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PARTNERSHIP PL-106 ACTIVITY FRAMEWORK- LABOUR MARKE T
TENDENCIES:

= Knowledge is more frequently perceived as an emdemtement decisive in
gaining competitive advantage by the company (atdr labour and capital). For
this reason knowledge management becomes so importa

= Companies in order to sustain and develop must emeht knowledge
management.

= Education systems should meet challenges and sugpowledge management
processes: knowledge gaining, knowledge disserimgthowledge practical use

» Serious problem that number of markets, includinglisR suffers from is
inadequacy of human capital in accordance to chabslgdabour market needs and
insufficient adjustment of formal education prograes to real needs of
companies.

= Awareness concerning the need of further trainingporay employees is
insufficient.

= Particularly small companies do not have cheapedficient tools that can be used
for knowledge management and employees’ competenc&sagement. The
companies do not analyse their needs accordingotatnal training of their
employees.

= External trainings are, for number of companiesti@aarly micro and small ones
are too expensive. As a consequence, many of tikemotdnvest in further training
of their employees.

= Companies seldom have procedures, tools and pygpepared human resources
in order to carry out in-house training using owseaurces.

= External trainings in their nature do not matchhvilie context and exact needs of
companies that delegate their employees for saahings.

» Level of employment in small companies do not altfmw the absence of some
employees. This is also a barrier in delegatingleyaes to external trainings.

= More importance should gain, particularly in micaod small companies, non-
formal training.

= Labour market problems ceased to be solely thenateproblems of a single
country. Globalization and European integrationtgbate to workers’ mobility. In
this context the lack of unified system of evaloatof competences gained in the
non-formal education that could be recognized & Buropean Union becomes a
serious problem.

= Dismissals of experienced workers in the age of eddate an important social
problem. This tendency leads to social exclusiot suarginalisation. Companies
get rid of elderly workers despite the fact thagtlpossess resources of ,hidden
knowledge”. Such knowledge can only be passedystiebugh personal contact
with apprentice. In situations when companies lalderly, experienced workers,



young workers do not have possibility to gain “reddknowledge”. Considerable
knowledge is lost irretrievably when long term,exlgt workers leave the company.

* In the situation of the risk of losing the job, amanly, the level of trust between
employer and employee is low.

= Quantity data indicates gender discrimination naatdms. Women experience it
difficult to get promoted above certain level, exdaspite the fact that they have
better managerial predispositions and are bettalifegpd than men. This situation
is defined as glass ceiling. Another serious pmoable discrimination of young
workers as regards their low level of post-juniaghhschool education or lack of
education at all.

Taking into consideration all the above mentiongadencies by all Project partners
the framework of actions has been formed, whichoisElaborate model system;
Sensitizing employers and employees on the neddeofong learning; - Test and

implement elaborated system.

PARTNERSHIP GOALS

The goal of Partnership PL-106 is to elaborate modesystem to support
companies in Poland in knowledge management in theontext of acquiring
desired competences of the employees.

Goal 1

The elaboration of employees’ competences needb/smsasystem based on the
implementation of procedures and tools facilitatmgtual trust between employer and
employee. Definition of training needs of the comga staff in order to reach its

strategic and operational goals. The system mast@ntain tools and procedures to
create the concept of ,tailor made” trainings amdcpdures and tools to control
acquired knowledge transfer to workplaces. The goabncrete and attainable with
reference to the group of final beneficiaries, whiepresent light industry sector and
chemical sector (management of the company andoyegs).

Goal 2

The elaboration of the system of the evaluatiogualifications acquired through non-
formal in-house training. The system is based oocquiures and tools enabling
evaluation and recognition of qualifications. Theabis concrete and attainable with
reference to the group of final beneficiaries, whiepresent light industry sector and
chemical sector (management of the company andoyegs).



Goal 3

The elaboration of the system of use elderly warkertransfer their experiences and
knowledge to their co-workers. The system is baseg@rocedures and tools enabling
selection of elderly, experienced workers (paléidy those in pre-retirement age or
those endangered on redundancy), training of thecteel elderly workers (module
“training of trainers") and use to transfer themowledge to other co-workers within
the framework of non-formal and incidental in-housystem of acquiring
gualifications. The goal is concrete and attainatité reference to the group of final
beneficiaries, which represent light industry seetod chemical sector (management
of the company and employees).

Goal 4

Dissemination of project results and mainstreaming

Cl EQUAL ,Model System of Companies Staff Adaptation to Structural Changes in Economy” PL-106
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Model system supports adaptability of Polish congsrto structural changes in
economy — helps in creating knowledge managemestesys based on existing and
desired knowledge resources and company stafffopadions.



In order to elaborate and implement such system,indispensable not only to work

out appropriate procedures and tools that enablerénation of individual career paths
as well as the launch of self-organized learning &maining process, but also to
sensitize the owners of companies, managerial ataffcompany’s employees on the
importance of further training in the aspect of pamy’s condition and market

position.

The creation of efficient knowledge managementesysin the company enables, in
relatively short term, the adjustment of existingpboyment structure (employees,
their knowledge and skills) to desired one thatueess optima adjustment of the
company to market conditions.

Better utilization of knowledge in the company adnites to the increase of the
cognition of preferences level and surrounding etad®ns and better understanding
of in-company processes, what results in more ieffic recognition of change

direction.

The control of acquired knowledge transfer to weakps is an integral element of the
efficiency control process to structural changelse Tntroduction in companies of
training needs analyses system contributes toebegnition of own needs as regards
further vocational training. Furthermore it reqgirierm the company to define its
strategic goals what improves quality managemeobmpanies.

Elaboration of tools for evaluation of qualificat® acquired through non-formal in-
house training will have an impact on increasirgpla market flexibility. Introduction
of career development tools contributes to attagimmportance to professional criteria
in the periodic employee evaluation. This resuftsconstraining bias in granting
promotions or rising salaries, including gendetetia.

The implementation of model system by the compaeyeiases its adaptability and a
chance to develop on the market.

While elaborating the model system, real needshefdompany, including practices
and functioning conditions, have been taken intosateration.

The advantage of tested within the Project systentsiflexibility. Certain toolkits
elaborated within the system can be used separatelythe system as entity can
function even excluding its certain elements whait ot constrain its effectiveness.
Consequently, the advantage of this universal Byste its potential to adept to
specific context of each company and its wide jpratapplication

The model system is an efficient tool that sersitiempanies to life long learning — at
the every stage of its functioning:

- acquaintance

- analyses of implementation possibilities

- testing

- modification

- complete implementation



One of major Project goals is to overcome psychoddgbarriers. An important

problem on labour market is lack of awareness awmimg continuous vocational

training among employees and unwillingness to ®mppht or change qualifications.
Project implementation will make company employaesre of the need to develop,
while the individual career paths design will féeatle the whole process.

The model system will contribute to filling the gam Polish vocational training
system. These gaps do not remain neutral in shapomgpetition level of Polish
companies. Obvious is the fact, that in order Fa&r process of vocational training to
be effective, it must be of complex character angtniocus on the area of formal
education, on different forms of non-formal traigsn as well as on other elements that
ensure optimal conditions for qualification acqiiisi.

So far management of the companies and other glayereducational area do not
attach importance to non-formal trainings. Thussgapeducation system occur. They
disable effective acquisition and utilization ofckviedge in companies.

These gaps are among others area of employee mEducaeds analyses, evaluation
and recognition of vocational qualification and @ed in most of studies mechanism
of self-organized learning and experience gainingidental education) process.

Model system equips companies in cheap, simpleediadtive tools that cover the
existing gaps. The success of the system does e@end solely on companies.
Consequently, activities undertaken by the Parlmgif®cus also on other subjects.

Addressees of these activities must be also alhbss support institutions as well as
public administration institutions connected to emtion system.

Mainstreaming and sensitizing activities are backbof activities taken up by the
Partnership in the period of April 2007 — March 200

PROJECT RESULTS BY PARTNERSHIP PL-106

Core results:

» to encompass 20 companies with created subsystems

» to encompass 400 employees with created subsystems

» intensification of education process(non-formal ancddental) in companies
participating in the project

= creation or putting in order the structure of &g goals in companies
participating in the project

= creation of 100 individual professional developmgans

Soft results:
= Better adjustment of human capital to company’'sieee
* Increase of trust between employer and employee
= Support in achieving strategic and operational gaal companies through
recognition of training needs



» |ntegration of social partners participating in fireject in achieving consensus
on the ground of solving socio-economic problems

Model System of Support of Company’s and Employeedudes:

» Tools and procedures for training needs analyses

* Tools and procedures for elaborating concept dlioftanade” trainings

» Tools and procedures for the evaluation of quaitians acquired in the non-
formal trainings and evaluation of non-formal trags quality.

= Tools and procedures to select experienced emmoyd®m possess desired
knowledge and competences and have indispensatieds to transfer them to
younger co-workers

= Module of training from the area of teaching metblody for workers-
trainers/advisor (coaches).

SENSITISATION OF COMPANIES — COMPANIES CHARACTERISA TION

Partnership PL-106 placed its assumption that &t ioleas do not stand a chance to
be implemented if they are in no relation to a eat

Companies’ representatives became key partnehgiR1toject.
- Representatives of employers’ organisatlmeame partners of the project
- Representatives of trade unions’ organisationsrheqgaartners of the Project
- Representatives of companies became members a@cPManaging Group
- All the model procedures and tools undergone tedtse companies

Very important is the engagement in the Projecsaéntific organizations. It can be
expected that thanks to the participation in thejdet, companies will start to co-
operate on regular bases with scientific orgaronati what will facilitate knowledge
transfer from research area to economic activities.

It needs to be also highlighted that participatmhcompany representatives will
contribute to increase of trust between employe®s employers, trade unions and
employers’ organizations. All that will be possililerough common elaboration of
tools and procedures of designer system.

Partnership co-operates with companies from ligklt @emical industry.

These companies accessed to the Project througtalfateclaration of participation.
They expressed their expectations: flexibility astie trainings (number of persons
from one company, training dates); - compliancehwsbnfidentiality rules as to
company market strategy. Moreover, these compauigged out two major threats in
case of investing in competences and knowledghesf employees. 1. labour costs 2.
employees rotation. Number of companies from abogationed sectors is In difficult
situation and it often happens that they are fortededuce production costs, what
consequently force them to dismiss best (expensivleir opinion) employees. On
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the other hand though, number of companies th&tpact in the Project, evolve in the
direction of the creation of own product brand nsark

Employees of companies participating in the Proge persons form production
worker, through master, shift manager, sales reptasve, and human resources
manager to the managing directors.

Project encompasses 400 persons (15 companiediglmndustry and 5 companies
from chemical industry). Number of persons delegidig the company to the training,
has an important role for Project’s result becansse persons participate in tests of
elaborated system of knowledge management.

It has been agreed to engage in the Project persamere difficult situation on the
labour market. For this reason, except for pergmm the group of +45, persons of
the age of 25-49 have been also selected.

Within the group of companies participating in fmject, both producers and trade
companies became selected. The Project encompdifiseent size companies, from

micro to medium and to different departments of deghpanies from chemical sector.
It will enable universality of resolutions elabadtwithin the Project and possibility

of easier adaptability to specific situation of@lise companies.

Among 400 employees, 170 women and 230 men have dgézcted.

Age range: Between 25-49 age: women - 70 persoas;+100 persons
+50 age: women — 100 persons; men - 130 persons;

Education level:

Basic education: women — 30 persons; men — 50 perso
Professional education: women — 100 persons; ni-persons
Secondary education: women — 30 persons; men €1391ps

High Professional education: women — 10 persons; A1&5 persons

Employee recruitment criteria— Final Beneficianiepresentatives (light and chemical
sector) are as follows:

1) employees 45+

2) employees between the age 25-49 (young persoredua@fes)

3) employees with low education or lack of education

4) representatives of Managing Boards of Companies

5) representatives of middle management

6) employees from human resources departments

7) representatives of trade unions

Companies recruited employees taking into accoustrichinated groups ; +45
employees and persons with basic or lack of edutakach recruited person received
positive acceptance of two independent subjedstetiunions acting in the company
and management, and subsequently pronounced ltiovpérticipate In the Project In
the formal declaration.

11



In the process of recruitment — equal chancesdratitess to the project were ensured.
Disproportion of men and women patrticipation, ilatien of 58% to 42% cymes form
employment structure in the companies (more merther group of management

representatives).

Representatives of companies encouraged to paticipn the Project through
sensitization and rising of awareness as to Prapggckementation on company level,
what helps in preserving existing workplaces. Etabon of individual plans of
professional development within the Project will tmate beneficiaries to actively
participate in Project activities and even furttedter Project realization.

SENSITISATION - EMPOWERMENT RULE AND PARTNERSHIP

Common Initiative Equal requires implementationeoipowerment and partnership
rule. In case of Project PL-106 this rule becaménsegrated element of sensitisation
of companies to LLL strategy.

Implementation of empowerment rule in the project R.-106

Type of engagement

Description of actions

Promotion of individual
engagement

Management Group was established. MG is composethe
representatives of all partners and 2 represestatv companie
participating in the Project.

Common responsibility
and ability to act

Through the participation of company representativie the
Project Management Group, the sense of co-respbtysitor
Project implementation grows. Active participation planning
and project realization makes better understandfrtye Projec
idea, and consequently proper implementation ofnred
activities and tasks. An important factor is alsocalled w. ,,co-
authorship”

Participation In creation
and modification of work
plan

Representatives of Project beneficiaries are erhagelanning
implementation and evaluation of activities througkir active
participation In Works of the Project Managemenbur. The
Project Management Group is a superior decisionimgakody
(all decisions are taken with simple majority vgbin Project
Management Group decides on financial and operatjgans of
each activity, finally evaluates activities, anctides to dispens
financials to cover task realization.

Participation in activity
realization and evaluatio

Representatives of companies participating In thgjet take
nactive part in Project realization through testingnd
implementing in their companies. They will be alactively
involved in process evaluation of Activity 2, inding elaborate
systems and trainings.

In the course of the implementation of Action le tRroject
nf

Change of attitudes and
behaviour of sides within
influence of Partnership

Through active participation in planning, realipatiand task
evaluation, the attitude of company representatwéischange
They will identify with the project. Moreover, corapies will bg

independently testing created subsystems, whatuin will

12
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highlight their sense of responsibility for thediroutcome.
Participation in results | After testing and evaluation phase, the final poisiuwill be
mainstreaming implemented in all the companies of selected sectand
constantly used through social partners’ agreensenterning
created model system of knowledge management @hrtar ex.
Sectoral Collective Work Agreements).

After the completion of Project realization eachpafticipating companies will be able
to independently implement elaborated system aedtusn regular bases as a part of
own knowledge management system.

Active company inclusion in planning, realizationdatakes evaluation contribute to
identification with Project idea, strengtheningtbe idea of co-authorship and will
make the system more efficient in the future. Bothmpany management and
employees, through individual professional develeptmplans, will consciously aim
to use implemented model, which will help them negerving existing work places.
The last is particularly important for the groupvadrker of +45.

SENSITIZATION AND KNOWLEDGE MANAGEMENT BARRIERS

In the framework of Project realization Partnerghiippared two analyses:

1) Analyses of barriers and obstacles in knowledge agament in the area of
human resources management.
2) Justification of choice and analyses of sector r@jétt concern.

Thanks to above mentioned analyses Partnershipzirgplestablished goals was
conscious of major barriers and obstacles whicheappn the area of knowledge
management in companies. This knowledge appeateel aokey one on every stage of
Project realization, including realization of adi®s aiming at sensitization of
participating sides to life long learning.
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Barriers and obstacles in knowledge management —sumary.

Level

Type of barrier

Identified barriers

Employee
level

Psychological

Natural fear against change

Protection of own interest and position and feaias}
passing experiences one sided way.
Unwillingness to curry out additional work.

Limited needs of Professional development and self-
excellence.

Lack of initiative.

Inability to independently acquire knowledge arsd it
evaluation.

Inability or/and fear to share own observations
Fear to make mistakes and its consequences
Inability to accept critics and to constructivehticise
Inability to ask for advice and help.

Technical

Inability to use new technologies.
Incomprehensible knowledge codification and wide
interpretation

Overloading

Difficult access to newest R&D results.

Financial

lack of opportunity to rise service costs connedtethe
access and acquisition of new competences

Company
level

social

low consciousness concerning advantages from
knowledge management

little engagement form management side in
implementation and monitoring of knowledge
management.

Lack of leader.

Fear against investment in employee who may go aw.
national and cultural differences

inability to co-operate in the group

Ry
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Organizational

lack of clearly elaborated strategy.

Lack of coordination with the area of human resesrc
management area.

Wrong information circulation.

Expanded hierarchical structure

Lack of new knowledge in the company
Disintegration of stuff

Unfavourable organizational culture.

Going away by experienced workers to pre-retirement
Fear against information leak from the company

Technical

architecture.

distance.

Disintegrated technical architecture

Lack of information store system

Lack of possibilities of replacement on the perdd
training

Financial

Limitation of the opportunity to rise expenditutes
implementation of knowledge management concept
Inadequate priorities leasing to make savings érettea
of trainings and qualifications.

Sector and
economy
level

Social

inability to co-operate and associate by the congsan
Unwillingness to share achievements and experience

Technical and
systemic

Deficiency of knowledge management specialists.
Lack of highly specialized and flexible trainings
Mismatch of education system to economy needstiane
of education system.

Lack of contact with scientific and research

Lack of unified system of qualification recognition
acquired outsider formal education system

=

Legal

Faulty protection of intellectual property rights
Law changeability

Financial

Science and research programmers underinvestment

Worse working conditions

Having in mind sensitization of companies to libad learning, enumerated barriers in
knowledge management need to be taken seriously.

Partnership acknowledged that model system as a element in the field of
knowledge management can be met with resistance thog side of entrepreneurs and
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employees. Therefore a special attention was fatasedesigning the system so as to
fulfil below criteria:
= Simple and not complicated— entrepreneurs will bk avithout difficulty to
understand the system idea and its strong and sida&.
» Flexible — it can be adjusted to the specific crnté particular companies
= Cheap and time efficient — so that entrepreneulisdecide to implement it and
to dedicate amount of time to it
= Stable in the long term— so that introduction ofvredements and changes is not
needful
= Bringing clear, measurable benefits— so entrepmsn&bo decided to implement
this system, decided also to continue it afterahé of Project realization and so
other entrepreneurs will feel encouraged to impl@m&ich system in their
companies.

