1. Frame of reference and rationale

Vocational and technical training policies can contribute substantively to
the process of expanding opportunities and of overcoming the various manifesta-
tions of inequity, poverty and social exclusion, for which purpose the simultane-
ous challenge of strengthening employability of individuals, improving gender
equity and increasing productivity and competitiveness of enterprises must be
faced. Convinced of this, the Ministry of Labour, Employment and Social Protec-
tion of Argentina, the INFOCAL Foundation of Bolivia, the National Training In-
stitute (INA) of Costa Rica, Cinterfor/ILO and the Inter-American Development
Bank have joined forces and potentialities in the execution of the Programme to
Strengthen the Technical and VVocational Training of Low Income Women in Latin
America (FORMUJER). The aim of this joint initiative is to promote and strengthen
the capacities of the institutions of the region to enhance the quality, relevance
and equity of training for work and to improve the employability of women and
men, paying special attention to the skills development and labour insertion needs
of low income women.

To fulfil these purposes, FORMUJER has developed an intervention model
with common conceptual and methodological criteria at the regional level, and
start-up and development procedures and strategies differentiated according to
national and institutional realities. This has made it possible for it to become a
privileged learning and experimentation platform in order to systematise and iden-
tify experiences and lessons that can be transferred to programmes, institutions,
governments and agencies interested in supporting the development of training
and gender policies, and in addressing the skills development and employment
problems of populations affected by inequities and risks of exclusion.

The intervention model proposed is a response to the following conceptual
axes:

= lifelong education that conceives individuals as active subjects of a perma-
nent teaching/ learning process and supports the coordination between the
supply and demand of labour, placing the focus on strengthening employ-
ability and on the acknowledgment of diversity and of the learning and com-
petencies acquired in different contexts;
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=

expansion of opportunities and enhancement of equity, understanding gen-
der to be a base variable on which other conditions of discrimination and
social exclusion act and are empowered. This justifies performance in a
double logic:

= mainstreaming the gender perspective so that considerations of wom-
en’s and men’s needs and specificities become a comprehensive and per-
manent dimension of policy and institutional business;

= focalising methodologies and actions for the attention of the target popu-
lation, which implies defining specific supports and strategies to re-
solve the initial disadvantages of the female collective and, especially,
of poor women. It includes a wide spectrum of interventions both of a
teaching nature and of a methodological and strategic nature.

From the methodological point of view, FORMUJER has adopted:

a comprehensive and systemic conception to globally and jointly address the
various areas of a training policy and the different spaces and dimensions
where exclusion and inequity operates and feeds backwards;

a process logic to visualise the cumulative effect of the construction of knowl-
edge that redesigns itself and adjusts itself in practice;

a management model that is flexible, participative, multiple player and
interinstitutional, that promotes social dialogue on training, co-ordinations
understood as management mechanisms, and joint construction and feed-
back among countries and institutions;

On the basis of this frame of reference, FORMUJER understands quality

training to be training that:

=

promotes the full participation of individuals in the working world, along-
side their processes of acknowledgement and acquisition of learning and
skills;

seeks to remove inequities that arise from stereotyped views of the role
played by different persons according to their sex, origin, social situation,
knowledge, etc. These views are the expression of power relations that im-
pede free access to training and labour options;
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> is built like a sensitive tool and, therefore, is relevant to the require-
ments of the labour and social context as well as its various players;

S seeks to improve the impact of its interventions, co-ordinating itself in wider
strategies of local or collective development.

From this conviction, FORMUJER addressed the exploration, development
and experimentation of approaches and methodologies that provided an answer
to this conception, and identified in the labour competency approach-incor-
porated into training for work —and in the gender approach — as a perspective
and methodology of analysis of social relations — common and supplementary
conceptual and methodological features that can enrich institutional prac-
tices, improving their quality in response to equity and relevance criteria.

