certification process would have to be en-
trusted to specialised commissions, official bodies, associations, voca-
tional training centres, duly accredited to this end, to nerworks of
cnterprises in a given sector, or to examining boards specifically set up
to this end.
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In the case of taditional arts and crafts, one could suggest that
specialised qualified commissions be set up (for example for stoneworlk,
ironwork), bringing together the various specialities in cach area or
domain of knowledge or know-how. These professional commissions
eould create, by means of well pre-defined specifications, the skills
reference profiles for each of the crafis jobs/activities and the valida-
tion and certification mechanisms. This is an area of political action in
which the State ought to play a regulatory role and ought to leave the
professional sectors to carry out their task with sufficient freedom of
movement by means of strict specifications defining the public mission
that they are called to carry out.

In Annex Il we present a glossary, which explains these terms in
sufficient detail — given their novelty — in order to prevent a prolif-
eration of incorrect or distorted concepts,

7. Proposals for programmes and contents

Below are a number of concrete examples of training programmes
and modules that could be used 1o help qualify adults on specific train-
ing courses in the traditional arts and crafis and in commercial micro-
enterpriscs. This list is not meant o be exhaustive and instead simply
provides a frame of reference for the arduous and urgent task of
programme reconstruction, based on a number of past experiences in
Portugal and other countries (cf. for example the cases from Canada,
Australia, Finland, the United Kingdom, and France). We are seeking to
initiate these working hypotheses on the basis of actual experiments
already developed and accompanied by the authors of the study, in
particular the “SMEs training programme™ and its Project Offices
(programme staged berween 1998 and 2000 by the Portuguese Employ-
ers’ Assocaton AED), and the PRONACI Programme (staged by the
AEP between 1997 and 2000).



2

Nerategies and Intervension Memrer

7.1. Training modules — basic level

Description

Training

Basic Training [ Key skills / Litcracy

Application of skills of reading, writing and arithmeric
and interpersonal relations;

Development of new skills and aninades with regand 1o
personal and organisational awareness

Mathematics for everyday life

— Interpreting information and understanding pro-
cessing methods

— Performing calculations

— lnterpreting results and presentng conclusions

— Interpreting physical space and the application of
2 mathemartical model

— Expression and communication

— Understanding and making oral presentations in
warious situations

— Reading and interpredng information

— Writing various kinds of documents in aceoedance
with specific ohjectives

— Understanding and producing non-verbal or mixed
languages in vanous contexts

Social and personal development

— Team work: working with others, ability w agree
on/negotiate objectives, be sensitive to other
people’s ideas and points of view, defining joint
working methods, leading a group, reaching com-
promises

— Adaptability and fexibility: monitoning own pro-
fessional development, time management, autono-
mous working, assuming responsibility, taking ind-
tatves and demonstrating entrepreneurship, be
aware of organisadonal and sodal systemns

— Lifclong education and training: participating in
conunuous raning activites, learning how o learn,
knowing the strucnire of opportunities on the
labour market, recognising the importance of the
means of social communicanon, kenfying rechno-
logical innovatons thar affect professional work

— lneerpersonal relations: knowing one's own
strengths and weaknesses, working with people
from different social backgrounds, sharing work,
showing self control, leading negotiagons, conflicr
management and negotiation.
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Craft techniques

Description

Training

Application of craft techniques (1o be specified by
area) : B

Baw materials: varieties and respective application

Working techniques on various kinds of mw rmarerials
(tr be specified by area)

Combination of raw materals

Use of other products: eonservation, et

Raw materials

—D:mipﬁm

Training

i

Identification of the type of raw matenials used in crafi
tracles

Technical specifications

Quality/compliance requirements

Origin

Conservation technigques

Conditions ef durability

Technology, quality and production pros

Description

Training

Analysis of the conditions for optimising the produc-
tion process by incorporating technology and qual-
ity criteria

Technigues for analysing the craft production process

Quality of the production process: critical poines/
points for improvement

Available technology and its introduction in the pro-
duction process

Business management

Diescription

Training

Develop & straregic view of the business based on
knowledge of the different contexts in which it
operates: internal and external perspectives

Krnowledge or perception of the market: competition,
suppliers, customers

Analyse the business/activiry life cycle

Ezxamine the problem of succession

View work as an ordering of flexible procedures and
promote the selfl organisation of working reams

Deetect and correct problems

Streamline work procedures in order to foster competi-
oveness

Promaote training as 2 factor for development and in-
nOvation

Oyperational management of the business
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Entreprencurial co-operation networks

Description

Training

As an indicadon, the program should pursue three
basic aims:

— Information as a source of wealth

— The concepts of co-operation as a form of devel-
opment, consolidation or survival

— The broader competitive environment in the Euro-
pean Union

Entrepreneurial associations

The old maxim of “strength in numbers” remains
valid even twday, especially in a context of global
COMpenon.

Simategic direction should be found w channel the
potential significance and role of development
support structures that bring together and defend
the joint interests of business along with the offi-
cial bodies, and where these same support struc-
tures have recourse to information and specialised
services that they do not have (commissioning of
technical studies, vocational training, ete))

Entreprencurial co-operation

In the past you shways had w be big m eompete,
Tiwday, though, big does not mean best, nor does
small mean beawtiful. The optimum size depends
on being fexible and adapable. We need o con-
sider the structure thar i3 best suited o the re-
sources, technologies and size of the markers
where the conpany will have o compere, Thus 2
good alternative to “big is best” is the relationship
enjoyed with other 5MEs — cusmomers, compet-
twors and suppliers.