Not meeting one of the above criteria may resultaiture of the whole Project and
bring low efficiency in practice.

For this reason, in the Project results mainstragrand sensitization of companies, it
Is important to pay attention also to the so calleft results of implemented model
system of knowledge management:

= Better human resources adjustment to company needs

= Rise of trust between employer and employee

= Support in attaining company strategic and opeamnatigoals through defining
training needs and its realization

» Rise of training culture in companies

» Rise of employees safety concerning workplaces

Accomplishment of above mentioned soft results gahe contributes to Better
situation of company on the market or its developimeBoth, rise of trust between
employee and employer and rise of training culiareompanies, contribute to the
increase of competitiveness of companies and ® ois staff security and their
motivation.

SENSITIZATION OF COMPANIES - INNOVATION

Implementation of organizational and process intiona, similarly to technological

ones contribute to production cost reduction, gsi products and services quality,
rising of influences, market expansion, etc. Conyp@movative potential decides in
large extent about company’s market position andnemical efficiency. Polish

companies start to realize this and consequentyynpare attention to the solutions
which at low costs may raise competitiveness. Treatmon of education systems
friendly to innovations and focused on building qmtitive position on the market
becomes desired necessity. Model system elabomstdeartnership PL-106 ideally
meets these needs.
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Therefore, in the framework of Project results mamaming and in the process of
sensitization of companies to life long learningrtpers highlight innovation of
proposed resolutions. This encourages companiasdoaint with the Project and to
rethink the system of further education and thduerice of proper knowledge

management to comp

Innovation description

any’s market position.

of Project PL-106

Innovation

Current situation

Expected results

System of training neec
analyses in company
(national innovation
directed towards
process)

I8 the current situation in
Poland there are cases of usif
training needs analyses, but if
not systemic form using some
system tools; seldom in SMES

System implementation in
ngompanies will enable to
neffectively use the whole set @

tools in order to create tailor

made concept of trainings for
the company’s needs.

=

System of qualifications
acquired through non-
formal and incidental
trainings (European
innovation directed
towards context and
process)

5In the current situation in
Poland there isn’'t systematic
procedure of recognition of
qualifications acquired througt
non-formal and incidental
trainings. There are single,
internal cases.

System implementation in
companies will enable to put i
order and to systematically
nmeasure acquired qualificatio
in company.

System of use of elderl
workers to transfer thei
knowledge to other co-
workers (European
innovation directed
towards context and
process)

Mn the current situation in
rPoland except for draft systen
there is no systemic procedur
of using elderly workers (after
training) to transfer their
knowledge to other. It can be
carried out non-formally
(within incidental training), but
it a non formalised process, n
written in the system of
knowledge management in
company.

System implementation in
ncompanies will enable to
ceffective, systematically use o

often discriminated group of

elderly workers to transfer the

knowledge and experiences
within non-formal and

incidental trainings in the
ptompany.

—h

=

System of knowledge
management in
company connects thre
subsystems (European
innovation directed
towards process)

In the current situation in
particular EU members, there
@re cases of systemic forms o
procedures concerning
mentioned subsystems, but th
are not connected in one,
formalized knowledge

Implementation of complex
knowledge management syst¢
fin the company will enable to
efficiently and systematically
gyanage the knowledge in
SMEs not only on national but
also at European level.

management system.

17



SENSITIZATION — EQUAL OPPORTUNITY POLICY

Next to such goals as sensitization of companiastnBrships highlights also other
assumptions, such as opportunity equality.

Approaching to equal opportunity by PL-106

Goal of Partnership ~ Current situation and planned Assumed result
within the Policy of activities

equal opportunity
Levelling the Studies on employee equality in | Project success will have
opportunities of mepPolish companies point out that thenafluence on levelling
and women on is considerable discrepancy betweenpportunities of men and
labour market the level of women and men wageswomen on labour market

through individual |that have comparable qualifications thanks to creation of
development plans and job position. Quantity data pointindividual development plan
career paths. out gender discrimination career paths. These plans wi
mechanisms. It is more difficult for | be a formal base for periodic
women to get promoted above certggwvaluation of worker and wil
level despite of the fact that they hawe considerable extent

often managerial qualifications and| eliminate the problem of bia
predispositions better than men. |in promotions and salary ris¢

[72)
1

D—U)

Rise of security and trust to
employers.

Limitation of stress,
elimination of conflict and
strains risk in the
surrounding.

Overcoming of Currently an important factor that ig Ability to independently
psychological source of problems on labour markgtlaborate educational Project
barriers is insufficient consciousness on workplaces in the

concerning the necessity to further| company. Company cost
professional training among workerdimitation — labour cost of
and unwillingness to change persons that advise on
gualifications. Project’s goal is to | professional development ai
make the employees conscious of tleeeate development profile @
need to develop. Designing of employees.
individual career paths on the
workplace will facilitate the whole
process in respect to all employers
regardless their age and gender.

d

= D
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SENSITISATION AND ACTION 3 OF Cl EQUAL

Action 3 of CI EQUAL concentrates on mainstreamargl policy implementation of
the Project’s results.

Mainstreaming is understood as process of inforn@ingProject results at seminars,
workshops, conferences, study visits, with the okselaborated within the Project
reports and other key documents. Consequentlyntribnites to sensitisation of all
stakeholders, including employers on current laboarket challenges. One of them
Is the issue of life long learning, which formsackbone of Project PL-106.

Within the framework of Action 3 Partnership PL-18lénned following activities:

» Consultation meeting with Structural Funds Departimvia Voivodship Office
and Marshal Office from voivodship.: Mazowieckiepdzkie, Kujawsko-
Pomorskie, Slaskie, Pomorskie

» Consultation meetings with craft organizations sugeng draft examination
boards in voivodships: Mazowieckie, Lodzkie, KujgadPomorskie, Slaskie,
Pomorskie

= Consultation meetings with regional social partnepsganisations in
voivodships: Mazowieckie, Lodzkie, Slaskie, KujawdRomorskie, Pomorskie

» Consultation meetings with Association of Cents\focational Development

= Consultation Meeting with National Labour Inspeater

= Consultation meeting with Polish Federation of Eegring Associations

» Meeting with teams of Tripartite Commission for &b@and Economic Affairs

= Meeting with representatives of the Ministry of loalp and Parliament
Committee for Labour Code

= Meeting with representatives of Education Ministry

= Elaboration of act of law amendments

= Edition of guidebook ,Internal Coaching”

= Edition of guidebook ,ldentification of barriers drobstacles in knowledge
management in Light and chemical sector”

= Publication of brochure concerning the system affédsional qualification
recognition.
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MAIN RESULTS OF DP PL-106
PERTAINING TO
SENSITISATION OF ENTERPRISES
ABOUT LIFE LONG LEARNING
ASSUMPTIONS TO SYSTEM No 1
MAIN PROCEDURES OF SYSTEM No 1

ASSUMPTIONS TO SYSTEM No 3
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INTRODUCTION

The XXI century characterises the rapid technolalgicultural and social changes.
Companies have to struggle a lot of problems: rapihnges in companies
environment, the growth of competitiveness, charajesustomers’ tastes, etc. These
all force changes within companies organizationictvlones to endure have to adapt
to changing reality and even to outstrip these ghanTherefore the success of the
organization depends on the skill to create a dynanganization, which is capable to
adapt to continuously changing environment on tlaeket. Such organization should
be flexible, creative, capable to achieve and pralctise of the knowledge.

Companies have to learn how to use the knowledgaa¥idual employees, the
knowledge of organization and the external knowsedgom the environment.
Companies should be able to identify possessedires@f knowledge, to create the
new one and first of all to share this knowledgd agse it once again. To allow this
organizations have to manage the knowledge as agetbther companies resources
(people, capital).

The knowledge management should be an integratstéraywhich embraces the
whole company.

The system of knowledge management vs. trainings

The important element of the system of knowledgenagament is the process to
acquire the knowledge which is necessary to reahse companies’ goals. This
knowledge may be gained in different ways, for eglEntoy hiring an expert in special
area, but also giving hired employees the necessampetencies by the means of
trainings.

Training process in a company

The authors of the EQUAL project presume that trennobjective of companies’
staff training is the sustainable development @&nents of working potential of
individual employees or groups of employees, aimingir adoption to anticipated
changes in the organization (company) and the enwient. If this objective should
be realised the training cannot be organized indaot, not organized way. The
trainings system has to be planned and long-tettmesdlow the company to realize
strategic, long-term objectives. Thus the trainisgsuld follow from the sub-strategy
of human resources development, this one form #iegnmnel strategy and this form
the companies strategy.
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Drawing 1. Dependence of the training process ftbencompanies’ strategy

Staff management strategy

Substrategy for human resource
management

“ Training process in company “

According to this the training process to be susitésshould be complex and
have to contain four main phases:

1) training needs analysis

2) creation of “tailor-made” training concept

3) training realisation

4) control of training effectiveness (the transfer amfquired knowledge into
working places)

The general assumptions of the system:

1) The company staff has to be trained successfullyntntain happened and
anticipated changes.

2) The main objective of staff training is the sustdile competencies development of
individual employees or defined groups of employees

3) The system has to support the organization inzat@n of scheduled objectives.

4) The training should be the sustained process.

5) It should be planned and long-termed activityhibd maintain the proper people
in the proper place and time.

6) The system has to be complex and therefore shonldaze four phases: training
needs identification, creation of “tailor-made”itiag concept, training realization
and the system control.

7) Each phase requires proper techniques (diagnesiadytic, project and control) to
be used.

8) Person (responsible in a company for the trainingcgss — the system: (1)
procedure of competence needs analysis; (2) proeddicreate the “tailor-made”
training concept; (3) procedure to transfer acqlikeowledge to a workplace)
should be supported by tools (for each procedure).

9) These tools should be complex and at the same shneld be easy to use and
rather flexible to be adapted to each company.
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10)During the phase of competence needs analysis ifferedt sources of the
information about the company should be used (idisicussions with the Board
and employees).

11)The certain number of questionnaires, interviewnage, company analysis
methods should be designed.

12)The important matter is that every training would adapted to a company
specification, that the training would be a “taitoade” one.

13)The person who will deal with trainings in a compashould possess the
knowledge about training methods to be applied.

14)The training process should be controlled regularg the control should be done
on every phase of the training process (competemaeds analysis, creation of the
“tailor-made” training concept, the training realiion and the transfer of acquired
knowledge to w workplace).

15)The control system has to content merits of re@ainaof each task during the
training process, as well as tolls (questionnaireterview scenario etc.) used
during the control process.

16)Conclusions of the control phase should be usefinth advantages what the
system brings to companies.

The implementation of described system require gawgent of the whole staff of a
company. To reach desired effects the complex gstkématic approach is required.
The system content procedures, practical exampigégaols to support proper staff to
design, realize and check the training processcionapany.

The system is the part of the model of knowledgeagament in a company. The
model itself has to fulfil the following conditions

1. Building the confidence between employer and eng®oyand therefore
increasing the competitiveness of companies

2. Using the staff qualifications optimally

3. Systematisation planning and conduction of trainfegording to companies
needs

4. Controlling of trainings effectiveness — acquirewWledge transfer to working
places

5. Model transparency (procedures and tools)

Drawing 2. The training process run

Training needs Creation of Training realization
analyses ,,Taylor made Training
training concept effectiveness
control

] ] |

| Corrections Feed-back "
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Identification of training needs

Aims at specifying bias between actual knowledge @mpetences of Employees and
desired knowledge and competences. At this stageatth to answer the following
question§

1) What knowledge and competences are needed togealimpany’s strategic
goals?

2) Do the employees possess them?

3) Are there any discrepancies between expected pesfuzes and real ones?

4) Are these biases the results of lack of appropaaiployee competences?

5) What information sources on training needs in camgpaan be utilized?

6) Are proposed sources objective?

7) Do they deliver sufficient information?

In order to obtain more detailed and objective iimfation on training needs, it
requires complex approach. Tools that help comgaaiehis stage are in the second
part of his guidebook.

Detailed information on detailed analyses can b&dain:

— Strategy and company development plans,
— Workplaces description,

— Periodical workers’ evaluation,

— Workers’ documentation

— Quality control, etc.

Stemming from different sources information onrinag needs should be analysed in
detailed way, and the conclusions should be usepdoify what trainings Reed to be
guaranteed. It needs to be remembered that gegndralhing needs overgrow
capabilities of their realization. For this reasomportant are also the analyses as
follow:

— Size of training budget,
Size of particular training costs,
Necessities of training,
Availability and preparation of training

As in the effect part of training will be regardad useless to carry out in particular
period of time, part of them will be postponed, aadt will be discarded.

1 J.Litwin, op.cit., 5.346
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Training Design and training programme / Traininggtization

Training realization is based on carrying out tragnwith the use of earlier selected
methods, these can be:

a) Methods of or Methods of
passive active training
training

— = — =

,pushing the knowledge” Participant finds, looks for, e.g. games, simulaio
e.g. lecture coaching
b) or
Individual Group
methods methods

4}?

4}?

Guided towards individual employees,
e.g. mentoring

Higher number of employees take part in the trainin
e.g. outdoor training

Training on
work place

4}?

So called on the Job training during
activities on the work place

Training
outsider the
work place

4}?

So called off the Job practical use of
the knowledge after the training

Thus the trainer can choose from range of methedsch adequately selected
according to participants and training content,usthainderpin realization of training
goal. Description of different methods together hwipotential advantages and
disadvantages facilitating choice, have been ptedean other part of the Project.
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Training control

Training control and training results control isrwyamportant part of the whole
process, although often unappreciated. Trainingieffcy measure is important in
recession periods.

Training control is to motivate its participantshetter acquire knowledge and skills,
and its trainers to better adapt training methaas,the result can be as good as
possible.

Training control undergoes:
— Training programme
— Methods and ways of knowledge training
— Trainers qualification and preparation
— Training organization
— Training result, training assumption realization
— Training expenditures and their effects

The control can be carried out by:

Training participants — as to form and way of pagsknowledge and
training organization

— superiors — as to the scope of training goalsza@din and their effects
— trainers — as to the progress of teaching
— co-workers — as to the training results

— company employees competent to assess incurred eost to compare
them with attained benefits

Summary

As described, training realization in company reeglia great deal of engagement of
persons in charge of trainings but also considerfibancial expenditures. In order for
such investment to bring expected effects, systamiccomplex approach is required.
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PROCEDURES OF SYSTEM No 1

IMPORTANT IN THE CONTEXT OF SENSITIZATION OF
COMPANIES ABOUT LIFE LONG LEARNING

TRAINING NEEDS ANALYSES PROCEDURE

*k*

‘TAILOR MADE’ TRAINING CONCEPT PROCEDURE

*k*

CONTROL OF TRAINING EFFECTIVENESS PROCEDURE
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TRAINING NEEDS ANALYSES PROCEDURE

Procedure to elaborate training needs analyses

The system fulfils 4 basic conditions:

1. Builds trust between employer and employee and srissompany
competitiveness
2. Optimally uses staff qualifications

w

System planning and conduction of trainings in atance to company needs.

4. Controls effectiveness of conducted trainings —achieved knowledge to
workplaces.

Procedure of competence needs analysis (8 steps)

1 Step

2 Step

3 Step

4 Step

The management defines companies positlus target is to gather general
information regarding the current in-house situatibhe procedure to create
the company strategy (definition of strategic obyeas) may be used —
attached to the system
(Tools used to fulfil the step — each step is ladied with proper tool / tools)
Tool no. 1. Questionnaire | — Strategic and openal targets analysis
(procedure to define strategic and operation olves}

Tool no. 2: Questionnaire Il — Definition of regeinents toward competence
needs analysis

Definition of companies problems and stiatelgjectives.
Tool no. 3: Questionnaire Il — Definition of objaes concerning HRD
Tool no. 4: Questionnaire IV — Momentary situatimnhouse concerning
HRD

Data analysis to conduct the procedure oblems analysis (definition of
specific companies code numbers)

Data analysis to create necessary trairingsactual levels of competences

(main work processes, elementary professional ctenpes, objectives of
training programs)
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5 Step Interview with employees to recognize dctlevel of competences,
competences needs as well as problems and hindergydvorking process
Tool no. 5: Questionnaire V - Form to registeiuattevel of competences

6 Step Data analysis to recognize actual levedamhpetences, competences needs,
problems and hinders during working process as wesll competence
requirements on working places
Tool no. 6: Questionnaire VI - Form to register tha@r competence
requirements needed on the working place

7 Step Training (competence) needs analysis
Tool no. 7: Questionnaire VII — How to conduct aterview with employees
(Questionnaires VII/1 — Workplace card and VII/Employees development
matrix)

8 Step Definition of further competences needs paning the actual level of
competences with required level defined
Tool no. 7: Questionnaire VII — How to conduct aterview with employees
(Questionnaires VII/3 — Collective matrix of stavelopment)
Tool no. 8: Questionnaire VIII — Form to recognfaeher trainings needs
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PROCEDURE TO CREATE THE ,TAILOR-MADFE’
TRAINING CONCEPT

What must the procedure determine?