Reflection on the intersection of the gender and competency ap-
proaches became, therefore, a strategic axis guiding FORMUJER’s actions and
providing a basis for its efforts to :

> promote the incorporation of the gender perspective into the analysis of
the socio-occupational problems of the population targeted by training ac-
tions;

> progress in the construction of occupational profiles and curriculum devel-
opment, as well as in the revision of teaching practices from a competency
and gender approach;

> provide instruments for the sensitisation and transfer of executive, plan-
ning and teaching teams involved in curriculum design and its implementa-
tion, with regard to these cross-cutting axes of training.

The experience gathered is showing that this approach can be a frame of
reference to work on the different components of any intervention in the voca-
tional training area. The intention of this publication is to join these construction
efforts, sharing reflections and experiences.
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2. Modality, genesis and composition

Among other expressions, FORMUJER makes its intervention model op-

erational by:

> acting in a double scenario

the national scenario, by executing National Pilot Programmes in Ar-
gentina, Bolivia and Costa Rica to design, adapt and experiment with
its methodological and strategic proposals in various contexts. The pro-
posals are totally or partially developed by the Co-ordinating Units,
the executor institutions of each country, common international con-
sultancies or those specific to each country or by regional co-ordina-
tion. They are transferred and shared, being adapted, supplemented
and enriched by the various experiences in which they are applied, gen-
erating collective construction and incremental development of knowl-
edge and validation.

the regional scenario, expressed in Cinterfor/I1LO co-ordination and tech-
nical supervision This agency is in charge of identifying, recovering and
disseminating developments already tested in other countries or in-
ternationally, and guiding actions according to the most suitable or in-
novative proposals, thus avoiding a duplication of efforts, and maxim-
ising and sharing resources. Co-ordination with the technical team, the
network of specialists, the entities that are members of the Centre and
with the different services of the ILO, the IDB, as well as other agen-
cies devoted to the subject, sources the proposals of the programme
and, in turn, the lessons learned from FORMUJER are transferred and
gradually source the modus operandi of the entire operation.

> defining the systematisation, dissemination and transfer of developments,

results and lessons learned, not only as a general methodological outline,

but as targets in and of themselves that are expressed in components and

specific products.

This paper is in many senses a consequence and concrete expression of this

intervention model.
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> In its purpose:

to endeavour to contribute to the design and development of policies
and methodologies that improve the quality and gender equity of train-
ing policies, by exchanging and making available the methodologies,
experiences and lessons learned in the implementation of the
FORMUJER Programme;

to order and recover critically the developments and instruments ap-
plied to assemble a “tool kit” that will help to speed up progress and
lessen costs in the continuous improvement of its supply to the teams
involved in the design and implementation of training actions.

> In its genesis:

it is the result of the integration and complementation of documents,
products and experiences of various kinds, done in different countries
and institutions and by different players, both at the same time and at
alternate times, while having in common that they contribute to the
conceptual and instrumental development of the intersection between
gender and competency approaches, especially for the diagnosis and
design phases of curriculum planning;

it responds to a feedback process between conceptualisation and ex-
perimentation, of trial and revision, in which both instances have
strengthened and enriched each other mutually. Because it was a mat-
ter of novel concepts that were just emerging, a first stage was needed
for exploring and promoting the theoretical principles of the compe-
tency movement. For this purpose, the materials and experiences that
Cinterfor/ILO and other entities were developing were being reproc-
essed and adapted. Moreover, opportunities for exchange and discus-
sion between the teams of the Co-ordinating Units were organised. Once
a consensus had been reached on the potential of the intersection of
competency and gender approaches to achieve the objectives of the Pro-
gramme, involvement with and transfer to the technical and teaching
staff of the executing institutions was sought, through workshops held
by specialists in the subject. International consultancies were also hired
to strengthen institutional capacities. To the extent that progress was
achieved and experiences were generated regarding how to visualise
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and incorporate the gender perspective in the competencies and, later,
how a didactic transposition could be obtained, both by the teams di-
rectly involved in the execution of FORMUJER and by other instances
and programmes of the co-executing institutions, these examples and
lessons became inputs for new developments.

> In its composition and management:

it demonstrates the relevance and potential of the mechanisms of alli-
ances and co-ordinations among players: besides the synergies among
the countries and entities that make up FORMUJER, contributions and
resources have been added by the Bi-National Chile-Uruguay Co-op-
eration Project, executed by German Technical Co-operation (GTZ), the
SENCE in Chile, the DINAE of Uruguay and Swiss Co-operation
(Swisscontact) in Bolivia, both in building up knowledge and in the de-
livery of products for this publication.