Subeontracting

Many SMEs subcontract or are subcomtracted o earry
out specific tasks and as a way of maintaining o
fixed low cost structure, When duly buile ine the
business dynamic, this can be an excellent form of

co-OpETation
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7.2. Training modules — advanced level

Foreign languages

Description Develop an ability to respond to various commurica-
tion situations in the working environment: oral
and written comprehension, oral and written ex-
pression

Training Pronunciation, intonation

Verbal and maodal renses
Mumbers and quantities

Spamal reference

Written expression: small rexts and business letters

Information technology

Descriprion Familiarisation with the basic communication and in-
formation processing ools
Training Windows operating system: use

Productivity applications: word processing, spread-
sheets and databases

Introduction to the Internet

Use of e-mail applications

Design and production

Description Introduction w product design and is incorporation in
the production process
Training General invroduction o the concept of design

Deesign aned tradidonal ars
Importance of design in product valuaton
Importance of design as a component of sales and

marketing
Qualiry
Description Explore the concept of quality and te it in with craft
trades at the product and service level
Training Prowduct quality: characteristics

Service cpualiry: reception, distribugon, etc.

Qualiry certification (the seal of gualiry)

The overall product of craft trades

Techniques for controlling and guaranteeing quality
and its implementation
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Development and application of new technologies

Description Inmevation and constant development in the work
processes are key comlbitions for the survival of
any business. The role of new wechnokygges should
be analysed as vae of the instruments for devebop-
FEmL.

Training Inmewation in peoduction processes

Mew rchnology availalde: What are they? How can
they Le accessed?

Ohptimisation of processes for the application of new
techingh gries

Commercialisation and marketing

Deescription Custoaners and eommercial and marketing policy: rpes
of  customers, distribution, forms  of
commercialisation, advertising, customer reception
an relations

Training Commercial aggression as a Jevebpment straregy

Towls for marketing and advertising actions

Key factors in the commerdalisationdistribation of
craft prowfucts

ldentification of ongin and eommercialisation

Showeasing: technigques and methods for exhibiiting
pronduces

Customer reception and relation rechnigques

Accounting and taxation

Diescription Accounting, financial management and business fi-
narcing
Training General concepts of accounting

Basic accounting docwments: reading and comprehen-
sion rechniques

Accounting as an element in the system of company
information and as 3 decision-making aid

Accounting eyeles and important data for the accom-
plishment of legal obligatons (the sk of e
OMfcial Acoounts COfficer)

Tax declaraions

Types of taxes

Management of cash flow and sources of funding

Traming and (naiffication
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Information systems

Description

Training

Processing of internal and exrermal information amd
market access based on the exploraion of the
concept of information as 3 resOUTE 10 be man-
aged as such,

Conceprs of company informarion

Information spstems a3 aids © decision-making

Identification of the advantages of doing business
using information systems

Inclusion of information systems in surargic business
analysis

Logistics

Description

Training

Identifying the operational wechnigues involved in all
logistical processes: supply, production, diseribu-
tt

Analysis of the company value chaim; logistics as a
factor of compeniiveness

Supplies: purchases and sucks

Diseribution and transport

Intcgrated Iogistics as a way of optimising the supply
chain

Certification and industrial property

Description

Training

Fnowledpe of product certificanon and registration of
industrial venership, and its imporance weraft
trades

Cenification systems: presentation

Cerfication supervisory buodics

Introduction e industrial property

Inlustrial property supervisory Lodies

Imponance of cenification and the registration of
eramership for the business

Certification of designation of orgin amd cerrification
of qu:l.Tlr}'

Costs and benefies of these syswems
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Introduction to the digital economy
Description Initial approach tw the new conrext of increasing
globalisaton of the economy and culture, espe-
cially the potential of e-commerce
Training Advent of the Internet and globalisation: a new era, a

new market
What iz e-commerce? Solutions for the small business
The new consumer: profile and requirements
The new salesman: logistical and distribution infra-
structure, virnual customer nerworks

9
Promotion, marketing and commercihlisation

Josi: Manues Tavares
Cartes GRADE
Pauro Moniz

COMMERCIAL MICRO-ENTERPRISES

1. Recent evolution

Things changed a lot in trade. And they will not stop changing,
A few years ago — not many — the characterisation of this sector,

shopkeepers and their shops could be made through the following

remarks:

— high number of units, specially in the food area,

— small shops, widely scattered throughout the eountry,

— careless organisation of the spaces, with obsolete equipment,

— family rooted enterprises, with frequently aged shopkeepers,

— incipient management and very low interest for training,

— passive attitude towards the consumer and competition
behaviour, - _

-— reserved attitude on the en-operation between enterprises and
associative organisations,

Things are quite different today, and the transformations — noticed

in ecomomry in general and also in the trade secor — are only too evident
and very deep.

These changes in the commercial sector consider:

— a sharp reduction in the number of shops,

— a growing concentration of business premises in urban centres,

— a continuous re-dimensioning and refurbishment of the shops,

— an interest on vocational training and new management proce-
dures, .