Methods to be used for the analysis of professiooalpetence needs
* The target group

» Learning objectives

* Subject matter

* Methods for learning and teaching

» Technical equipment: media, learning aids, learmiagerial

» Taking into consideration the release of employeesraining when planning the
seminar

» Organizational conditions: room, time, length, rieged training personnel
* Qualification prerequisites for participants

* Methods for controlling learning success

» Trainers qualifications

* Costs

The results of the competence needs analysis arbasis for concept development,
which also takes into consideration the financiadl @arganizational standards of the
company. Customized concepts comprise on-the-jolndoof learning, task- and

activity-oriented learning concepts or self-leaghagoncepts, co-operation with various
training companies and centres for securing theé bt#er and creation of a good

learning and working atmosphere.
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Procedure to develop the “tailor-made” training corcept (8 steps)

1 Step: general analysis of training needs, i.eblpms and objectives definition
together with the companies management. Task-edemtpproach, i.e a
learning task is a working task

2 Step: discussion of company strategy and obgstwith companies management
to define the training concept (training localipafi. Selection of members of
the team to elaborate the training concept

3 Step: detailed analysis of task performance dmyether with future training
attendant of the training program. Revision of fpeaiband training objectives
definition

4 Step: prepare of training program — training @picteam prepares training
programs Tool IX: ,Tailor-made” training programfer

Tool X: The form to define relations “price — diféat alternatives of training
programs”

5 Step: prepare of detailed plan of the trainingraining concept team defines the
training localisation for each individual workingsk

6 Step: Prepare of training materials for trainers
7 Step: Discussion between training attendantdramer on training methodology
8 Step: adaptation of training program to actrahing needs

Companies goals and training programs

The presented examples make clear that differeqtigtining programs are necessary
for realising different companies goals.

In the following a systematic comparison is to bawh between companies goals and
suitable training programs:

Company goal: General orientation on specializegbwations and tendencies

Possible training programs:

» Sending one or several employees to lectures, migEs®ENs or external seminars

» Organizing visits to fairs and exhibitions

* Procuring specialised literature and other matertal be worked on by one or
several employees

» Passing on the knowledge acquiring in in-house slooks, lectures, leaflets etc.
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* Organizing exchange programs for employees wititnparcompanies (i.e. in
foreign countries)

* Promoting the training activities of employeeshirit free time

Company goal: Adapting the qualifications of empky to the technical and

organizational innovations they are confronted with

Possible training programs:

» Utilising the producer’s induction course

» Buying or borrowing learning materials for studies

» Supporting studies through in-house experts oreatexperts

» Setting up a place of learning

» Setting up a place for group learning

» Paying external training suppliers or free-lane@rs etc. for a seminar

» Sending one or several employees to an externalrgaprogram for trainers who
are then enabled to carry out in-house seminars

Company goal: Improvement of specific companieg canombers

For example:
1. Code number ,yield of the training ”

Y= EXlOO%,
T

Y — yield of the training

C - the difference resulting from the comparisocahpany income before and after the
training

T — training cost
2. Code number ,sales contracted”

:Ix 100%,
S

C — contracts
T — training cost
S — estimated amount of sale
3. Code number ,product output”

M =TEX 100%,

M — increase in product output
T — training cost
P — product piece rate
4. Code number "time length of processing”

= IX 100%,
L
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M — amount of work time saved
T — training cost
L — labour cost
The following types of training are especially sdito realize the goal:

» Establishing groups to test the quality
» Carrying out workshops for improving the motivatioof employees and the co-
operation between departments

Above mentioned trainings also can be implemented

Company goal: Organizational development

Learning processes affect not only the individuap®yee but the whole company.
Learning processes exist as a controlled interactelationship between company
innovations and the individual learning processésparticular employees: The
knowledge and skills they possess are adapted ¢o cianges in company
requirements.

What kind of changes in company requirements arant?eNew demands such as
changing over to JIT (just-in-time deliveries) ineoexample. Other examples are:
radical changes in technology, the necessity té& simsts, a lack of co-operation
between departments and hostility towards innoeagivuctures

Possible training programs

* The expert opinion of a consultant on the basishservation and interviews on
topics such as: problems in the work process, @teemployees, consequences
for companies goals

» Moderated workshops in which all person affectedtigpate for better
understanding the diagnosed problem and for ciagfthe role of each department
and employee

* Workshops and tests for drawing up modification cggis of organization
structure

Comparison between actual and demanded trainer prages

The quality of a training program is largely detared by the quality of the trainers.
One of the central tasks of developing a concefitasefore defining the demand for
gualifications and competencies which are placethenrainer or teacher.
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Comparing, verifying and securing accordance betwbe profile demands (which
result from the training objectives) and the acfualfile of the trainer makes sure that
the program carried out is of high quality.

Widespread acceptance of the trainer on the sidkeoparticipants shall be achieved
by employing a trainer whose skills and personallittes meet the demands of the
program.

One criterion for verifying the trainer’s qualifiwan is his work experience — on the
one hand his experience in adult education andh@mwther hand, his experience with
the thematic area at hand. When checking traingualifications questions on the
following topics can be useful:

» Vocational education and certification

* Work experience, especially regarding content andth

» Pedagogical education

» Teaching experience, especially in adult education

» Participation in specialized and/or pedagogicahing programs

In addition the company can get information on titaéner from other companies by
asking for references. An especially effective rodtHor evaluating trainers is a
demonstration lesson. Also, if the trainer is toeb&ployed for a longer period of time
the company should ask to audit a lesson.

Tool XI: Observation sheet trainer evaluation
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PROCEDURE OF CONTROL OF ACQUIRED KNOWLEDGE
TRANSFER TO WORKPLACES

Training process controlling

Phases Elementary controlling goal

Precise definition of actual and
required level of competence

A

Competence needs analysis

Cost-saving and customized training
»Tailor-made” training concept program
developmer

Didactical optimal implementation o
Carrying out the training program conditions for promoting learning

A

High level of utilization
Practice transfer of acauirt

\ 4

Transfer phase control Uncovering remaining deficits and
their causes

A

How can results be evaluated and documented?

An immediate evaluation of the training program &&ncarried out by implementing
guestionnaires for participants and by evaluatiamér performance.
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Participants evaluate the program according tddtewing criteria:
* Preparation

* Subject matter

» Trainers

» Teaching materials and methods

* Organization

» Participants evaluation and self-evaluation
» Putting learned subject matter into practice

Immediate evaluation is ideally embedded in a nooimy system — getting the
answer: How this works and what are the other pddms.

The knowledge transfer phase

The phase of transferring what was learned to tbekplace is the strategically most
important phase for proving the practical valueéhef training program.

For companies successfully completing training ngydhe means for achieving the
objective of positive changes in work behaviourisTphase proves whether or not
success in learning has been transposed into suetesork and this shows, too,
whether or not the training program has fulfilled goals of contributing to the
realisation of companies strategies.

Training program control during the phase of knalgle transfer means process
guidance and process control, i.e.:

» Determining whether or not success in learningléaso success in working
» Supporting the transfer process

The assessment of the transfer phase is normaltiedaout twice after training has
been completed: the first time after 4-6 weeks again 6-12 weeks after the program
has ended.

38



The four-stage transference model is based on tafb discussions which take place
within a minimal time length of 6 months

1 stage: Discussion after completion of the program
2 stage: First evaluation of the knowledge tranaftar 4 — 8 weeks.
3 stage: Second evaluation of the knowledge traadfer 6 — 12 weeks.

4 stage: Final analysis and evaluation of the immgiprogram.

Used tools:

Tool Xl — The interview with participants beforeet training
Tool Xl — The interview with participants durirte training

Tool XIV — The interview with participants afterghraining (up to 4 weeks after
training)

Tool XV - Questionnaire to conduct an interviewhyttarticipants in the matter of
acquired knowledge transferring (4-8 weeks af@ning — done by company’s
system consultant)

Tool XVI - Questionnaire to conduct an interviewthvparticipants in the matter of
acquired knowledge transferring (6-12 weeks aftgning — done by company’s
system consultant)

Tool XVII — Questionnaire to conduct interviews lwparticipants in order to define
the level of transferred knowledge to a workingcpl@appr. 6 months after training)
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Introduction

Highly qualified employees are the essential eldroépach enterprise.

The more stuff the enterprise employs, the morerdity as far as education and
gualification level is concerned appears while ipgrating in different phases of the
enterprise economic activity. As a rule entrepreseare interested in employing
highly qualified persons capable to execute giveskd in efficient and competent
manner.

However, it is not always possible because eitherkers’ qualifications do not

comply with specific employer’s expectations orrgag them is too expensive for the
employer. In this case the importance and the ablexperienced workers who have
gone through different posts during their work @m®x and were shaping their
gualifications and competences under unlike tedgichl conditions, considerably
grows. Worker's engagement in different aspectproiduction process is to some
extent a path of vocational training, which leanlg¢énerating a group of workers that
possess extensive professional experience andfigaidins enabling to cope with

solving diverse problems.

Obvious is the fact, that such a long professi@xalerience have workers with long-
term work experience. Predominantly these are persopre-retirement age.

Their excellent professional knowledge and skitks @n important value added for the
enterprise. On the other hand age and physicasftithe high quality of their work is
not balanced with lesser amount of produced items.

Work relation of these persons is protected by ldve. Therefore it needs to be
acknowledged that it is to the employer’s advantag®cus on this group of workers
in order to improve qualifications of the other wers or new workers witch have
shorter work experience or no experience at all.

System no 3 should enable older workers an aci@wécppation and the use of their
potential in the process of market developmentetas in the realization of the goals
set by European Employment Strategy. Recommendat@nPoland derive from the
Strategy point out, among others, improvement atkexs and companies adaptability
possibilities and more efficient opportunities twest in human capital and life long
learning. It will be possible thanks to the usetloé competences of experienced
workers in supporting education and Carter of yanrmaplleagues.

Definitions:

Assumptions - analysis: “Assumptions to the System nr 3" etabed by
Towarzystwo Naukowe Organizacji i Kierownictwa (&diific Society for
Organization and Management) and Zwiazek RzemiBslakiego (Polish Craftsmen
Association).

Project - “Model system of staff adaptation in the companystructural changes in
economy”
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System nr 3- “Using experienced workers in passing knowledgd skills to the
younger co-workers (newcomers)”

System nr 2 — “Estimation of qualifications achieved in norrfal education”
according to “Model system of staff adaptationia tompany to structural changes in
economy”

System nr 1- System nr 1: “Competence needs analysis* acaptdifiModel system
of staff adaptation in the company to structurarayes in economy”

(knowledge management in the company)

Competence— knowledge, skills and experience of a workeicWwhallows him to
perform work process in effective and smooth wag aalving the problems which
can appear during the work

Formal Education — educational system based on typical way of learr(liige:
classes, marks, schools, programs and handbook&hws carried out on different
levels (from basic knowledge to higher educatiarg eefers to general and vocational
education

Informal Education - a life span, not organized and unsystematacgss of
achieving by every human being different typesrdbimation, skills, attitudes and
beliefs based on everyday experience and influehsarrounding environment
Non-formal Education — intentional and organized learning out of formdlcational
system which allows to achieve goals of education

Worker-coach-senior —this is the title which is given to the workers hibng-term
practice, who is at least 50 years of age; fullilllee System nr 3 expectations; took a
place in an appropriate training according to thst&n 3; took part in consultancy
process, training, coaching, supervision and vonatitrainings.

Apprentice — worker who's improving his vocational trainingefmcomer) and is
supported by worker-coach-senior.

Stuff Representative —workers of the company who are duly authorized rayle
unions or staff to protect their interests.

Vocational preparation for Worker-Coach-Senior- type of non-formal education
organized by employer or the other body that assitpe performance of a task,
containing lessons and topics which use differgoeé$ and methods of teaching.
In-house vocational training — training (organized by employer) which takest par
inside the company and applies to selected workplaarried on by worker-coach-
senior

Vocational training fund — money which is given by the employer for theatamnal
trainings and vocational improvement of the workéngss found could be co-finance
by other sources. The vocational found is opti@mal is passed by a law.

The goal of the study

The goal of this study is to create the system lwiscusing the experienced workers
with long-term practice to:

a) passing their own experience and skills to yourgeworkers (apprentices)
b) selecting worker-coach-senior in the company
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c) using the worker-coach-seniors with long-term pcact(experience achieved
during non-formal and informal education) in prace$ vocational improving and
estimating qualifications of younger workers; threcess allows on more effective
way of using qualifications of workers

The study should help to optimally design the Systanplement procedures of the
System and give right tools of each step of procexiu

Reasoning for the assumptions of designer System

Situation of employees at the age of 50+ on theualmarket/ Socio-economic
conditioning

Problem of society ageing concerns not only higldyeloped countries but starts also
to be an observable tendency in Poland. Demogrageey by Central Statistical
Office (GUS) indicates that number of populationtive production age will be
increasing only up to year 2010, while the numidgrapulation in the post-production
age, both men and women, will be systematicallyaasing in the following years.

Drawing 1: Population according to economic ageuws in 2003-2030

LUDNOSC WEDLUG EKONOMICZNYCH GRUP WIEKU W LATACH 2003-2030
2003 [— I
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2020 —_— [ przedprodukeyjny
- [ produkcyiny
2030 — = Ii"f'lfll'ﬂd"kt!lflrf!lr
I
0 5 10 15 20 25 min
Source: GUS 1 working age 3 post-working age

Statistics indicate also that professional activégtors start to fall down in the group
of persons +45 years old. In the age of +50 yeddstlus process is even more
intensified (Drawing 2)

Drawing 2: Professional activity rates accordingdex and age —in 2003

2 GUS - Central Statistical Office, Poland
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Indicator of employment in Poland between 55-64ryea one of the lowest in
Europe. In year 2004 the indicator for Poland wa$ 26, while the average for the
EU was - 40%, and for USA - 60% (Eurostat and MBim this analysis the specific
context of polish family bounds needs to be take#a account. In case of women an
essential element inducing them to stop professiaciavity is their wish to look after
grandchildren and help in households, what is pEgsular in the highly developed
countries.

Persons +50, registered as unemployed, made upOih &nd first half of 2006 16,2%
of total number of registered unemployed. It nedbe highlighted that, although
unemployment decreases, unemployment among olddevgrises.

Undoubtedly, this is a result of certain objectoanstraints that concern considerable
number of +50 employees what plays a role in deangatheir attractiveness for
employers.

The level of formal education o folder workersasver in comparison with younger —
particularly regarding such competences as compigeacy, knowledge of foreign
languages, etc. An important issue is also discrepabetween vocational
gualifications of older persons and market neeti®s& persons often completed their
education and gained professional experience iselstors which became obsolete or
gone through enormous technological and organizatiohangeovers. In many cases
observable is also the influence of heath condigbolder persons which constrains
their ability to work at hitherto job position.

While the mentioned constraints are of natural atiar, the disturbing fact is that the
treatment of all older workers equally regardldssirtindividual situation what as a
consequence leads to age discrimination.

% The Ministry of Economy and Labour (former)
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Age discrimination (is not restricted only to unabjgireatment at the stage of job
search but) takes place at the stage of employitientexample. worse access to
trainings) and on the stage of job dismissal (pres use pre-retirement benefits and
to leave enterprise)

Employers’ major reluctance to employ or to prolowgrk contracts with older
persons are negative stereotypes about this age.gro

There is a wide conviction that older persons ass kfficient than young ones, they
work slower, are less flexible, are reluctant or m want to learn. Number of
companies prefer to invest in young people ackndgitey the fact that the older
workers will be in the first place the subject ofioyment restructuring or they will
retire in the following years.

Few enterprises appreciate the benefits from empéoy of older workers perceiving
in these resources an important element, whichso@port competitive advantage of
the company. Older workers have wide experiencehvénable them to search for the
solution of complex problems. Worth to point outtli® loyalty towards employer,
which is particularly important in the era of massgrations as well as lesser
constraints concerning family duties — for exampdésing up the children.

Legal-institutional framework

State policy towards +50 workers is based on twemehts: formal attempts to
counteract age discrimination and social transfers.

The consequence of Poland’s accession to the Elthgasdjustment of Polish law to
the EU requirements introduced in 1997 in the yreat European Union and in 2000
in the Directive on employment equality (2000/78/\VErt. 13 of the Treaty lays

down the bases to combat different signs of disoation in all spheres of social life.
Directive 2000/78/WE contains detailed articlesbfdding discrimination in the area
of employment, including age discrimination. Disamation ban refers to, among
others, recruitment, employment service, accesgotational trainings, promotion,

employment conditions, remuneration and dismissal.

Since year 2004 Polish labour law contains artickesqual treatment of employees.
According to Art. 11 Appendix 3, any discriminatjoalso age discrimination is
unacceptable. Connected to this Article — rulecpfad treatment has been contained in
Art.18 Appendix 3a. Each change of situation by émployer according to age is the
infringement to this rule. The Articles leave howexertain ,gap” for employers —
they can refuse to employ a person if this is fiestj for example depending on the
kind of job.

The system of social transfers is major institudidiactor encouraging for deactivation
of persons +50. Most important, as regards stabeyptools, are early retirements
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(applicable to certain professional groups), pteement allowances (applicable to
unemployed persons) and pensions (applicable tsopsrdisabled to work and to
agricultural disabled). Annually more than 300 (BB 000 persons acquire the right
to one of these services, what gives around 4 andliservice recipients below
retirement age. Consequently, public spending audsofor around 5,7% GNPt
needs to be highlighted that in many cases decagerning early retirement on the
ground of the fear that advantageous Articles magyre or of the fear to lose the job.

It is also worth noticing Labour Code articles thabtect against dismissal the
employees that have less than 4 years to reacamaint age. Although these solutions
seem, at first sight, to be beneficial for empleye¢hey bring also negative

consequences. A number of employees are afrai@ foroed to reduce employment
costs, what will unable them to flexibly approable issue of employment structure.
As consequence they encourage elderly workers & prs-retirements benefits.

Sometimes they temporally reduce jobs occupied drggms approaching retirement
age.

In January 2005 the programme ,50 PLUS” was iretlatThe programme is focused
on the elicitation of elderly persons. The projassumes that undertaken activities
within the framework of the project will contribut® Professional elicitation by
around 50-80 000 elderly persons. Programme stcatggal is to strengthen
employability of persons +50 while at the same tpneserving indispensable social
security systems in case of those in most diffisititation.

Conclusions:

The cases of using experienced employees as sspeyvand mentors for newly

employed took place in the past as well as takeeptaurrently, nevertheless they are
not of systemic character that enables compariaadsmutual references within the
branch or environment.

As analyses points out, the System which providgaguthe knowledge of senior

workers is very necessary. The System may filth@ gap in state policy towards

elderly workers and contribute to at least pad@ution of numerous socio-economic
problems.