The contribution of the Bi-National Chile/Uruguay Co-operation Project
is the result of Cinterfor/ILO participation and the FORMUJER re-
gional co-ordination in the Occupational Competencies and Gender
Interdisciplinary Group, promoted by the GTZ PRONAFOD Programme
in Uruguay, that brought together specialists and representatives of
organisations and entities involved in matters of gender. The purpose
of the Group was to reflect on the relations and implications that the
competency movement might have for gender equity in employment
and training. On this basis, the need to generate well-founded informa-
tion arose, for which the GTZ financed and implemented the Project
mentioned. In keeping with pronouncements on joining forces, Cinterfor/
ILO and FORMUJER supported its implementation technically and the
GTZ agreed to the use and inclusion in this publication of the materials
produced.

The presence of SWISSCONTACT comes from the joint work under-
taken with FORMUJER and INFOCAL within the framework of their
co-operation in the development of dual training in Bolivia.

Thus, this document is an essentially collective product by multiple authors,

both institutional and individual, and by teamwork. As all synergic processes, it is

more than its elements, without which this work would not have been possible.
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Representing each and every person and instance involved in its construction, the
base documents and products listed below have been reproduced textually or con-
ceptually and as a whole or a fraction thereof. Information on original publication
and authorship data, that surely are also of a representative nature, are men-
tioned when in order. Unless otherwise stated, all the documents are available
through the Woman, Training and Work website in the Cinterfor/ILO web page.
The chapter or section in which they are included and/or that have been sourced
by them in a substantive manner, appear in a second column.

Competency-based training and gender Chapters 1 y Il
FORMUJER/Ministry of Labour, Employment and Training of Human | Point 3

Resources, Argentina, 2001. Produced by the Co-ordinating Unit team
as systematisation of the Competencies and Gender Workshop, co-

ordinated by Marianne Braig. Buenos Aires, March 2001.

Guide and checklists for incorporating the gender approach in the | Chapter |
INA planning phases
FORMUJER INA/IDB, Costa Rica, 2001. Rebeca Quirds. Adapted by | Materials

FORMUJER/Argentina Points A and B

Working

Guide for incorporating the gender approach in curriculum | Chapter |
development Working
FORMUJER/ INFOCAL, Bolivia, 2002. Eliana Gallardo Materials
Point A
Chapter 1l
Strategies implemented for formulating profiles and training offers | Chapter Il|

with a competency and gender approach
FORMUJER/Ministry of Labour, Employment and Social Protection,
Argentina, 2002. Estela Barba
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Recommendations for incorporating the gender equity approach in | Chapter |
the identification of labour competencies

Bi-national Chile-Uruguay Co-operation Project, Ministry of Labour
and Social Security /National Employment Bureau, Uruguay; Govern-
ment of Chile: Ministry of Education, and SENCE, GTZ, Uruguay, 2001.
Officers in charge of the publication: Nina Billorou (DINAE/Uruguay),
Silvia Galilea (SENCE/Chile), Malena Laucero (GTZ). Systematisation:

lliana Pereyra/ Uruguay. General Co-ordination: Nina Billorou

The competencies identification workshop in the Graphics Industry | Chapter Il
Core of INA Experience A
FORMUJER-INA/IDB, Costa Rica, 2000. Nina Billorou, activity co-

ordinated by the Curriculum Development and Liaison components

Competency profile for technicians in Manual and Semi-automated | Chapter I
silk screening Experience A
FORMUJER - INA/IDB, Costa Rica, 2002. Nina Billorou, activity co-

ordinated by the Curriculum Development and Liaison components

Validation process. Competency profile for technicians in Manual and | Chapter II
Semi-automated silk screening. Experience A
FORMUJER- INA/IDB, Costa Rica, 2002. Nina Billorou and Enrique

Jiménez, advised by Rebeca Quiros.

Final report on the competency profile (Vegetable Micropropagation) | Chapter |

from a gender perspective Experience B
Programme for Vocational Training — National University of Quilmes-
UNQ-Fundemos, FORMUJER/MTEYSS, Argentina, 2001. Directors:
Horacio Vitale, Juan Sofiez. Coordinator: Patricia Gariglio. Technical
Team: Socio-labour area CEI-UNQ, Daniela Rufolo, Marcelo Gomez.

Profile specialist: Mercedes Rivero (not available on the web page)

GENDER AND COMPETENCY-BASED TRAINING



Gender and competency-based training 15

Dual Training Programme for Nursing Aides under a competency | Chapter Il
approach Experience A
INFOCAL Foundation, FORMUJER/Bolivia, SWISSCONTACT Yolanda
Reynaga and Annette Fleischhauer, with the co-operation of a work
team made up of Fausto Baldell6n, Francisca Hoffer, Marisol Rios,
Sandra Espada and INFOCAL, La Paz teachers (not available on the
web page)

Gender and employability: challenges and opportunities for a | Chapters|and lll
vocational and technical training policy in the twenty-first century in
Latin America

Technical Bulletin CINTERFOR/ILO No0.153, Montevideo, 2002

Sara Silveira

Conception of the document, incorporation of texts, technical and
editorial co-ordination

Sara Silveira and Nina Billorou

3. Guidance for reading purposes

As its subtitle shows, the intent of the document is to promote reflection
(conceptual contributions) concerning one of the main guiding axes of the inter-
vention model proposed: the intersection of competency and gender approaches.
Moreover, it aims to share the learning derived from how it was done, i.e., to place
at the disposal of stakeholders the methodologies and instruments developed
(tools) and present examples of the results achieved (experiences). In this way,
it is expected that samples of a suitable and coherent appropriation and learning
will be provided, both of the conceptual and methodological axes of the FORMUJER
intervention model and of the postulates of competency-based training.

This intention becomes the framework both of the overall document and of
each chapter meant to be a unit in itself. Thus, each chapter contains a first part
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involving conceptual contributions and a second part devoted to tools and exam-
ples of application.

In this way a “model to be assembled” is proposed with various possible
alternatives or routes for reading or use: horizontal, vertical, quick or synthe-
sised, according to the reader’s profile.

- If the horizontal route is chosen, the conceptual rationales of the central
theme are found in the first part of Chapter | and the presentation of its
context and the ways it is applied are in Chapters Il and 111 (competency
identification phase and curriculum design phase).

- If the vertical alternative is explored, the first part of the chapter chosen is
dedicated to the technical development of the theme (e.g., competency iden-
tification) and the second, to introduce routes and means to carry it out. In
turn, inside this second part, a distinction has been made between concep-
tual and instrumental references and concrete application examples, the
latter presented in different font and grey colour.

- If a quick and synthesised reading is needed, it is provided by highlighting

and boxes.
- Finally, if the user is a curriculum planning or development person, the
thread for this person may be vertical and limited to Chapter IlI; if the

person is a policy designer he or she may combine the vertical, giving prior-
ity to Chapter | by reading the synthesis, and so on.

As is true of every assembled text based on various individual and group
productions, some repetitions are inevitable. However, their elimination worked
against this intent to respect the reader’s choice. The repeated references, be they
among chapters or within them, are of an incremental and cumulative nature and
aim at generating self-sufficient units.

What remains, therefore, is to trust that everyone, doers or beneficiaries,
will find reasons to continue to share.

This book has been published with the support of the project INT/03/M57/UKM
“Knowledge Sharing on decent work and the informal economy in the context of
poverty reduction” carried out by the Policy Integration Deparment, ILO Geneva,
funded by the Government of the United Kingdom (DFID).
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1. The notion of gender. Gender as a social construction
What are we talking about when we talk about gender?

The gender concept is present in the formulation and implementation of
FORMUJER. It is incorporated in the expression of its objectives and as the core
of an approach that aspires to run through all actions: to incorporate the gender
perspective into vocational training, to improve the quality of training in terms of
contributing to gender equity.