Barriers and obstacles to implementation System

Decision about implementation of the System nr B ismployers will, so the System
has to bring the benefit not only for employeesfirat of all for employer. Employer
has to be sure that founds and efforts to implertteniSystem are worth it, he has to
be sure that System will improve the staff manageraad qualifications of workers.
All these actions in final will bring a financiatgfit to the company and will improve
company’s management and its image.

* Zatrudnienie w Polsce 2005. Raport MGiP
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In-house basic barriers in implementing System:nr 3
a) on employers level

* reluctance to introduce changes which might dgstne order inside the company:
proper implementation of the System nr 3 (aliket&ysnr 1 and 2) can cause
company many changes in related areas like: saladymotivation system. Chemical
and light industries in Poland had come throughoserchanges and according to
research employers and employees reveal some igliasibn because of those
changes.

SOLUTION: benefit of implementation of System 3 must be easgain for the
employer

 reluctance to incur expenses (like money, time,kyvéor implementation of the
System 3-in spite of the fact that vocational trainings feorker-coach-seniors will
be supported by founds from European Union, emplaig will have to incur some
expenses for implementation of the System 3 — tbests usually are:

a) selection of right person from a staff who wilkigaout a recruitment process to
look for candidate on worker-coach-senior positbaise that this person won't
fulfil previous obligations

b) interviews with selected candidates cause thatidates won’t fulfil previous
obligations

c) employer’'s consultation with staff representatideoacause he won't fulfil
obligations

d) organization vocational trainings for worker-coasmniors

e) assignment worker-coach-seniors to their dutiesvacation improving and
certification process in company’s vocation impraysystem.

It is worth to add that in many companies very imgat problem is lack of money
which could be used for implementation of System 3.

SOLUTION: implementation of System has to be based on mirex@enses incur by
the company — especially capital expenses.

» Fear of correct and efficient implementation of 8ystera many of employers don't
employ management specialist’s, that's why empleoywee afraid if they will be able
to do implementation by themselves without makiegaus mistakes and to cause
management chaos in company.

SOLUTION: procedures, tools of the System and a afaynplementation have to be
planned in an easy way, it has to be comprehengdrlepeople without special
management knowledge.

» Fear of real effectiveness of the Systemmployers can be afraid that goals of the
System might be illusory because in reality thet&ysmight be a source of income
not for the company but for the trade unions andemeer employers are afraid that
the System will keep not qualified workers.
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SOLUTION: assessment of candidates must be obgend reliable it should be
independent from influence of in-house employee® $Y%ould put emphasis on
quality of procedures and tools of the System beeauwill prevent company from
nonqualified worker-coach-seniors

b) on workers level

* reluctance to do another changes which might aostcollective labour
agreement/force in the comparycorrect implementation of the System nr 3 (like
System nr 1 and 2) can cause company to introdhaeges in related areas like:
salary and motivation system. Chemical and ligidustries in Poland had come
through serious changes and according to reseangiogers and employees reveal
some dissatisfaction because of those changestiéwhli barrier is natural fear of
something new, unknown, plus this fear is beingnsified by luck of constant flow of
information.

SOLUTION: benefitsthe System nr 3 implementation has to be noticedbte
employees so in there have to be constant flomfoirmation with reference to goal,
scope and stages of implementation of the System.

« fear of being responsible for new duties withaxita salary- implementation of the
System nr 3 shouldn’t cause workers additionaleduivithout extra salary, because it
won’t be motivating and involving them in activsieThe same situation applies to
workers-coach-seniors.

SOLUTION: additional duties connected with implertaion System nr 3 must
guarantee extra salary or modification of duties.

Benefits of implementation of System nr 3

Implementation of the System nr 3 in the companygds benefits for both employer
and employees, especially for workers with longrtegxperience who belong to a
group with high risk of loosing employment.

a) worker-coach-seniors
* has chance to strengthen work position in preeetant period and moreover it
gives them opportunity of longer time of employmantbasic company and
also in other companies from the same field.
* it gives them higher rank and prestige in thefstaf
» it gives them chance for higher salary

b) workers
* it gives them opportunity to participate in vocatb training program and

certification in the company, the plus is that keys take part in the process in
friendly environment, what eases the stress anceroaiktacts easier
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* it increases effectiveness of educational processalse of constant
opportunities and direct contacts with supervisérpoeparatory phase in
certification process

» it gives opportunity to use very unique and impotrtenowledge form worker-
coach-senior

c) employer

* has opportunity to solve the problem of employaeprie-retirement period;
when on the one hand these workers are less e#eeaind less fluent in
technological innovations and on the other hand thee still protected by
Labour Law

* has opportunity to use his own long-term experidngerkers with a very good
knowledge about company and their profession - wizet to bring positive
effects

» system gives opportunity to cut the costs of varet trainings what allows to
involve more workers into the program and the fteisuinore effective usage of
Company Vocational Funds

» the effect of the System is higher stage of quaifons throughout the
company; that is why company’s benefit are improgeimn production quality
and competition

* has opportunity to have influence on improving gigation process by the
appropriate framework of the System; right framekwarill give results of
smother, more elastic and reduced financial cdsimplementation. This fact
is significant especially in the view of difficufinancial situation of the
companies which takes part in the project.

» the System is opportunity to build trust betweenplayer and employees
because of special way usage of workers competevitesepresents different
level of development in their professions. It igwémportant especially in
those companies where knowledge was passing onlgrigyterm experienced
workers to younger co-workers (apprentices) — s ih type of informal
education. In this case the implementation of 3gste 3 it will improve 2
areas:

* more effectiveness in passing the knowledge cabgethcreased activity of
worker-coach-seniors, it uses right methods andnigoes of passing the
knowledge

» better access to the information about availab#ifications at the company

d) sector of the economy and the state

In the longer period of time it is easy to expelattthe level of competences and
competition of companies will increase in all trecter of economy, what is by the way
very important development simulative factor.

Increased competition between companies, sectardatter qualifications of workers in
longer period of time will have good influence ocoromy in global scale. Because of
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better activity of older workers, government wotvé overcharged by pre-retirement
payments, unemployment benefits and social assistarpenses. Longer activity of older
worker on the labour market can also reduce thespre form trade unions to pay the pre-
retirement payments.

Characteristic of the System nr 3

There are 9 conditions which have to be fulfilledting the profit for its participant
(employers and employees):

» reliability — this is a principal characteristic thfe System 3. System has to be
based on objective assessment of qualificationdidate who want to be a
worker-coach-senior. It definitely shouldn’'t be edsonly on staff will
because it can lead to abuse.

» comprehensive — System nr 3 should be a suppleofie®ystem 1 and 2; its
tools and procedures should be coherent.

e transparent — procedures of the System have tadmsgarent, clear and
understandable for every participant.

» effectiveness — tools and procedures should be plath tested under
supervision of experts from Partnership to redudstakes in System.
Testing process should prove unquestionable beneffitmplementation to:
employees, employer, worker-coach-senior and gerferathe company.
(Visible effects of System 3 implementation miglet ftard to notice from a
macro perspective — both: in sector scale andhalleconomy - because of
short period and relatively small number of companivhich take part in
project).

* simplicity — preparing a professional tools used System 3 requires
extensive, interdisciplinary knowledge in Human &eses field but the
tools and procedures have to be easy to use fologerpand employees it
should not demand special knowledge and hard work.

» flexibility — methods and procedures should be péhin flexible way to
adopt it to every company in every sector

» precision — each method, specially those one wiicttains different kind of
criteria’s should be planned in that way to notowall on different

interpretations.

* voluntary — taking part and functions of worker-cleaenior should be
voluntary

* executing documentation — stages of implementatemmd system’s

functioning should be documented in appropriate togyrove its reliability.
Worker-coach-senior’'s characteristic

Worker-coach-senior will be responsible for 2 mainctions in System nr 3: first is
tutor and mentor who play a leading role in voaaioimprovement of the workers
(coaching) and second function is teacher who's rid to develop a proper
gualifications.
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Employer can and also should use his workers witlg time experience in vocational
training and certification process.

Worker-coach-seniors should have employer’s trondtracognition and also should be
an authority among the staff because of theirs exgments and moral attitude.
Candidates for a position of worker-coach-seniausth be chosen from person of pre-
retirement age.

Worker-coach-senior's knowledge, skills and experée connected with his

workplace are not equal in every sector of the aomgpand also there are clear
differences among companies. That is why thereoisimiform criteria’s of assessing

worker-coach-senior's competences.

However there is possibility to select common cbiastic and predisposition which
will be necessary for every worker-coach-seniommadter what is his profession and
the range of qualifications.

The most important moment in System implementatolh be selection of right
candidates for worker-coach-seniors who will hayprapriate knowledge, skills,
experience, characteristic and predispositions thad training them in passing the
knowledge to the apprentices. Selection of inappatg candidates can undermine
System’s reliability.

Worker-coach-senior’'s key characteristics

» oObjectivity — an ability to have a distanced apptoto the issues and people,
without emotional relation and consideration opnsi@f different sides.

» patience and allowances for mistakes — it is aingiliess to tolerating not
serious mistakes to make a training process mdeetafe and detailed, it also
increases involvement in correction of mistakegpgrentices

» analytical abilities in searching sources of praide— ability to analyze
different kind of situations and will to find a soe of a problem to solve
current and future difficulties

» highly developed communications skills — ability formulate thoughts
precisely and communicating them in clear and wtdadable way

» active hearing skills — specially valued at workeach-seniors it is connected
with active hearing and will to précising interldotis opinion (charge)

» cares and willingness to help — specially valuedwatrker-coach-senior
connected with willingness to care about otherfpy bteem and be responsible
for other people

» ability to set a goals and creating plans to acdat - ability to setting a goals
and than creating the simplest plan to achieve them

» ability to consolidate authority and motivating IEki— actions consistency
always following with own rules and ability to medite other people

» self-assessment — specially valued at worker-csadmr is an optimal level of
self perception, it can manifest in different kioflbehaviours, it can help or
hinder problematic situations
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» willingness in passing the knowledge - specialljgue knowledge; it is very
important because workers with long-time experiethae’t like to share it with
other, younger workers

All the characteristics of worker-coach-senior dddae optimal, not in extremely high
or low intensity (like; too low intensity “cares @mvillingness to help” characteristic
can make effective cooperation impossible and in togh intensity of this
characteristic can make impossible for the chatggserform work by oneself - that
situation can have negative influence on improwuglification process. It is very
important to plan tools and procedures have to tgdtenal intensity of characteristic
in into account.

Idea of System’s functioning

System’s implementation

Participants of the System’s implementation are:
a) employer — who plans and implements company’s Byst# improving
gualifications, vocational advancement and cegtfan
b) staff (apprentices) and representative who reptekerpublic opinion.
Attention: cooperation between employer and trade unions gsifgant
especially in vocational advancement and certicat
c) worker-coach-seniors

The System implementation should start from infogniall the employees about
goals, scope, courses of implementation (right gaace) and choice of person who
will be responsible for the System’s implementatjoght procedure and methods). In
the System’s implementation should take part stnff employer’s representative.

Worker-coach- Stages of System’s implementation:
senior's choice Proper System functioning includes 4 stages:

v

Worker-coach-
senior’s trainings _ . _
l * Worker-coach-senior’s train the trainers
and coaches

worker-coach-senior’s choice

Worker-coach-
senior’'s work with
apprentices

A
.

Worker-coach-senior's  work  with

apprentices

i * Periodic assessment of worker-coach-
seniors

Each stage has right procedure and tools,

proper application conditioning effective

System functioning.

Periodic assessmen{
of worker-coach-
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Conduction (and participants) of in-house vocaticmdvancement and certification
with worker-coach-senior’s participation:

a)
b)

c)
d)
€)
f)
9)
h)

selection candidates for worker-coach-senior pmsitemployer’s part)
attainment from selected candidate’s an initialrapal of worker-coach-senior
functions (employer’s part)

presentation of candidates for worker-coach-senpwsition to obtain staff
representative opinion about candidates (employary

drawing up an opinion about worker-coach-senior datates by staff
representative (staff representative part)

come to a common agreement about candidates — dgenid and staff
representative part)

to inform selected candidates about decision oégiing them for worker-
coach-senior position and obtain their written @ms

undertaking of in-house (or external) vocationalirting for worker-coach-
senior (employer’s part)

to inform worker-coach-senior about performing ithparticular duties in
vocational advancement and certification (emplay/ggrt)

Attention: some of the steps in this process carjobed or its sequence can be
changed-according to the will of employer and gitiain company.

Worker-coach-senior’s choice

Employer (or right body acting in accordance withpdoyers instructions) searches
for group of candidates to play a role of “worke@ach-senior”. This stage includes:

1.

2.

to determine the scope of competences, where weodarh-seniors will be
needed (in economic point of view there’s no needrain a worker-coach-
senior in the sector where works only one persomootrain worker-coach-
senior in the scope of competences which won’'t bedad in the nearest
future). System nr 1 will be very useful in thimge because it will help to
analyse a trainings needs.

to make a list of workers who:

» persons of at least 50 years of age — women andwhenare close to
reach retirement age (limit of retirement age hasbé determined
depending on situation in the company)

» person who works in the company more than 3 yeath¢ special cases
there is possibility for the departure the ruleempanies which are
functioning many years at the market and employst @f long-time
experienced workers — they are able to rise a linretirement age; the
companies who are functioning a short time at tteeket and do not
have many experienced workers — can decline a ¢ifmiétirement age)

» person who works in sectors in which were defimtgrent or future
trainings needs (search in System nrl)
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. to carry of review of factual competences of thekeos (mentioned at 2 point)
need to be done by a tool nr VII/2 [Employees Commpees Development
Matrix- System nr 1] and by a tool nr V [Analysesar@ of Vocational
Education — System nr 2]. The goal of these to®l®ichoose candidates for
worker-coach-seniors who have specialized knowléaddiee right sectors

review of opinions about periodic assessment ef worker-coach-seniors.
Candidates for worker-coach-seniors have to dio wark in compliance with
the highest standards because they have to betharigyiand example for
younger co-workers. In 2 years time before reachagretirement age
candidates for worker-coach-seniors should have geod results at work.

. to show a list of worker-coach-seniors candid&estaff representative to get
their opinion; consultations with staff represem@&twill have an informal
character too.

Attention: in the consultation stage - employer and staffaggntative have to
keep personal data’s included in candidates VocatiAdvancement Card and
conversation confidential (employer and staff reprgative responsibility)

. to make a conversation with a chosen candidatesvéoker-coach-senior, to
inform them about external vocational trainings daondoffer them worker-
coach-senior position. The goal of this conversatis to get an initial
agreement of candidates, that's why worker has ¢o itfformed about
assessment procedures, financial benefits andefutagational trainings.

. Testing coaching abilities of candidates.

Examination will take part on few stages by diffgreools:
e apprentices questionnaire
e co-workers questionnaire
« candidate interview questionnaire
e supervisor interview questionnaire

. Choice of candidates according to criterions inetlich analysis of tools which
cheeks candidates’ abilities for the position ofkes-coach-senior.

Worker-coach-senior’s training

Stage of worker-coach-senior’s trainings refersight vocational preparation to
their work with the younger co-workers (less expeced). The goal of this
vocational training is preparation worker-coachiseto play a leader role in in-
house training and in Vocational Competence Cediion Process gained in non-
formal education.
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Vocational training except basic knowledge willlurae:
* review of methods and techniques of passing theviguge
« development of trainer, instructor, coach compegenc

» learning how to use designed tools during the watk apprentices

Work of worker-coach-senior with apprentices (youngr co-workers)

In the System’s nr 3 work of worker-coach-seniottmapprentices will include 2
main goals:

1. first goal is to help apprentices to learn new tipalar qualifications which
earlier were generated from analysis of trainingdsein the company (training)

2. second goal is to give an instruction and consahiator the apprentices to
support their individual development (coaching)ndludes 5 stages:

» to define why there is a need of coaching and tbastablish it's goals

to come to an agreement about particular developnesads

to make a plan of coaching

realization of a task or steps (actions) formulatethe plan of coaching

assessment of finished tasks and planning moeetefé functioning
Additionally worker-coach-senior can play a role sdipervisor in competence

certification and also they can be members of fagation committee according to
System nr 2.
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Training

According to the first goal work of worker-coacms® will include:

What doespprenticeknow/can? e apprentices competence_ analysis
Whatapprenticeshould know/ based on documentation and

supervisory during his work
» make apprentice aware of the need

v of acquire skills
What apprentice should learn and‘ « planning and agreement about
why? D competence acquire process with an
apprentice
Y e passing an essential knowledge to a
How he can learn that? charge by explaining,

demonstrations and questions etc.
e practicing with an apprentice by
exercise which will allowed him to

Passing the knowledge put knowledge into practice,
and gaining new skills mistakes correction and learning

new skills
e assessment of progress  of
apprentice and if there will be a

v need to plan another trainings
Did apprentice learn new
competences in high degree? NO

Realization of the first goal will support followgrtools and procedures:

» tools to asses current level of worker's competen¢®ol nr VII/2 [Employees
Competences Development Matrix — System nr 1], twdV [Analyses Card of
Vocational Education — System nr 2] and additignalihote from observation of
a charge during their work in practice to checktakes and irregularities

« tool to plan an Individual Program of Achieving Cpetences (using a different
tools from System nr 1 which allows to plan specifainings just to fill the gap
in company’s functioning — tools nr VIII) it allowlr worker-coach-senior to
help his apprentice to specify a goals, methodssahddule of training

» procedure of informing about a need of achievinghgetences and consultations
according to Individual Program of Achieving Congrates

» tool for worker-coach-senior, apprentice and sugerwhich will allow to asses
training sessions and revision of achieved goasedban Individual Program of
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Achieving Competences (using specific elements ftoats nr XI-XIV System
nrl)

Worker-coach-senior should be lighten from the pértis previous duties because it
will allow him to perform his new functions (accard to goal mentioned above)
more effective. But it is not good to keep awaystantly worker-coach-senior from
his previous work because he is excellent sourcebsérvation and information, he
can still improving his competences and also hgsstaclose relation with co-workers
and he is up to date with new technology in the mamy.

Instruction and consulting (coaching)

Worker-coach-seniors and apprentice meetings stoaulttibute to:
» better knowledge about one’s own and others wodgslan all the company
* improvement of relations between workers
« knowing better a trainings possibilities
» better motivation to independent carrier developmen
» better usage of different kind sources of knowledgachieving competences
and improving vocational qualifications

It is necessary to point out that all the areasstruction and consulting (coaching)
are able to formulate in formal frame because fiBisa process which main
characteristic is flexibility and situational, ingtlual relation between worker-coach-
senior to apprentice.

One aspect of coaching - included

in formal frame of the System nr

What are the advantages and disadvantages 3 — is worker-coach-senior’s
- _
S ELEPIE O _— . assistance as a coach to plan and
What are the nossihilities of 11sina them . . ..
realization of Individual Program
l of Achieving Competences. Main
In what areas apprentice want to and worker-coach-senior tasks in this
should to develop? area are.

« to define a potential
development of apprentice and
recommendation possible
ways  of his  carrier
development

» settle a goals connected with
carrier path chosen by
apprentice

 settle a tasks leading to
achieve particular goals

» periodical revision of current

A 4
How apprentice should implement goal

[92]

A 4
Are the goals actual?
Is apprentice closer to achieve the goals? NO

goals and tasks deadline
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Realization of goal nr 2 will support following ti3o

tool to plan apprentice carrier path
tool to periodical assessment of apprentice pregras
tool to assess worker-coach-senior as a person supports planning and

realization of Individual Program of DevelopmentrQuetences

Periodical assessment of worker-coach-senior

Work of worker-coach-senior like all the other aos in the company should undergo
periodical assessment and control system. The &ithi® system is to get feedback
information about real effectiveness of the Systemotivation, quality of worker-
coach-seniors work and to get information abouagmehich demands improvement
or apprentice.

Assessment of worker-coach-senior’'s work shoulddree on few levels:
1. self-assessment — every trainer should at leasetaiyear think about his work,

goals which were in front of him and effectivene$sis work. Trainer should
have possibility to list of situations/tasks whibe thinks to be his greatest
success and list of situations/tasks which demaodhdr work and
improvement.

assessment made by apprentices

* information - made by charges about trainings sasswhich relates to
particular competences - should be classified i@ guestionnaire and
analyzed collectively. It is recommended to makassessment every 6
month

* information - made by apprentices about worker-besenior’'s help in
planning and implementation of Individual Plan Dievelopment
Competences - should be periodically grouped inquestionnaire and
analyzed collectively. It is recommended to malseasment every year

assessment made by supervisors of apprentices

the real quality measuring passing the knowledgatrker-coach-senior is its
proper transfer into workplace - the result ofsthigh quality of work and
achieving goals settled in the stage of AchievimgnPetences Plan.

Worker-coach-senior’'s periodical assessment prosgisse supported by following

tools:

worker-coach-senior self-assessment tool

tool which will help to group information from trahgs sessions about
particular competences and information given byesupors relating to

achieved trainings results by their apprenticesl(ing tools from System nr
1, XI-XIV and XVII)

tool which will help to group information receivddom apprentices about
worker-coach-senior’'s support in planning and impatation an Individual

Plan of Development Competences (including toasfiSystem nr 1, XV and
XVI)
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Sources:
e Materialy Ministerstwa Gospodankiww.mgip.gov.pl

* Materialy Ministerstwa Pracy i Polityki Spoteczmew.mpips.gov.pl

« Europejska strategia zatrudnienia na lata 2004-2010
« Krajowa strategia zatrudnienia 2007-13
« Portal internetowy paviecony tematyce starszych pracownikémyw.senio.info

e Zatrudnienie w Polsce 2005; Ministerstwo Gospadafkracy, Departament Analiz i Prognoz
Ekonomicznych, Warszawa 2006.

e B. Szatur Jaworska: Osoby 50+ na rynku pracy —s&zapagreenia; Uniwersytet Warszawski,
Instytut Polityki Spotecznej, Warszawa 2002.

* G. Filipowicz: Zaradzanie kompetencjami zawodowymi; Polskie Wydawnicikonomiczne,
Warszawa 2004.

* E. Parsloe, M. Wray: Trener i mentor. Udziat coaghii mentoringu w doskonaleniu procesu
uczenia si. ; Oficyna Ekonomiczna, Krakéw 2002.

e Brejnak A. " Tworzenie modutowych programoéw szkolepartych na metodologii MES".
MGiP, Warszawa 2004r.

e Gnitecki J, Rytkowiak J. ( red)'Pedagogika i edukacja wobec nadziei i zagio
wspotczesngci'. PTP, Warszawa- Poziid 999 r.

* Edukacja ustawiczna 2005".Raport o stanie edukestgwicznej w Polsce w roku 2005. MEN,
Warszawa 2005 r.

e Kaczor S (red) " Pedagogika Pracy". Wyd InstytetAnologii Eksploatacji, Radom 2004 r.

e ,Edukacja Ustawiczna Dorostych"- kwartalnik naukewnetodyczny nr 4/2006 .Wyd. Instytut
Technologii Eksploatacji- PIB , Radom 2006 r.

« , Narodowa strategia wzrostu zatrudnienia i rozwpasobdéw ludzkich w latach 2000-2006
".MPiPS, Warszawa 2000 r.

* ,Nauczanie i uczenie gi .Na drodze do uezego st spoteczéstwa. Komisja Europejska.
Wyd. Wyzsza Szkota Pedagogiczna TWP, Warszawa 1997 r.

* Nojszewska- Dochev M," Strategia Unii Europejskiejdziedzinie ksztatcenia i szkolenia
zawodowego-komunikat z Maastricht". W: Rynek Pracg , MGiP, Warszawa 2005 r.

«  ,Wywiad z Ministrem Pracy i Polityki Spotecznej Ramnnag Kalaty dla Rynku Pracy" .W
:Rynek Pracy nr 3, MPiPS, Warszawa 2006 .

« Kuta B, "Krajowy Plan Dzialana rzecz Zatrudnienia". W: Rynek Pracy nr 4, MGARyrszawa
2004 r.

» Kaczmarek K, "Projekty aktywizacji zawodowej os6bmieku powyej 50 lat- punkt widzenia
publicznych stab zatrudnienia”. W :Rynek Pracy nr 2, MGiP, Warsa&005 r.

« Krajowy Plan Dziat&a Na Rzecz Zatrudnienia Na Rok 2007"- projekt z diagrudnia 2006,
MPIPS, Warszawa.

« Chromiiska B, Pilzak M," Starzenie¢sspoteczéstwa i realizacja "Programu 50 +". W: Rynek
Pracy nr 6, MGIP, Warszawa 2005.

» Grabowska | , "Starzeniegsiudnaci i jego wptyw na rynek pracy w Unii EuropejskiejV :
Rynek Pracy. Polityka spoteczna i rynek pracy wdpig- dylematy, MPiPS, Warszawa 2005 r-
numer specjalny.

« , Rynek Pracy. Aby sprostavyzwaniu. Strategia lizbska w sprawie wzrostu i zatrudnienia. -
numer specjalny " .MGiP, Warszawa 2005.

* Boss D, " Analiza zalede Komisji Europejskiej w obszarze ustawicznego Ksetaia
zawodowego", oraz " Analiza sytuacji Polski w daloge ksztalcenia ustawicznego” , oraz "
Zakladowy plan szkolen- propozycje i rekomendacije Holski". W : Krajowy System
Szkolenia Zawodowego . Umowa Biliacza Francja - Polska. Ekspertyzy konsultantow z
krajow Unii Europejskiej.- ag¢ 1 . MGPIPS, Warszawa 2003 r.

* Guth J P," Ustawiczne ksztatcenie zawodowe z inicjatywy pidancy”. W: Krajowy System
Szkolenia Zawodowego . Umowa Bliacza Francja - Polska. Ekspertyzy konsultantow z
krajow Unii Europejskiej.- ag¢ 1 . MGPIPS, Warszawa 2003 r.
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SCHEME OF SYSTEM NO 3
Preparatory procedure

Selection of person in charge of system implemantatnd optionally of members of
implementation team

|

Worker-coach-senior selection procedure

Stept
Selection of the commission to assess candidabesirdents in the process of selection

Step2 Training Needs Analyses
Determination of trainer-seniors trainingeds Systemno 1
(Tool 1)

Step3
Elaboration of draft candidate lighgtruction 1)

Step4
Collection of declarations and establishment ah&ra senior candidate liginstruction 1
and Tool 2

Step5
Informing workers about activities within System flastruction 2)

Step6
Assessment of candidates for Rainer-senibo®ls 3, 4, 5, 6 and 7 and Instructions 3, 4
and 5)

Step7
Results analyses and candidates seleclionl§é no 8 and 9)

|

Training procedure for worker-trainer-senior candid ates

(Training programme and training materials)

|

Work procedures with apprentices

Step la: Step 1b Competences Certification
Training Instruction-consulting System no 2
(Tool 10, Instruction (Coaching)
(Tool 11)

v

Periodic work evaluation procedure of Trainer-senio

trainer-senior work evaluation Training efficiency evaluation
(Tools 12 and 13, Instruction Systemno 1
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SENSITISATION OF SMEs
ABOUT
LIFE LONG LEARNING

THROUGH
INVOLVEMENT IN EUROPEAN SOCIAL
PARTNERS ACTIVITIES

DP PL-106
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SENSITISATION — CO-OPERATION OF EUROPEAN SOCIAL PAR TNERS
AND THEIR MEMBER ORGANISATIONS

EXAMPLES: JOINT ACTIONSs - JOINT DOCUMENTSs

EXAMPLE 1

The agreement concerning joint actions for contumia@evelopment of skills and
competencies preceded by negotiations between gaenpland employees sides in the
framework of bilateral autonomous social dialogud=d) level.

European Trade Union Confederafion
Union of Industrial and Employers’ Confederatiofis€arope —
UNICE/UEAPMPE
European Centre of Enterprises with Public Paritgm and
of Enterprises of General Economic Interest

« FRAMEWORK OF ACTIONS FOR THE LIFELONG DEVELOPMENODF
COMPETENCIES AND QUALIFICATIONSS

./ CHALLENGES

1. The 2f' century is beginning with changes, the extent bictv it is difficult to
assess at present for enterprises and employeaselhsis for society as a
whole.

2. New information and communication technologies @spnt one factor in
speeding up trade flows. Markets globalise and Kanaously segment in
order to retain increasingly mobile customers. Besses will have to adapt
their structures more and more quickly in ordemrémain competitive. The
intensive use of team-work, flattening of hieraeshidevolved responsibilities,
as well as greater multi-tasking are leading to tirewth of learning
organisations. This contrasts with the Tayloristkvorganisations, which still
operate in a number of enterprises in Europe. Pud#@rvice enterprises are
confronted with the same challenges.

3. The ability of organisations to identify key comgeties, to mobilise them
quickly, to recognise them and to encourage thawvetbpment for all
employees, represents the basis for new competsiraegies. This allows

® The ETUC delegation includes representatives efrocadres/CEC Liaison Committee

® UEAPME - European Association of Craft, Small atedium-Sized Enterprises; the Polish Craft Assimiat a partner in PL-106 is a
member of UEAPME

7 28 February 2002
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enterprises to keep in line with customer expemtgtiand employees to
improve their employability and career prospects.

4. In the context of technological developments anddiwersification of work
relations and organisations, employees are corddomtith greater mobility,
internal and external to the enterprise, geograplaicd occupational, and to the
need to maintain and improve competencies andfopadions levels.

5. Against this background of rapid pace of change #ocial partners at
European level affirm the development of compeesnand the acquisition of
gualifications as major challenges of lifelong feag.

6. The ageing population and the social expectatiamsch have resulted from
higher levels of education of younger generatioequire a new way of
approaching learning systems, ensuring that thexeopportunities for all age
groups — both women and men, skilled and unskiefisignificant increases
in competencies and qualifications levels are tati@eved. Lifelong learning
contributes to the development of an inclusive efycand the promotion of
equal opportunities.

Il./ SOCIAL PARTNERS’ APPROACH

7. Whilst lifelong learning encompasses all learningtivity undertaken
throughout life, the focus of this initiative byetlEuropean social partners is to:

* make an effective and specific contribution to tealisation of lifelong
learning in the context of the strategic objectivesablished at the
European Councils of Lisbon and Feira on employmsottial cohesion
and competitiveness;

* give impetus so that the development of competesn@ed the
acquisition of qualifications are perceived as arst interest by both
enterprises and employees in each Member State;

« affirm the joint responsibility of social partneas all levels with regard
to competencies development and promote their catips;

» acknowledge the broader dimension of the challendrch calls for a
close cooperation with public authorities as wedl education and
training institutions at all levels.

8. In addition to social dialogue, the success of ithitgative depends on:

» each enterprise making the development of its epejgl® competencies
crucial for its success;
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» each employee making her/his own competencies oewent crucial
for the management of her/his working life;

» the State and local communities fostering learropgortunities in the
interest of competitiveness and social cohesion.

9. The social partners call for the creation, withie tinstitutional framework of
each Member State, of conditions, which will furtemcourage the concerted
development of competencies and qualifications, aohdition to existing
unilateral approaches to learning.

10.The lifelong development of competencapends on the existence of a solid
foundatiori, with which individuals are equipped during theitial education.

11.This solid foundation should be jointly defined anpdated by the national
education systems and the social partners. It gessary to reflect further on
the subject, in order to specify the content areddbnditions needed for each
young person to obtain this solid foundation. Theia partners must be
associated with this reflection.

l1l./ DEFINITIONS

12.For the purpose of this initiative,

* “Competencies” are the knowledge, skills and knawm:happlied and
mastered in a given work situation;

* “Qualifications” are a formal expression of the ational or professional
abilities of the employee. They are recognisedatriational or sectoral
level.

IV./ FOUR PRIORITIES

13.The social partners assert the principle of shaesgdonsibility of players with
regard to four priorities and call for the interwation of dialogue and
partnership at the appropriate levels. The socatners believe that the
lifelong development of competencies depends onirtiementation of the
following four priorities:

* identification and anticipation of competencies gndlifications needs;
* recognition and validation of competencies andifaations;

* information, support and guidance;

e resources.

8 The following elements have been identified asfog part of the solid foundation: reading, writimymeracy and at least a second
language, problem-solving ability, creativity aedmwork, computing skills, ability to communicatesluding in a multi-cultural context,
and the ability to learn how to learn, etc.
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1. IDENTIFY AND ANTICIPATE THE COMPETENCIES AND THE
QUALIFICATIONS NEEDED

14.1dentifying competencies and qualifications needsd aanticipating their
developmentrepresents a complex task given the numerous smtpemic
factors, which must be taken into considerationt Iiu is imperative
nevertheless. The social partners regard this iftkation and anticipation as
taking place at two levels:

The enterprise level:

15.1dentification of competencies at enterprise laweist become a main axis of
human resources policies covering all employeenterprises and an issue for
in-depth social dialogue:

* responsibility lies at the highest managerial Iéeeldeciding the overall
competencies development plan necessary for theessicof a
company’s business strategy;

* defining and answering competencies needs require joint
involvement of employers and employees;

* individual competencies development plans jointlgberated by the
employer and the employee are important to fosbant jefforts to
develop the employee’s competencies;

» developing a learning environment is also importéot success;
professionals and managers play a crucial roleigrespect.

The national and/or sectoral level:

16.The collective analysis of competencies needs anth® development of
vocational or professional qualifications is a ptiin relation to what is at
stake for:

» young people in the context of their career guigagad integration into
working life;

* employees in the management of their careers aed tapacity to
remain in employment;

* job-seekers, in view of the developments on thedalmarket;

* companies, in terms of their competitiveness.
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17.In order to put this identification and anticipationto practice, the European
social partners consider it necessary to:

» work in partnerships with education and trainingyaders at all levels;
» develop networks to collect information and exclergxperiences,
including by making effective use of existing Eueap instruments such

as the European monitoring centre for change oefogd

2. RECOGNISE AND VALIDATE COMPETENCIES AND
QUALIFICATIONS

18.The European social partners regard the recognidod validation of
competencies as essential, in order that:

« each employee is aware of and encouraged to devhkmphis
competencies in the course of her/his occupatideal

* each enterprise has the tools to better identifgl amanage the
competencies in the company.

19.The social partners consider it necessary to dedmdague with the aim of
improving transparency and transferability, both tlee employee and for the
enterprise, in order to facilitate geographical asdupational mobility and to
increase the efficiency of labour markets:

* by promoting the development of means of recogmiéind validation of
competencies;

* by providing a system for transferable qualificagp

* by identifying the possible links and complemeniasi with recognised
diplomas.

20.At European level, social partners will contribuéeon going discussions on
transparency and recognition of competencies aatifigations.
3. INFORMING, SUPPORTING AND PROVIDING GUIDANCE

21.In order that both employees and enterprises camsupua strategy for
competencies development, it is necessary:

* to enable each employee and each enterprise tssaallehe necessary
information and advice;
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» to provide SMEs with suitable information and tgiastheir managers
through the creation of customised support.

With this aim in mind, the social partners call:for

* the development of facilities allowing employees amnterprises to be
supported in their choices of learning, and tamtaihe content according
to competencies they have already developed, fample through a
one-stop-shop facility in Member States, includindatabase on lifelong
learning possibilities and opportunities for careealuation;

» these facilities to be easily accessible and refewath regard to labour
market developments.

22.To promote a lifelong learning culture, both tradaion and employer

organisations have a key role to play in informisgpporting and advising
their members and need to develop in house expediperform this role.

4. MOBILISING RESOURCES
23.Mobilising resources for the lifelong developmeritcompetencies is a key

guestion, which cannot be regarded as dependirigsexely on social partners.
Other players have also an important role, notably:

* public authorities in order to promote labour maikéegration;
» the enterprise in order to develop its key compmés)
» the employee in order to play a part in her/his alewelopment.

All players (enterprises, employees, public autiesj social partners) need to
seek new and diversified sources of financing.

24.As regards the social partners, they consider iledoihg development of
competencies as a priority and assert the prin@plehared responsibility for
mobilising and optimising resources. The sociakneas want to promote co-
investment and to encourage new ways of recouldglgng learning, through
the effective and creative management of fundingg and human resources.