FORMUJER intends to revise institutional training practices to contribute
to eliminate gender marks that fetter access of women —particularly low income
women- to different job opportunities and vocational careers. The strategy adopted
to achieve this objective conceives the inclusion of men and women as beneficiar-
ies of training proposals that promote (do not limit) “free” elections on the part of
individuals. To include the gender perspective means —for FORMUJER- to gener-
ate an encouraging environment, made up of men and women (instructors, stu-
dents), that facilitates the conversion of relations of power between the gen-
ders into relations among peers. This proposal considers the different points
of departure of individuals, but does not condition their decisions by involving
limited visions that assign to one and the other sex set roles they must play.

Man, woman, sex, gender, are concepts that it would be relevant to re-
view in order to come to an agreement and establish a common image on the basis
of which to work. From this perspective different categories of analysis may be
used.

< Dbiological or material

S socio-cultural, tied to identity characteristics, roles or specific at-
tributes

< relational, that shows what makes it impossible to define one term
without resorting to the other, either:

= explicitly (“man-woman are components of the human species, two
sides of the same coin, it is difficult to separate them to conceptualise
them; human beings with complementary biological functions”)
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= or implicitly (“the definition of woman involves economic depend-
ence, woman is associated to domestic power, man harkens back to
economic power”)!

Iz A\

While the concept of sex refers to biology, the concept of gender is based
on social factors, it is a social/ historical/ cultural construction. And
this relationship between classification of birth and assignment of roles,
ways of being, attributes, skills and expected attitudes, is what constructs
the gender identity and “produces” belonging or membership to a social

group.
\S J

Many people claim that in this sex/gender relationship the biological core
is what determines identities, i.e., that biological functions would define being a
mother or a worker.

From this point of view there is a “natural” correlate between being born a
woman and being a mother, with all the attributes assigned to this function in
terms of strictly reproductive factors, and that conditions her social being. In this
sense, there is a naturalisation of the roles of women and men. This naturalisa-
tion of gender attributes is also a social construction, is part of the social imagi-

nary.

a A\
Gender as a social construction supposes a set of tacit or explicit agree-
ments worked out by a certain community at a certain historical point in

time and that includes teaching and learning processes.
\S Y,

Gender construction is an active and subtle, more tacit than explicit, proc-
ess, that is worked out on a daily basis. It is a relationship that leads to everyone

1 Textsin italics between inverted commas correspond to participants in the Training Workshop on Competency
and Gender developed by the FORMUJER Programme/Argentina, Buenos Aires, 22 and 23 March, 2001.
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doing what is expected of them and, when this does not occur, it places belonging
to the group, membership and identity itself at risk.

Gender relations form an order characterised by its rigidity: they are
expressed through daily acts and practices with objective and subjective compo-
nents that are so rooted that changing them would seem to be a very arduous task.
Although role changes do occur (e.g., women employed as workers and men as
butlers), changes in gender order are slower.

Nonetheless, it must be pointed out that although there are socially deter-
mined and constructed spaces of power, there are also spaces of power in all indi-
viduals and in the community to revert that which would seem to be taken to be a
natural fact.

a A\
Gender construction may also be addressed as a reflexive process that
can be controlled, and therefore modified, and all persons, women and
men, take part in it with different degrees of power.

\\ J

All individuals are immersed in a gender order, in a system where gender
social relations occur and are reproduced. In the gender order a certain distribu-
tion of power operates, that is asymmetric and brings with it inequalities.

Different protagonists take part in these relations: the players of the world
of work, the political world, the women themselves. Gender relations are built
both in the public area and the private area. Public and private spaces are spaces
where relations between individuals, social relations, are put at stake. These spaces
are permeated by political and economic power factors that structure and define
an order and some gender social relations. In a similar manner, other social rela-
tions of race and social class are structured.?

2 To enlarge on this concept see, for example, Scott, Joan, “El Género: una categoria Gtil para el analisis
histérico™; in Género: la construccion cultural de la diferencia sexual, compiled by Marta Lamas; Universidad
Auténoma de México, Programa Universitario de Estudios de Género, Mexico D.F., 1996, pp. 265-302.
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What is being referred to when speaking of public space and private space? What is the
sense of analysing gender relations in these spaces within the framework of institutional

interventions?