25.They call upon the whole range of players in tHiere and advocate that it
should operate in the following directions:

* to promote exchanges between national social partaed public
authorities within Member States, with the aim ofs@ring that the
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taxation of enterprises and individuals encouragagestment in
competencies development activities;

» to direct the use of structural funds, and paréidylthe European Social
Fund, towards giving a stronger encouragement tmakgartners to
develop initiatives and innovations.

V. ACTIONS AND FOLLOW-UP

26.The member organisations of UNICE/UEAPME, CEEP d&tUC’ will
promote this framework in Member States at all appate levels taking
account of national practices. Meetings can barmsgd at national level for
presentation of this document. Given the interektthe matter under
consideration, the social partners also decideaostnit this document to all
interested players at European and national levels.

27.The social partners will draw up an annual reparthe national actions carried
out on the four priorities identified.

28.After three annual reports, the social partners evibluate the impact on both
companies and workers. This evaluation can leahtapdate of the priorities
identified. The ad hoc group on Education and Tngirwill be entrusted with
this evaluation, which will be presented in Marci0@.

29.When preparing the structured work programme of gbeial dialogue, the
social partners will take account of this framewoflactions.

kkkkkkkkkkkkkkkkkk

More:
http://www.businesseurope.be/Content/Default.asgeiPs465

EXAMPLE 2
The Statement of Eurochambers and UEAPME on thesamt of the European
Conference: ,Corporate Social Responsibility — Catifpre, Small, Responsible”

The ETUC delegation includes representatives oftmecadres/CEC Liaison Committee
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Statement on behalf of EUROCHAMBRES and UEAPME
on occasion of the conference “CSR — Competitive, Small, Responsible”

Small and medium-sized enterprises are the backbone of the European economy, making up almost 99%
of all businesses in the EU. Together, EUROCHAMEBRES and UEAPME sftrive to represent the interests of
over 24 million enterprises across Europe. Representing such a large and diverse group is made possible
by the common interests, which unite these businesses. The active invalvement of both of our
arganisations in the debate on CSR is of fundamental imporiance, as it is an issue that has everyday
impact on all SMEs.

Responsible husiness practises are of ever-increasing imporiance in our societies. There is a growing
awareness of and demand for compliance with CSR practises from lenders, insurers, consumers and the
general public. In addition, there are many ways in which SMEs can benefit from proactively pursuing
more socially responsible actions. Opportunities can be delivered in a wide range of areas by being a
socially responsible business, such as identifying cost savings or new markets, improving customer
relations and enhancing the image of a business in the community.

Faising the awareness of CER amongst Europe’s SMEs is vitally imporiant, both in encouraging them o
employ increasingly socially responsible business practises hut also in demonstrating the benefits of these
practises and promoting methods for effectively communicating these actions to key audiences.

We have strongly supported the hottom-up approach to this awareness-raising campaign, which
encourages SMEs to reap the positive benefits of CSR rather than making it another burden with which
husinesses have to struggle.

Having actively participated in the European Multistakeholder Forum on CSR since its launch in October
2002, EUROCHAMBRES and UEAPME are committed to playing an active role in the CSR debate,
representing the interests of our members.

| [ \
f

[ ' A Ml Nty Il—-L_—._.
A AN = - f

Armaldo Abruzzini Hans-Werner Mller

Secretary General Secretary General

EUROCHAMBRES LUEAPME

14 June 2005
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EXAMPLE 3

The Position Paper of the European organisationsSbEs — prepared by by the
SMEs umbrella organisation — UEAPME, together wittational member
organisations.

UNION EUROPEENNE DE L'ARTISANAT ET DES PETITES ET M OYENNES ENTREPRISES
EUROPAISCHE UNION DES HANDWERKS UND DER KLEIN- UND MITTELBETRIEBE
EUROPEAN ASSOCIATON OF CRAFT, SMALL AND MEDIUM-SIZE D ENTERPRISES
UNIONE EUROPEA DELL’ ARTIGIANATO E DELLE PICCOLE E MEDIE IMPRESE

UEAPME *° position paper on adult learning

General Remarks

UEAPME welcomes the attention the Commission paysthe issue of adult
education. If Europe wants to be a knowledge basettty, it urgently has to improve
the participation rate of its citizens in lifelofearning with a specific focus on adults.

Importance of adult learning
Adult education can be seen as a tool to addressugachallenges facing the
European society today, such as:

* The mismatch between the skills demand and thelpopphe labour market

* The low patrticipation rate of older workers in tabour market

* The high level of low skilled employees

» The demographic change

* Poverty and exclusion

» The lack of integration of immigrants

Nevertheless one has to be aware that adult edudatinot a magic bullet which can
be expected to solve all problems and that theimead and motivation of adults to
learn should be prepared at an early stage. Therafois necessary to ensure
consistency and continuation between initial tragnand adult education through a
lifelong learning approach.

Labour market participation

While adult education has various objectives, ohéhe main purposes should be to
increase the employment level and keep workers @yaple. Lifelong learning and
more specifically adult education form an essemiament of the flexicurity concept.

10 The Polish Craft Association, the partner in PL-i& member of UEAPME

70



In order to assure the employability of the workfrworkers need to continuously
update their skills and competences.

While being aware of the benefits of adult educsgtitere remain various obstacles
which limit the participation in adult learning.

Obstacles to participation in adult education

The barriers to participation by individuals in #deducation are manifold.

The Commission outlines in its communication “Adlelarning: It is never too late to
learn” some of the causes for the low participgtiehich are often:

* policy-related;

» informational (level of access to good and timelfiprmation),

» provider-related (entry requirements, cost, levdearning support, , nature of
learning outcomes, etc);

» situational (the cultural value attached to edwrgtthe extent to which the life
situation or the family and social environment diet adult supports
participation)

» dispositional (the self-esteem and self-confidevicéne adult as a learner, often
linked to failure in previous educational experiesic

UEAPME agrees with the Commission tltlimand-side reasons are often the most
serious barriers: lack of time, due to work or fanreasons; lack of awareness and
motivation, as people do not see learning valuetewrarded enough and hence fail to
perceive its benefits; lack of information on t@sly and lack of financing

Motivation is the key denominator. As there ardeiént reasons for participating in
adult education (such as for professional reaséms,societal and for personal
development), the level of motivation varies sigraihtly according to the purpose of
participating in adult education.

Unfortunately, there is a significant segregatianthe uptake of lifelong learning

Mainly higher educated people participate in camius education, while the
participation rate of lower educated people is podrhere is a need for creating a
strongEuropean learning culture.

Addressing these obstacles

Improving awareness and guidance

In order to achieve &uropean learning cultureand increase the participation in
lifelong learning, it is crucial that the benefislifelong learning are made clear to the
individual workers and companies in particular bging the learning outcomes
approach. This requires better and more accessiiolenation and communication on
the added value of continuous learning.

11 Communication from the Commission Adult learniligs never too late to learn
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Moreover individuals and small organisations havee@ need for guidance. They
should be better informed on the existence andadubiy of training possibilities, but
also better accompanied in their choices and thesiple use in their daily life.
Intermediate bodies such as craft chambers aresikey they are locally organised,
have direct contacts with the businesses and asept all over the country.

Furthermore, it is often forgotten that craft anchadl entrepreneurs also need
continuous training, in order to stay competitittawever, the difficulties they face
for participating in adult education, such as ayJVanited time schedule and lack of
focused information on training offers, are notqubdely addressed.

New educational methods

An important challenge in the field of adult edueatis the need to adapt the classical
pedagogical methods to the specific needs of alptpn which has other demands
than secondary pupils or students.

Adults, who are willing to learn, are more keenntake use of on the job acquired
experience.

In most cases the current offer does not corresporide high expectations of these
groups of population.

Real efforts should be made to better adapt theinoffer to a mature audience and
to propose new pedagogical approaches and mettsiatg mew technologies and the
knowledge of individuals.

Role of intermediary bodies in tailored made tramioffers for craft and small
companies

Part of adult education concerns entrepreneursaamilers. In this case, the training
offer is rarely adapted to the training needs afftcand small businesses. In a small
company, training needs differ between the varemployees and should be tailored
made according to the needs of each individual.

In this respect, it is important to highlight th@e of intermediary bodies as training
providers such as professional organisations, cchAfimbers or other types of
institutions, which can better respond to the trejmeeds, as they are closely linked
to the local level, and are aware of the requitdtissfor companies and the labour
market.

Intergenerational approach

Furthermore, while looking at adult education, sheuld not forget the link to initial
education and training. If people do not receiveqaite and relevant education and
training before they enter the labour market, tgkap adult learning will become less
obvious and more difficult. Therefore increasing #ttractiveness of initial VET and
its uptake facilitate a higher participation in ddearning.

72



Role of the European level

The European Union sets itself the goal to havE2by0 the European Union average
level of participation in lifelong learning shoulat least be 12.5% of the adult
working-age population (age 25-64)". Currently,rth@re huge differences between
the Member States with variation from the EU avereanging from 1.1% to 34.7%.
UEAPME underlines the fact that actions need to thken at national level.
Nevertheless, in a situation of such extreme vianat the use of peer review and
exchange of good practises are suitable toolsdoead this issue at European level.

Facilitate investment in continuous training forudic

European Social partners have concluded in 2002aenéwork of Actions on the
Lifelong Development of Competencies and Qualifmat™ As part of this they
outlined the principle of shared responsibilityvbe¢n the different actors.

They also identified the need to ensthiat the taxation of enterprises and individuals
encourages investment in competencies developnaiti@s. The support from
public authorities is cruciaBMEs in particular need support during the periatien
some of their workers are absent in order to receaining.

Adult education should not be of the sole respalitsitof employers. Each citizen has

a role to play in his or her personal developmBablic authorities are also key actors
for an important part of the adult population nwedtly involved in the economy such

as the inactive population, unemployed people,yeatired workers, young people

without qualifications, etc...

Concerning investment in adult education, UEAPMEly believes in public- private

partnership. Co-financing should be the guidinghg@iple on this issue, where public
funding could serve as a lever to attract privatadk. This could be either by
providing fiscal incentives for companies to invegb adult education or by creating
individual learning accounts, which are supportearicially by the public authority

depending on the commitment of the individual.

As the need for continuous learning for adults vdtmatically increase, public

authorities should rethink their priorities in avecall lifelong learning perspective and
shift the investment from other education and trgjrareas towards adult learning,
Since the relative importance of adult educatiofi wecome more significant, it

should also be accompanied by more efficiency.

Therefore, wherever public financing is used, tpamency and efficiency should be
the guiding principles. This is more likely to bacsessfully achieved in the case
where education and training providers offer qyalgsurance.

The European level will play a decisive supportigée though its Lifelong Leaning
programme and by making the new European Sociat Favailable for the use of
adult education. However, it is not only a questainquantity of investment but a

12 Progress towards the Lisbon objectives in educatiehtraining — Report based on indicators badchmarks — Report 2006, pages 35-40, and itsXAfihetailed analysis of

progress”, chapter 6.2.

Bhttp://www.ueapme.com/docs/pos_papers/2002/FINALBEBY%20Framework%200f%20actions%20EN.doc
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guestion of quality of investment in education d@radning. Making national systems
more cost/effective should be the main leitmotivdb.

Conclusion

e Adult education is an important tool in addresssgmne of the challenges
facing the European society, such as low employriesels, the demographic
change, poverty and exclusion

* One of the biggest obstacles to participation ialtadducation is the lack of
motivation

» One can clearly identify a segregation between drigaducated and less
educated citizens in the uptake of adult educatibich needs to be addressed

» Therefore providing information and guidance arepomiant to enhance
participation in continuous education and for Cafid SMEs intermediary
bodies and professional organisations have a Heya@lay

* There is a need for creating a European learniftgreu

* New pedagogical tools for adult learning shouldibeeloped

* Investment in adult education is a shared respoitgibetween companies,
individuals and public authorities

* Investment in education and training needs not tmlge increased, but more
efficient. Quality of lifelong learning measures key for success of adult
education.

26/01/2007

EXAMPLE OF THE POLISH ORGANISATION OF SMEs ACTIONNI THE
CONTEXT OF EUROPEAN SOCIAL PARTNERS ACTIVITIES REIAD TO
SENSITISATION ABOUT LIFE LONG LEARNING

The Summary of the presentation of J.Bartnik, thesigent of the Polish Craft
Association — the partner of the Cl Equal Projedi-FO6 - at the IV European
Conference on Crafts and SMEs held in StuttgartAf6l 2007

4" European conference on craft
and small enterprises

,Developing skills within the company: Which chaliges do entrepreneurs, skilled
staff and apprentices face? Necessity for investmencontinuous application-
oriented training and return on investment (steadycess which will speed up in the
future)".
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Organization of the Polish craft is acting unddawa act passed by the government.
Today almost 300.000 craftsmen are united in ogamization — from very traditional
to utterly modern, conforming to XXI century. Baththese professions are necessary
for the society.

The membership in our organization is voluntary.thivi the structure of ZRP
function: craft guilds, craft chambers and natiamganization.

Polish Craft Association performs tasks entrustgdhe Government in the field of
professional training/learning at employer — crakg, and confirmation of
professional qualifications by the chamber comnorssi

“Craft is qualifications” - Is craft a synonym dhe professional qualifications

nowadays? There are various forms of Europeansistems at this matter. | will

present some radical examples:

- in the Federal Republic of Germany the law (gowsnt) succours the thesis “craft
is qualifications" because still in many professioconfirmation of professional

gualifications is obligatory (master of craft dipia).

- in Poland from 1988 craft diploma is not requifeddoing business, and the official
Government doctrine is “the market will verify”.

In Poland craft diploma is obligatory for doing fessional training. During one year
3500 to 4500 master craftsmen get a diploma irchiaenber commissions.

The craft examinations are valuable because kn@elenhd skills of candidates are
verified/tested by their future employers. This teys has worked very good for
hundreds of years and should be retained. Andstiaald be our recommendation in
aid of retain chamber examinations.

Now, therefore, we have many various systems wareha reflection of the society’s
attitude and attitude of the government of the tquat the range of professional
gualifications for craftsmen.

It is declared by individual consumers that someevieo provides services or
manufactures market product should have professiom@avledge and qualifications
confirmed by an appropriate document. This thesisimilar to European tendency
and assumptions of long life learning.

Last year we attempted to return to the idea offgaonal qualifications as a

condition of doing craft activity assuming that &jdication is the way to quality” and
"the quality of the product and service is consumesiness”.
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It turns out that we have met with society apprdwatl our attempt to introduce it in
the legal acts regulation has provoked oppositteome employers, the press and
public opinion accuse us of trying to “close” crédt outsiders and limit an influx of
new craftsmen, restrain the developments and catipar. | emphasize that we talk
about qualifications of performers and not peoplening craft companies. We preach
thesis that “hairdresser” should can do hair ardavner of the hairdresser's can run
the business.

Of course very important for this process is thee sof the craft company. Small
companies differ from the bigger ones. A “smallaftsman must have professional
gualifications, however in a bigger company wheanynpeople work its owner must
have other competences like: management, markegimgronmental protection etc.
This knowledge is not connected directly with pesien but with the business.

The help must come from the craft organizationsclvimust have in their activity the
offer of professional qualifications but also adwis service for craftsmen. The
necessity of improving education and vocationainirg of master craftsmen and
journeymen must increase in value.

Our master craftsmen have to change themselvesmatagers who run their own
business on a larger scale, so that young peoptewilhreceive their master of craft
diploma in the future could be the owners of thsihess, not only employees.

In a vocational system process there are threegrarwho are interested in social
development: employer, employee and the governn&muld government support
education in the craft system through e.g. appatpriegal tax system allowing
employer and employee expenses? In our opinioshduld. But there is also another
guestion: is it possible everywhere? The answertlitg question is much more
difficult. Every country has its own conditions, tbthe signal to the governments
concerning the importance of vocational trainingimall enterprises should come out
of our conference.

Small companies/micro-enterprise, especially servicompanies require high

knowledge and qualifications from their employe€saft companies employ new

automation technologies which caused the procesatioinalization. There are fewer

and fever places of work for nonqualified workdtss hard to say how far the process
of up-to-dating technologies goes in craft compsnie

The process of up-to-dating technologies occumsgaimith producing highly valuable
products, which confirm to individual client nee(bis is a characteristic feature of
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craft companies). This activity restricts the exteh automation process which is
caused by the size of enterprises and leaves dligatiom of investment. Without
gualified workers many enterprises will not manemdeal with the competition.

A craftsman and his worker should have knowledge gqumalifications in the entire
profession, not only in a narrow speciality.

In this way, we are coming to preparing an emploige¢he profession. Generally
speaking there are two ways of the preparatiorhéoprofession: trade school and
practical learning at employer-craftsman. In Polantployer-craftsman teach in 106
craft professions and nowadays more than 85 00Ag/people are taught in this way,
including 33 000 young students at the first schyaalr.

The features of the practical learning at employer:
- individual training system,
- practical learning at employer and theoreticalrieay at school,
- learning in real not illusory working conditions,
- the possibility of confronting the tasks perfornveith customer reaction,
- work in a team and training by more experiencedeioémployee - “mentor”,

This is the best preparation for employees to conte the market.

According to Lisbon 2000 we are trying to change thdustrial society into the
informative society. In this situation basic schantl vocational education will be less
and less sufficient and the actions in aid of viocet training will be essential.

It is necessary to strengthen vocational trainiygjesm and connect practical learning
at employer with a trade school. The tendency ahgleocational training at school
does not meet the market demands.

One of the important thing in vocational trainingstem is the balance between the
time of practical learning and gaining general aodational knowledge. Practical

learning at employers enables pupils to masteregeibnal skills and expertise to
conform to their employers™ requirements towardsrtfuture employees. Enterprise
environment and natural working conditions duringrkvhave an important influence

on pupils and graduates™ professional skills arelr tadaptation to the changing

market conditions.

The main problem for us in Europe is decreasinguf@ojty of vocational training. For
young people more attractive is to pass the secgnsiehool leaving exam and
continue their studies at a university than to deowocational training. Additionally,
the problem is aggravated by a decrease in biria waich has particularly bad
influence on craft that is small and medium-sizeterrises, which need qualified
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workers. That's why the actions in aid of incregsthe attractiveness and quality of
vocational training are so important.

The syllabus have to be updated regularly so thatkhowledge and professional
skills were up-to-date. Also masters of craft sdoloé prepared for the reality of the
market economy.

The results of the research demonstrate that mMdstecocraft companies workers are
recruited from this group. We might build a thasigt such situation will be reminded
in the future. That's why the vocational trainingstem at employers should be
maintained and developed in our countries, as a ainthe way to learning the
profession and, in my opinion, this recommendat&rould come out of our
conference.

Long Life Learning in a craft enterprise shoulddpeinterest of the economy and local
government and be regulated by a state only imadd way. However, the essential
points are development in professional trainingliyaits clearness and the mutual
confirmation of vocational qualifications in the EWhich are based on comparable
standards. The EU work on the European Framewoste8y based on European
Qualification Frame (EQF) and ECVET may enable agrent on this matter in the

European Community.

Much importance for professional development mayehgourneyman migration”,

with the aim of improving the knowledge and professcontinuation of the motto:

“learning through work". It is necessary to proengiburneyman migration” during

the vocational training. In this way young peoptedulen their horizons, but first and
foremost accumulate their international experierdmjelop cultural skills, develop
network and learn the way of work and other coesiricustoms. By the time, we
should analyse craft examinations within the framew of European craft

organizations, which will allow us to define thegazed and confirmed qualifications
as well as compare them. It will be the first sw@pich will make ,journeyman

migration” possible. Of course, it requires monbig money, but for this reason
European fund should be found.

To sum up, we should set ourselves the task ofumgshe creation of a system, in
which small entrepreneur will be vocationally trexhfor his job, for running a
business and will be prepared for the future. Tisisthe key role of the craft
organizations.
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UEAPME INFO FLASH: STUTTGART COMFERENCE OM CRAFTS AND SMALL ENTERPRISES 20/04/2007

The agenda of the two-day conference focused on three key strands:

« Skills for the future: both zman entreprensurs and their ta® need to be propery trained to maximize their
input in & business envirenment that is getting increasingly competitive and knowledge-intensive. Actions on lifelong leam-
ing, gqualifications and mability were discussad.

. Develﬂping future markets: crafts and SMEs must be enzablad fo reap the bensfils of new business
opportunities in the enlarged European Single market and beyond, as well as in new markets for their innovative products
and services.

« Improving the business environment: adequate support structures and networks must be en-
couragad. Moreover, a real "think small first” principle should be applied across all policies, including standardisation poli-
cizs, when reviewing legislation or putting forward new rules.

Globalisation, demographic change and technological develoomenizs are
equally imporiant factors in the changing business atmosphere crafis and
SMEs have fo deal with, and were examined in detail during the svent. Par-
ticular atiention was also given to the local and regiona! dimension of SME
palicy.

The event was openad by Mr Ginter Verheugen, Viee President of the
European Commission, whose spesch can be found onling on the
European Commission's wehsite:

Conference particigants had then the chance to attend one of three parallel
workshops on the key sirands mentionsd above. Each workshop was di-
vided in five sessions, after which a final *reporting back™ roundtable was
held, followed by the presentation and the adoption of the conference conclusions in the presence of EU Council Presi-
dent Angela Merkel and Commission Vice President Glnter Verheugen

Workshop 1: Skills for the future

Session 1 deait with how to ensure that future oriented skills are availalle within
craft and small enterprises. Entrepreneurs and their staff will need to learmn how io i
magter the challenges of globalisation, demographic change and technological devel- WORKSHO
opments. According to Dr Kari-Jurgen Wilbert, Executive Dirsctor of the Crafis SSKILES HIKTHE FLITURE
Chambier of Koblenz, Germany, it iz important that crafis and small businesses ars
involved in the design of vocational educafion curricula, which must be strengthened  SESSIE ESEIR s o i sl
as much as possible, in particular in new Member Statss. Martina Ni Cheallaigh, from
the Eurcpean Commizsion's OG EAC, spoke about present and fuiure priorities at
European level on education and training. She siressed that since the 2000 Lishon
European Council, Member Siates recognise the importance of enhanced policy co-
operation on the basis of common cbjeclives. A number of commen principles, refer-
ences and guidelines have been developed gince then on issuss such as lifelong
learning, qualifications and vocational education and iraining. She also menticned the
imporiance of programmes such as Socrates and Leonardo da Vinci. For the future,
Ms Ni Cheallaigh saw the need for a debate at European level in further areas such as
pre-school, school education and teacher training. She said that the European Com-
mizsion is looking forward to the establishment of the European Institute of Technol-
ogy that will bring together ressarch, businezs and education at the highest level

Session 2 focussd on creating viabie framework conditions for mobilty. Ms Janja Meglié, from the Slavenian
Chamber of Craftz, spoke on creating a common space in education and training. On the basis of the Copenhagen-
Maastricht declarations and the Helsinki Communiqug, there is a strong common intersst in the EU to create and develop
common instruments to maks the education and training process in EU countriez more transferable, flexible and con-
nected as closely as possible to the relevant needs of crafi and small enterprizes. Ms Meglié singled out the European
Cualifications Framework (EQF), the European Credit (Transfer) System for Vocafional Education and Training {(ECVET)
and the Europass project as key examples in this regpect. Ms Catherine Guy-Quint MEP spoke on how to enhance mo-
bility for young apprentices. Under the cumrent sifuation, programmes such as LEOMARDO are not used to their fullest to
stimulate maobility, Ms Guy-Quint suggested the introduction of an “Erasmus-style” programme for apprentices, which
would redress the current situation.

Session 3 discussed Lifelong Leaming in small enterprises. Mr. Jerzy Bartnik, President of the Polish Craft Asso-
ciation ZRF, spoke about developing skills within the company through continuous training investments. He highlighted
that, while the return on investment may vary, it is essential for small entreprengurs to invest in training fo ensure a good
performance of their businesses. Mr Bernard Stalter, President of the Chamber of Commerce of the Alsace Region in
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France, introduced a project that its organisation iz currently running on how to maximise training offers for lifelong leam-
ing. First of all, & good flow of information on the available training cpportunities must be established; secondly, training
supply and demand must be adeguately matched; thirdly, the project will run 22 officially recognized “Crafts Universities?,
which will train craftiamen and small businessmen on izsues such as enterprise management and human resources.

Session 4 dealt with the entreprensurial aspects, such as motivating young people fo become entregrensurs and
ensuring “workability” and business continuity. Mr Heinrich Traublinger, Member of the Landtag of Bavara and President
of the Crafts Chamber of Munich and Upper Bavaria, dealt with the first aspect, while Dr Jurgen Tempel, a general pracii-
tioner, elaborated on strategies for motivation, training, work organization, health and safely throughout the professional
life.

Session 5 focused on coocperation between higher education institutions and small enterprises. Mr Doru Talaba,
Professor at the University of Transilvania in Brasov, Romania and President of EUE-Net, the University-Enterprise Dia-
logue Metwork, opened the session. The EUE-Net network is now in its third year of operations and counts 32 pariners in
all European countries. He stated that unless an official European framework for University-Enterprise cooperation is es-
tablished, cooperation would remain scatiered, just as result of occazional projects like EUE-Met. A permanent Eurcpean
Programme jointly supporied by DG Education and DG Enterprise would be the ideal sclution in this regpect. Mz Anne de
Bligniéres-Légeraud, Professor at the French University of Paris Dauphine, spoke about the benefits of regional and
inter-regicnal cooperation between Universities and enterprizes, stressing that there are mutual advantages for both
worlds from closer synergies. According to Ms de Bligniéres-Légeraud, craftsmanship and entrepreneurship should be-
come a permanent feature in education curricula, whereas research on the specificities of crafi-type enterprises could
actually improve the business environment in which they operate.
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EXAMPLE OF THE POLISH SOCIAL PARTNER INVOLVEMENT IN
VOCATIONAL TRAINING - AT THE NATIONAL LEVEL *

SENSITISATION OF ENTERPRISES — PROFESSIONAL QUBAIHDONS OF
EMPLOYEES IN THE CONTEXT OF ECONOMIC ACTIVITY

Four pillars of education, which are concernednnirgternational Committee Report
on XXI century education under guidance of Jacdelsres are :

- Educate oneself to know

- Educate to act

- Educate to live

- Educate to live all together

In these maxims we can notice profound human kndydeas well as a hint how to
create knowledge based society.

As the time passes by, the character and role ok weochanging. XXI century is
going to be the time of rising quality of produatsade by highly qualified workers.

The employee model has changed; competences andledye are nowadays far
more appreciated than muscles. The entrepreneuns iwaemploy workers with a
wide range of skills, qualifications and competenado not only know how to work
but also want to learn more. The main goal of amepneneur is to achieve planned
goals simultaneously with development of employeddachines are not
underappreciated because everyone knows that ani lravest in employees as well
as in technical devices.

But there always are some difficult decisions tdentake by an entrepreneur such as
weather to change the staff (worker) or to adjustnt to one’s own needs.
Unfortunately, it is not possible to answer thigsfion — these processes must take a
course in the same time. Nevertheless we may gdlersituation by establishing the
vocational education system in a group, organinechfas well as in individual form.
The goal of an entrepreneur is to achieve maxipnafits, multiplicated goods or
render best quality services. What matters to thpl@yee is high wage and steady,
satisfactory work

The most important issue that needs to be higlddjig that these two goals are not in
a contrary.

1. Vocational qualification and economic activity

It is required to define needs of the enterpristorigewe start the assessment of
gualification of employees already employed or pb&dly employed. Every employer

14 polish Craft Association — the partner in Cl EgRedject PL-106 is a representative social partner
organisation representing SMEs, member of the TitpaCommittee for Social and Economic Issues.
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should be aware of the current state of his enss@s well as of the foreseen actions
to be undertaken such as: strategic goals of leisanic activity.

Determining targets and development perspectiveghtouo be present in the

entrepreneur’s life from the very beginning - frahe moment of establishing his

business. But it is a well known fact that thisciof decision can be taken up by an
accident or can be forwarded by deep analyze.

Many factors have to be taken into account becdlnsg may consequently have
influence on quantity of crew as well as on the liggaof its professional
gualifications.

The entrepreneur who wants to work on the locaketaand concentrate himself on
services has different human resources needs teaerttrepreneur that acts on the
international market and widen his activity on laggcale.

It is important to gather information from the coany before undertaking decisions
concerning qualifications of the staff. We nee#riow:

- Which professions are essential?

- what kind of employees we need

- what is the required level of their professionahlifications

Small enterprises concentrated on services usaailyloy highly qualified specialists
from very narrow branch — tailor, for instancesbich a situation, not only it is easier
to run efficient business when we have employeds wide range of competences but
also to implement fluently changes in human resssr¢ f. ex.. because of
technological innovative changes)

Production sector meets different market circuntganFirstly there are much more
highly qualified people realizing the strategic lgoand merits — in that case we have
to take into account administration staff, acconayeand PR as well.

Secondly, when the whole crew is concerned, eaghlag®e should have the similar

level of competences to avoid the “narrow throatthe process of production

From the employer’'s point of view, it is essentiéds the employee to represent
various skills from one profession, what allowsusting work organization to market
needs.

These are important and profitable elements fraeretnployee’s point of view as well
Achieving various professional qualifications nonly increases professional
competences of the employee but also strengthsmekition in the company.

Not every single qualification can be useful in #rgerprise to the equal extend. But
in case there is a necessity of changing job, sutaptability is indispensable. The
employee should be interested in achieving newifigpations — they become his own
capital, after some time the capital of his companyg at the end, the capital of the
whole economy.
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Summarizing: The first step to asset the demamgluefified workers in the company
is to decide what kind of enterprise should bel#isitaed (developed), assume goals
and foresee steps. It concerns not only buildidgsices but also workers.

W can assume that:
1) The smaller company, the better overall qualifmatiemployees should have
2) In the company from the production sector, narrepecial qualifications are
more expected.

The employer that can predict the development sfdampany can go through the
second step

2. Establishing the company

Establishing the company as a start up is sometima® convenient because one
doesn’t have to take care so much of hitherto baties. The only problem that he can
encounter is local labour market and amount of mdme can spend on it. Polish
society is still not keen on moving out to find ng@k. Lack of mobility is caused in a
big extend by the difficulties with finding new flan other city. Nevertheless it seems
to be the feature of previous generation — more mode young people move out
abroad to look for the job in European Union. highly possible, that this trend will
be fruitfully implemented on the Polish territoryirthg following years.

The start—up enterprise is in a totally differeiiation, sometimes it may seem to
look better but it all depends on circumstancesniygéhe development stage.

3. Raising qualification

Nowadays it is obvious for all of the employersttiathout investing in human
resources it is impossible to develop the compaigange its profile or uplift the
quality of services. Unfortunately w may still enater different attitude among
people who do not understand that investing in [@eeguals investing in their own
business.

We need to ask several questions to find out soomat issues:
- Do professional qualifications of my staff corresddo my strategic aims?
- Is it possible to achieve all of the planned gaaith such employees?

To attain reliable answer we need to check preciieé qualification of already

employed people. Similar check - list concerningoélthe documents certifying the
gualification can be used towards future candidates
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4. Official recognition/certification of qualificatons

The first stage of the check-list will be the amsa&yof worker's documents. These
documents are about to check professional skillscampetences. That act should be
forwarded by the demand directed to all workersupplement their documents.

The issue seems to be complicated, because theegitais types of documentation
that certify professional qualification such as.:

a) School documents that certify finishing after-pripnachool (before the
reform of the educational system) post junior higthool including
university

b) Off-school documents that certify acquiring formagrofessional
gualification - courses, trainings

c) Documents that certify gaining qualification withmon-formal education —
professional experience.

4.1. School documents

Assessment of school documents may occur problematften changes within
educational system, teaching systems, attitudenasguthat qualification gained
during school education is only a part of qualifica that a profession consists of.

An example: for many years the diploma of a quadifivorker have been given to the
graduates of vocational schools, who never worlefdre or had only chance to spend
couple of months on the apprenticeship in an ens&rpSchool documents, quite often
do not contain information concerning the scopeedtication and implemented
program. Moreover it may be a difficult problemfiod out these issues in a local
National School Board or the adequate university.

4.2. Off-school documents

In the off-school system, documents certifying pssional qualification can be
achieved by passing national exam conducted eibyera craft chamber exam
committee or national exam committee establishethbynational school board. Craft
chambers, acting on the basis of legal acts, giteacdocument called “journeymen
diploma”

(An exam after 3 years of learning the occupatioafter 3 years of work within the
proffession) and ,master of crafts diploma” (an rexafter 3 years from the time one
become a journeymen). Taking into the consideratlmat this way of certifying
gualification is open for various groups o beneitiis — this subject will be analysed
more thoroughly later on. National Exam Committggge in documents of the
qualified worker and master of crafts diploma. Dwmeuwts published by Craft
Chambers and National Exam Committees correspondatlh other according to
Polish law.
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The merits of journeymen and master exams conduzyecommissions from Craft
Chambers are defined by educational standardsafeaibn Polish Craft Association
web site -www.zrp.pl The content of the exams conducted by nationaincittees is
available in National School Board.

Besides formal documents drawn out by entitledituntsdns and organizations there
are documents like certificate drawn up by otheucational institutions and
organizations. These documents certify the attecelama course or training but there
are no information concerning the content, materiaimber of hours etc.

It is quite difficult sometimes to achieve such Wwhedge because on the contrary to
well known and reliably institutions like TNOIK arkDZ there are some institutions
that change their name and address very often.

Even though Polish legal system defines the rufesirawing up and handing in
attestations for those who attend the seminaryrseoar those who wanted to certify
gaining new qualification, the reality shows thktdgpends on the training institution
. Unfortunately there is no formal system of redbgn such documents — the
employer may take them into consideration but hesdi have to.

4.3. Documents certifying acquired professional difiaation

Asset of professional qualifications usefulnes®atish legal system is not formalized
so much as in France for instance. But we can gratat this situation will be
changed soon.

Currently experience attained in an informal wayaisen into consideration both by
the craft chambers (concerning exams) and emploiteiss obvious that every action
in a certain point should become more solid, forfoan. The bigger enterprise the
more important place will be given to forms andgadures. Documents certifying
work experience should consist of all essentialassregarding the character of the
occupation.

It is much more convenient for the employer to afse qualification of an employee
who works in the company for years. The situatiooks totally different when the
potential employee represents experience attaipeebbking for other company.

Then we encounter problem with identification ofwnequalifications within
professions and specialties described in documé&ntsecognize these issues we may
need documents drawn up by the Ministry of Educatio by the Ministry of Labour
(disposal of school classification and exam stasgladisposal of professions and
specialties)

Generally, the question of professional preparatiba worker or potential worker is
not always easy to answer. Most of the time itadaithe employer what kind of steps
will he/she undertake. If the recruitment is cortddcby the professional agency that
looks for specialists, the situation looks muchiezas\evertheless agencies are hired
rather seldom because of additional costs for thgl@yer.
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The most convenient way in that case is to empieychosen person for the probation
period. (Art. 25 of Labour Code)That solution ragsia lot of formal regulations what
may repulse some entrepreneurs.

Preparing a sheet of professional qualificatiorong of the tools that facilitate the
process of assessing the candidate. There shouldtbenly personal details but also
school documents, non school documents and ceatgBcas well as documents
certifying apprenticeships. Comparing such a shatbt requirements concerning the
certain work position will give the answer weathdre candidate meets the
expectations of an employer.

With such knowledge, after thorough analyze congbavith our needs we may try to
answer the questioWill this employee, with his/hers professional Iskiuarantee
the success for my company?

If this question concerns the whole staff of thenpany, we achieve the answer which
Is easy too describe in a graphic form:

The common/shared field shows the convergent dmhiveen current situation and
our needs. This field can be bigger or smalleritoigta difficult challenge to find the
total accordance.

4.4. Human resources needs — level of employeeali§oation

The employer, who already has the assessment o&muesources needs as well as
the assessment of the current situation in the eompessential for further
development, meets following dilemma:

a) Change part of the staff because of their not iefiiqualifications and start to
look for new emploees

b) Start the process of investing in workers througdatng the system of various
trainings and courses which can be finished by &breertifying of new
acquired qualifications.