There are different areas of interaction among individuals. The lines which
separate them are not partitions that prevent communication: they are not sepa-
rate areas or spaces. The rules and regulations that originate or predominate in
one of them can influence the constitution of the others. Nonetheless, as we shall
see further on, there are “rule producing” spaces and spaces that are rather “re-
productive” of the rules.®

Public space Public space
Community Political
Civil Society State
Law/Power
Private space Private space
Enterprises Home/Family
Market Couple/Intimacy/Sexuality
Money/Power Maternity

There is a political/state public area where laws and rules that regulate
society are defined, and a community public space, of the civil society, which
is less powerful but that influences or may influence the building up and dyna-
mism of the political structure. The former is a strong space and the latter is a
weaker and more invisible space.

In formal terms, if we look at the political public space, the “photograph”
we see is that of a predominantly male sphere, basically occupied by men who are
in charge of the decision-making positions. The exclusion of women from this pub-
lic space has been related to restrictions to their power.

3 To enlarge see Fraser, Nancy, “;Qué tiene de critica la teoria critica? Habermas y la cuestion del género”, in
S. Benhabid and D. Cornell, eds., Teoria Feminista y Teoria Critica, Edicions Alfons el Magnanim, Valencia,
1990.
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Places for women have been opening up in the public space of the civil soci-
ety, but their power is relatively limited, although they are able to influence and
process changes at the political level.

There is also a two-sided private space. One strong side, that has power,
in this case economic power, that refers to the world of enterprises and of the
market. On the basis of this economic power an order is constructed and resources
are distributed that are at the base of socio-economic relations and levels. Within
these asymmetrical relations and at all socio-economic levels a classification by
sex is also made, gender relations are reproduced.

This is a strong private space that defends its power over money, protect-
ing itself from public interventions. The political public power —coming from the
State— can influence the transformation of the relations that are built up in this
sphere, with equity criteria in resource distribution.

It has been and continues to be quite difficult for women to enter the sphere
of power represented by enterprises and the market, and even more to hold pow-
erful or decision-making positions.

Finally, there is a domestic private sphere where a gender order is repro-
duced that is defined by political power, by the standards institutionalised by law
or by customs. It is an area in which women formally occupy power and is com-
posed basically by women, children, the elderly, but in which real power is not
necessarily feminised. It is a space of conditioned decisions, a sphere of power “by
elimination.”

It will be important to take into account variations regarding gender rela-
tions —especially in the sectors most affected by poverty and unemployment—where
the presence of women in charge of their households becomes more durable and
the periods of male unemployment become longer. What are the implications of
these formal changes for modifying the gender order and, therefore, for assigning
roles and power in the private or domestic sphere?

Public matters are regulated and this regulation influences private mat-
ters. The State, through its policies and laws, intervenes in private matters: in role
organisation and distribution within the domestic sphere, family intimacy, the
couple.

Polarisation between public and private can make one expect that private
matters —in either of their two “sides” (intimacy, marriage, labour relations, etc.)—
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are not regulated from outside, but rather are also regulated privately. It would
thus seem that “private” means not regulated by the State. But the order defined
by standards influences private matters; in this case it reproduces gender and
power.*

On the other hand, the separation between public and private has left out
of the responsibilities of State regulation the establishment and application of
rights® that should be guaranteed by the State: the right to intimacy does not
include the right to violence, torture, rape or mistreatment.

The private/domestic sphere is a place of intimacy, feelings, but also of con-
flict, struggle, and of submission subtly defined and decided from a space of
masculinised power.

(" A\
To progress in the change of this gender order that crosses different ar-
eas, implies working in all those directions. Any strategy that proposes
to remove barriers to establish more equitable social relations will have
to consider that gender relations occur and are reproduced in all these
spheres and that intervention in one of them will mobilise reactions or
find limitations in the others.

\ Y,

FORMUJER, an intervention in the field of training for work, intends to
act on those different spheres, through actions that review and question their
gender and power practices.

Which ones?

= Those of the public power of the State (the rules and regulations,
policies and practices of the State, training institutions, other organi-
sations and social programmes linked to training and employment poli-
cies).

4 Think, without going any further, of the profound debates and incidences that are unleashed by laws on
family planning or reproductive health, or on parental authority.

5 Also of other groups subordinated in power relations, such as children, for instance. See how, in terms of
public policy, women are located together with minors, the disabled and other disadvantaged groups.
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= Those of the private enterprise and market sphere (through analy-
sis of their behaviour as regards training and gender, in dialogue spaces
and in the construction of strategies aimed at employer sector refer-
ents).

= Those of the domestic private sphere (when women and men review
gender conditioning in their history and their project).

= Those of civil society (acknowledgement of gender relations in the com-
munity context; revision of practices in institutions with a history in
attending the target population).

2. The gender perspective
Whatisitand whatis it used for?

Itis an instrument designed to get a close look at reality, calling into ques-
tion the relations of power that are established between the genders and in
social relations in general.

Denaturalising the perception of being a man or a woman and attribut-
ing to their roles and attributes a socially constructed nature, enables a
deconstruction and a different view of their place in society.

From this perspective one can also see that gender differences are the
basis for ascriptions of unequally distributed power. This unequal distribu-
tion of power is at the base of the segregation of men and women on spaces, tasks
and occupations; some “protections” on the basis of their sex, that limit opportuni-
ties for women; and serious legal vacuums that leave them vulnerable when faced
with abuse or mistreatment.

There is a gender order that regulates asymmetrical relations to the detri-
ment of women in the public sphere and conditions their choices and decisions in
the domestic sphere.
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The gender perspective allows the social construction of gender to be-
come visible. However, while making these socially constructed
“naturalisations” visible, this methodology may help to interpret other
mechanisms of social exclusion or discrimination that reinforce gender
mechanisms (poverty, racism, mortality, violence) and to analyse or
deconstruct other social relations of political, social or economic
power. This category of analysis also allows other inequalities to be
identified and visualised.

\\ J

In short, the gender perspective is, simultaneously, a conceptual frame-
work, a methodology of interpretation and an instrument to look at reality.

3. Gender and labour market structure
What does “a gender perspective” mean?

How are gender relations expressed in the world of work? What places do
men and women occupy in that sphere? What features are identified in the labour
market structure when the latter is analysed from a gender perspective?

Information available on the labour market must be analysed from this ap-
proach because the gender perspective helps to interpret existing data and create
new indicators.

The analysis of information describing percentages of men and women
grouped in such and such category is not gender analysis. It is a first dimension of
the analysis, although it is not enough. To simply count the number of unemployed
or employed men and women who earn up to such a level of income or who have
reached a certain level of formal education is not to incorporate the gender per-
spective in socio-labour information analysis. One “looks” from a gender perspec-
tive when asking why, when those data are questioned and an interpretation is
sought regarding what behaviour(s) or social practice(s) are behind them.
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Itis necessary to open the research on aspects that are not explicit, that are
more qualitative, referred to effects or impacts that are generated as a conse-
guence of being in one or another social, economic or labour situation (unemploy-
ment, precarious employment, income received, etc.).

The construction of gender indicators to look at the job market implies, in
the first place, to broaden or extend the concept of work to unpaid work in order
to be able to measure the real and differential load of responsibilities by gender. It
also means that a different methodology must be used to obtain and build-up in-
formation: to place a value on the recovery of personal, collective histories, using
gualitative research techniques, among other controls.

z A\

Methodological notes for constructing indicators and information
with a gender perspective®

To introduce a gender perspective in the construction of a system of in-
formation implies:

e To review research procedures
e To contextualise information

e To develop participative practices in the construction of a system of
information

= To ensure the participation of the population involved

= Toensure a multidisciplinary viewpoint

Procedure:

1. Defining a problem on which intervention is needed with the partici-
pation of the players involved.

2. Gathering existing information that may contribute to explain the

problem.
\S Y,

6 Notes taken during participation in the INET/GTZ Workshop co-ordinated by Braig, Marianne, Argentina,
October 1999.

GENDER AND COMPETENCY-BASED TRAINING




Quality training in equity conditions

3.  Reviewing it and analysing it with a gender approach:

3.1. When reading available data: a) making differences between men
and women visible, and b) measuring the differences.

3.2. Identifying effects and causes on men and women, of the situa-
tion identified by the data.

3.3. Identifying advantages and disadvantages for men and women
arising from that relationship or position.

3.4. Identifying the players who are part of the problem and of the
information in place: considering that there are interests, sec-
tors not represented, and that the view of the “experts” prevails
and not that of the population “affected” by the problem. Consid-
ering that there are no integrating or multidisciplinary ap-
proaches in the definition of problems and information.