Looking from the point of view of employer and ewg¢ as well, starting and
finansing the proces of education is an efficiend dong lasting decision. Current
legal regulations, such as regulation on labourketainstitutions and promotion of
employment support this way of thinking. Even thiouthe legislator created the
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facultative system of co-finansingvery employer is able to find some satisfactory
solutions. Problems with estabilishing the trainfogd are the element of the whole
educational system, that is way it is describefdiither part of the text.

5. Certifying professional qualification — tools

Certifying competences within school and non sclsystem - Examples of the Craft
Chambers.

Nowadays in Poland there are 3 ways of formal fiemtion of qualifications aquired
through education at school and in non school fofmsn formal professional
education as well):

» Professional qualification exams — so called oet®@dams— conducted by the
Local Exam Committies for the graduates of pratesd schools These
exams are directed to apprentices who learn theifegsion in vocational
schools

* Qualified worker /master exams — these exams anelumied by the exam
committees created by the National School Boarddemand of employer
organizations, training institutions or self inihee.; they act within craft
organizations (for example for salesman )

* Journeymen/master of crafts exams - conducted Byetkam committees
established by Craft Chambers for graduates of prafessional education and
adults, who achieved qualifications correspondmgdrtain craft profession.

5.1 Journeymen and master exams — legal basis

Law on Crafts 22 March 1989 (Dz.U. Nr 112, 979, 26@ompleted text— Dz.U. Nr
137, poz. 1304, 2003) Ministry of Education Regolat- 12 October 2005 on
journeymen and master of crafts exams conductedhbyCraft Chamber exam
committees (Dz.U. Nr 215, poz. 1820).

Content and sort of exams

Craft Exam Committees conduct journeymen and mastams in the professions
corresponding to certain craft profession, thasteki profession and competences
classification for the needs of labour market. Thlassification is created and
implemented by Ministry of Labour. The classificatiof school professions which is
implemented by the Ministry of Education, is alscegmared and created on this
ground, (it's previously consulted by other resattiat have legislative initiative)
Within craft regulation there are no decisions @nig what kind of economic
activity may be called craft.
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Establishing and composition of Exam Committees:

a)

b)

Committees are appointed by the entitled executisgan of Craft Chamber,

usually the Board of the Chamber. The Committeeesgablished for 5 year

cadence — this period of time can be prolongedhartened by the Board of
Chamber. It is not written in which cases suchtaasion can take place. The
official residence of the Committee is the samefafe Craft Chamber - it means
that documents certifying professional qualificafippurneymen diplomas, master
of craft diplomas are drown up over there. There any restrictions for

conducting exams on outgoing sessions — if the bleamives its consent to such a
decision. All of the organizational and formal taskre coordinated by the
Chamber that established an exam committee.

The committee comprises the chairman, vice chairmeembers and secretary
members. Quantity of people in the committee depenmdthe statutory power of
chamber that appoints the committee. Usually itetels on amount of candidates
who want to approach the exam in a certain prafessihe more people want to
approach the exam, the more exam committees aatedre

The chairmen and his/hers deputies are obligenhighfhigh studies and work in a
certain profession at least 6 years. This is a, tulg there are some exceptions:
one can finish secondary school but then needssdemaf craft diploma and 3

year time work experience.

The members of the committee must have at leaetdtieal education in certain

profession, master of craft diploma and 3 year tivoek experience in that field of

employment

Sometimes it is allowable to appoint as a commitbegnber the person who with
an engineer degree and 6 year time work experience.

Secretary members must be the employees of aangdnization from at least 2
years and must have at least secondary educatiensdcretary member takes care
only of administration and organizational service.

People who are appointed to be a part of the caeenibeed also confirmed
pedagogic skills - pedagogic 80 hours course, whartitent was accepted by the
National SchooBoard,accomplished with a national exam.

All of the committee members are obliged to attemdl finish the training
organized by the craft Chamber - the content othsuwaining includes issues
concerning organization of a committee work, exanes, and methodology of
preparing exam tasks and questions, rules of assess The program of this
training is drawn up by the Polish Craft Associatio

The person who is a member of a statutory pow#rarChamber is not allowed to
become a member of a committee — because of tresakpgy procedure.

The statutory power of a chamber decides whetrectmplain of a candidate is
justified or not.
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Craft Chamber informs Polish Craft Association abdbe appointment or
recalling of a committee — journeymen as well asteraof crafts committee.
Polish Craft Association on the ground of regulagi@n craft governs the activity
of chamber committees.

c) Exam team conducting an exam during a session ¢s@spmembers of the Exam
Committee: chairmen of the Committee or his/heputieas chairmen of an exam
team, committee members and the secretary. Exam tte@ conducts master of
craft exam composes of at least 5 people: the mleaiy 3 members and the
secretary. Journeymen exam team composes of atdlgeople: the chairmen, 2
members and the secretary. In any of above memtioommissions/exam teams,
there may be a person who is, or was for last 3syeateacher or employer of a
candidate. It also concerns any circumstances evtier connection between a
committee member and the candidate is not clearaybe not objective.

Approaching an exam

The candidate who wants to get a journeymen or enatiploma submits all the
necessary documents in a craft chamber and leageapiplication. There is one
territory rule: The graduate of a vocational ediozain the craft enterprise is obliged
to approach the exam in the chamber that assod¢isemterprise or guild, he/she was
working in.

Other candidates have free choice which chambehtmse. There is no central system of
registration. The candidate submits one photographys copy and a receipt certifying the
payment for an exam. The price is set by each ceambividually.

The journeymen exam can be approached by a caedwab fulfils one of the
following conditions:

» Accomplished the education in the craft enterpaisd raised qualifications at
school or in a non school system

* Finished post junior high schoadr 8 year lasting primary school and
accomplished education in a non school system

* Finished post junior high schoadr 8 year lasting primary school and
accomplished education in a non school system dlas 2 year time of work
experience in a certain profession (the same asethexam)

» Finished post primary schotilat runs vocational tanning plus half of the year
work experience(the same profession as planned)exam

» Has a degree in a similar profession and can pmvdeast half a year
experience time in the same profession as the ptharam.

Journeymen diploma is a national document cergfyiprofessional craft
gualifications. It entitles to employ oneself agualified worker. After 3 year time one
can approach the master exam
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The master of craft exam can be approached by datedi who already have

journeymen diploma and can prove at least 3 yeae tivork experience in a

concerned profession. This is a general rule thdedines combining probation with

theoretical education. But there are some excegmtibisomeone run his own business
in a certain profession but still wants to certiig/her skills, has such a possibility in
case he/she has the diploma of post junior higbdacthis is a crucial condition)

The candidate must fulfil following conditions:

* journeymen diploma (or an equal one in a certaifgssion ), 3 year time work
experience or 6 year time experience in his/her areft business plus
certificate of finishing post junior high school

* master of craft diploma in a related professiont ,lemst one year work
experience and certificate of finishing post jurfiigh school or hitherto post
primary school

» secondary or high technical education and at [Rasar work experience in a
profession.

Master of Craft diploma is a national documentifgng highest craft qualification. It
facilitates running one’s own economic activitiesdaentitles to occupy managing
positions as well as to train the apprenticesorié have passed the pedagogic exam)

Master of craft and journeymen exams are conductédo steps, which order is set
by the chairmen of the committee in cooperatiomwiaft chamber

» theoretical

e practical.

The practical step requires carrying out indiviugractical tasks, which are
prepared by the exam team, taking into accountired|standards. According to Law
on Crafts standards required for the craft exanes mepared by the Ministry of
Education and Polish Craft Association. Polish CAafsociation is entitled to prepare
professional standards among professions whicmatrencluded into school list but
exist as professions within labour market. Resdendards concern only the
journeymen exams (vocational qualifications)

Potential disability of a candidate has to be takea account before preparation of
exam tasks. There is such a regulation but fromatter hand we can not omit
standard. The time needed to realize all the preditasks should not be longer than
24 hours during three working days. Of course metre profession requires such an
amount of time.

Practical exam is organized in an enterprise wihiad sufficient organizational and
technical (including Work and Safety standards)deiwons and work places. At least
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two exam committee members govern the individuatkmarocess. The criteria of
assessment are prepared by the committee and edcépt the craft chamber.
Collective grade is set on the ground of each madiask. If one of the practical tasks
was done incorrectly, it will cause the unsatisfagtgrade from the whole practical
part.

Theoretical part may be conducted in a multipleiahdest (3 possible answers — one
correct). It is a popular solution but there arerules regarding form of the exam. —
There are 7 questions referring to each subject

A subject of the written part encompasses:

e accountancy;

* documentation of economic activity

* technical draft

» safety and Health at Work

* basic environment education

» basic regulations on Labour Law.

» basic issues concerning management and economic law

During the master exam, the written part encomaabeve mentioned subjects but
on a higher level. (Accountancy accompanies caliculaand there are two more
subjects: basics of pedagogy, psychology and metbgy of teaching)

- One part of the exam can last no longer thenr@ibites (3, 5 h)

- Oral part can not last longer than 30 minutes.

- Oral part of the journeymen exam encompassesesisbjsuch as: technology,
materials science, technical devices science.

Set of questions to be tossed are prepared by ¢nagoers of committee on the basis of
standards. One set is composed of 3 questionsdemtm subject.

Assessment: Scale of grades: extraordinary, veog ggood, satisfactory (positive),
unsatisfactory.

Assessment of written and oral part of theoretam is undertook after taking into
account grades from each task (subject) If theemnisnsatisfactory grade either from
oral or written part, the whole theoretical exarfeited.

Summarizing — the candidate passed the exam,shaedchieved positive grades both
from practical and theoretical part of the exam.heTcandidate who became
unsatisfactory grade from either oral or writtenrtpaf a theoretical exam has
possibility to repeat only this part

The data of a make-up exam is set by the Exam Ctgenibut it should not take
place in two year time period. Members of Exam Catte® are obliged to keep
information concerning exam’s assessment confidenCandidates who are not
satisfied with the examination process have righail a complaint against committee
to the Board of the Chamber. If the answer is soll fair enough, another appealing
institution is Polish Craft Association — its deaisis obligatory.
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Exam documentation

The secretary of the committee prepares individnmutes from each exam where
personal informationcomposition of a committee, notes from each examstpon,
signs of every entitled member are included. Exheets are enclosed to the minutes.
Individual minutes are the ground for drawing up timal, collective minutes of the
whole exam session. Craft Chamber keeps all th®icapons for master and
journeymen exams as well as two real-estate regigtieich are kept “eternally”

Person who passes the journeymen exam is givertifice¢e prepared by the Polish
Ministry of Education. These documents are greezllow documents wait for those
who passed the master of craft exam.

Journeyman diplomas and master of crafts diplonva fRolish ensign because of the
fact that Craft Chambers act on the legal basis fatid obligations imposed by a
government decision.

Craft Chambers are entitled to create a duplicRjeusneymen or master diploma in
case it's destroyed. On such a document theresigra,a duplicate”, surnames of
people who previously were signed on the origirmduwinent and the official stamp of
a chamber. A duplicate does not include photography

Documents which are to be used abroad are recafpize¢he back side by the Polish
Craft Association and the Ministry of Foreign Affai

These rules came into force on 1st January 200&cdghition regulations are
powerful from 31 October 2005).

6. Training of the professional qualification - feining Fund

Legal State
Issues concerning Training Fund are regulated e ldgal act on labour market

institutions and promotion of employment from 2@ thpril 2005(Dz.U. Nr 99, poz.
1001) — chapter , Tools concerning development oh&m resources

Main rules governed by the legislator are:

» Establishing of a Training Fund is on voluntaryibas

* Amount and sources of money devoted to this purgoset précised.

» So far ,only the employer is charged with all & tosts of Training Fund

* Even though employees do not contribute financitwlthe Fund they may have
Impact on the process of management

There is a possibility of gaining financial suppbytthe entrepreneur who established

the Training Fund with help of Labour Fund. Nevel#lss this is a really complicated
procedure.
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Current situation

Within craft institutions (guilds, craft chambertflere were no statistics or surveys
made concerning the existence of the training farcaft enterprises. But as far as we
know it is really a minority. It is probably causbyg the ,soft “regulation saying that
the employer can charge himself with costs for tiagning but he doesn’'t have to.
Such a situation has to be promptly changed beaadeesn’t solve any problems in
micro and small enterprises.

We should expect other solutions, by the way ohgirag the regulations concerning
labour market institutions and promotion of empl@yr
In such a situation it is useful to analyze 3 issue

1. Raising qualification — vocational education regaimoney

2. Both sides of the educational process should paate in the costs of raising
qualifications

3. Government should support this process financelg create conditions for better
development of vocational training.

Thesisnr 1

This thesis seems to be obvious and needs onky axplanations. The process
of vocational education for employees needs firenassetslt doesn’t really matter
weather if the training takes place inside of tlienpany or we use some outside
training sources.

The first option requires workers with big expederand knowledge who need to be
either employed for that purpose or workers whodn&e be dismissed from other
responsibilities for a certain time. It naturallgrggrates costs for the employer

When the employee is sent to training company,dmenot do one’s duty what creates
costs for the employer and employee as well.

Employer costs:

* Replacement of a certain worker

» Costs of the training paid for the outside company

» Potential delegations to the training venue, paidriime, if the education lasts
longer than working hours

» Purchasing of didactic materials, if the proce&sseplace inside the company

Employee costs.

» Loosing bonus payment counted on the basis of wifdctiveness.

» Additional transport costs if the training takdaage in the city of employer

* costs concerning own catering during the periodrahing, if the training takes
place in the city of employer
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* loosing of free time that could be divided to ediga in organized form or
individual education

» costs of the certifying exam

* buying guidebooks.

Thesis nr 2

The process of raising professionallifjoation is profitable for the employer
as well as for employees. The employer gets thesilpihisy to recruit workers with
better knowledge what refers to more effective wamki consequently better products
and income. It fully accounts amount of money sentrainings.

The worker acquires new skills and broadens hiswkedge, what gives the
possibility of getting higher wages in the compaeyshe works for, moreover it gives
potential possibility to find other, more satisfast job. But we need to stress that the
participation of an employee in the process of tiooal education is still the weak
point, mostly when we take into account the co$tsaming. It is caused both by the
relatively low level of welfare and law awarene$sducational needs. Even though
there is no explanation for charging the employé&hvall of the costs of training
process.

Thesis nr 3

Poland is very interested in the level of educatiorong citizens and society as
a whole; we strive for crating ,, knowledge basectisty. For that reason, the
government has to create the economic and legdemyshat is conductive for
vocational education development.

Purposes and goals of Training Fund

1. Training Fund is a tool that supports the procés@oational education of workers
who want/must gain new professional skills
2. Establishing the Training Fund:
- Fosters the idea of vocational training among eygr®and employees.
- Encourages every worker of the company to plandénelopment of human
resources and to treat training expenses as astimeat
- Mobilizes to take active part in the social dialog
- Helps to prevent workers with useless skills froeing dismissed — that will
decrease unemployment.
- Facilitates professional development of employeeigh whe support of
European Social Fund
- Enables to raise the participation of employeesoicational training initiatives.

Assignment of Training Fund

1. Money from Training Fund can be spent on :
- Actions focused on defining training needs in ategrise
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- Purchasing services on analyzing professional ctenpes, consulting and
vocational guidance

- Training and gaining new qualifications (withoutf&and Health at Work training
because the employer is obliged to organize it)

- Preparing didactic materials such as guide booksytimedia, specialist
publications for the company

- New devices essential for trainings in an enteepris

- Consultations research and analyzes helping withamuresources development in
the work place.

- Implementation of quality norms in the scope of aggment, investing in
trainings, employees’ development (ISO for instance

There are several issues known as expenses onngyaamd rising professional
gualification:

- expenses on in-house trainings - preparation @ftthining program, didactic
materials, essential training devices, honorarytf@ners (if the training is run
by someone from outside)

- expenses for the outside training companies thii tee raise professional
gualifications

- costs of guide books and other training materialsase there are not included
id the general price of the training or were nadicted in an in-house training
budget.

- travelling costs, accommodation and catering,efttiaining takes place in other
city or if these costs are not included in thenirag offer

- expenses on approaching the exam that certifieiegsional qualifications, if
these costs are not included in the training offer.

Management of the Training Fund

The employer manages the training Fund togethdr representatives of employees.
Way of realizing trainings from Training Fund shdlde described in Training Plan
prepared by the employer, consulted with workegfgesentatives.

Realization of the Training Plan and using moneyrfitraining Fund must be certified
with the report and other account documents comugeosts.

Consolidation of training funds of several enterprses

On the basis of common agreement, companies cateaeCollective Training Fund,
financed from training funds of each company. Ivésy important from the point of
view of small and medium enterprises that sometices not afford on spending
money on trainings initiatives.

Employer's agreement/treaty regulates the way ohagament within Collective

Training Fund. The employer is obliged to gathértla¢ account documents (or its
copies) certifying the realization of trainingsrircCollective Training Plan
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Supporting Training Fund with public

If a company wants to apply for public funds fouedtional purposes. Training Fund
Is assumed as an ,,own contribution”

All of the activities predicted in the Training Rlaan be supported by public funds.
Public funds are given in the firs place for finemgc the training activities and
initiatives in:

» small companies up to 20 workers

e companies that implement new service or produdgchnologies

e companies that implement development of ICT

» enterprises from restructured sectors which tmetain its workers

7. Summary

The employer who wants to develop his enterprissulshalways take into account
following issues:

1. defining the strategic goal and steps essentiaclueve this goal, give a
possibility to become successful.

2. investing in human resources and helping employeeelf development =
fostering the development of our own company

3. planned goals are to be attained only with th& stah high professional
qualification

4. all legal documents need to be taken into consideraformal and non-
formal education as well as theoretical and pratskills and knowledge.

5. assessment of employee’s qualification is an nexmiing process — all
depends on circumstances such as changing godlsebgmployer, relevant
skills, long life learning

6. last stage of employee assessment depends on feyem
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