3.5. Defining the limits of available information.
4. Defining the kind of information needed (variables, indicators).

5. Defining the way to obtain it (research methodology and construc-
tion of a system of information).

6. Reconstructing the information and the problem.
\S Y,

Considering that the data implicitly or explicitly include the construction
of a “problem” and that this view may be sexist and not gender-based.
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4. Gender and vocational training
Why “vocational training with a gender perspective”?
Why “focus on the individual*?

The changes manifested in the economic structure and in the organisation
of production and labour have questioned the place of education and technical-
vocational training. New needs and challenges of the labour market have led to a
crisis in those systems so that their previous modus operandi did not provide
sufficient responses to prepare people for insertion in the labour market. This
occurred partly because of this same labour market crisis —the formal sector in
particular— and partly because strategies have to be reconsidered to respond to a
scenario in permanent transformation.

The growth of the service sector, the industrial crisis, as well as technologi-
cal and organisational changes, also question the place of technical-vocational train-
ing, traditionally oriented towards training in trades linked to industrial produc-
tion. The concept of vocation or trade is devalued when faced with an expectation
of more polyvalent performance, linked to bringing technical wisdom integrated
with knowledge, skills and more general attitudes shared by different work proc-
esses. Traditional educational “credentials” (technical degrees) thus lose their value
and simultaneously demands appear for more “certifications” that describe the
competencies developed.

Due to these changes, there is an area in which the players of the training
field must begin to make inroads to provide more adequate tools. This area refers
to labour competencies. What is suitable training in this context? Which are the
competencies that are needed and that are valued in the world of work? This is a
search that must be shared by institutions and players of the world of work alike:
entrepreneurs and workers, both male and female.

Some expressions of the changes occurring in the economy and labour (the
growth of informality, unemployment) have also questioned the modes of partici-
pation of men and women in the occupational public sphere and in the domestic
sphere. Many women have entered the job market (the rate of female participa-
tion is growing) to insert themselves in precarious and unstable jobs, competing
with men for increasingly scarce spaces. Men and women begin to occupy places
that are significantly different from those traditionally assigned to the social and
sexual division of labour. These changes question the “natural” quality of the trans-
mitted and assumed roles and proves, once again, the constructed nature of same.
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Faced with these changes and questions, it becomes inevitable to ask one-
self about the place and space of vocational training to improve the situation of
men and women in this scenario, promoting equity relations, and about how that
training should be like. These are, at least, the central questions asked by
FORMUJER.’

What is the scope of action of training institutions?

Vocational training cannot provide a response to everything; there are also
other tools and instruments of public policy or sector action that can have a bear-
ing on improving the insertion possibilities of men and women. Training, how-
ever, has a space and area of responsibility of its own in the scenario described
above; it is the meeting point between the needs and possibilities of the produc-
tive system and of they who produce, men and women.

From their particular area of responsibility, vocational training institutions
relate to male and female employed and unemployed workers who seek to im-
prove their employment status; to private enterprises to which they provide serv-
ices; to local organisations that are reference points of the social, political and
labour contexts.

Iz A\
Vocational training institutions, through their action, are able to gener-
ate strategies towards those diverse insertion spaces of these players.
And it is that comprehensive and strategic vision which shall enable them
to better fulfil their function: to prepare individuals to act in a certain
economic, social and labour context. Thus the institutions can become
“hinge” instances between the different areas and intervene in different

directions.
\S J

If the place of training in the construction and transmission of knowledge is
acknowledged, its potential for change can be properly valued. To do this it must,
inter alia:

7 To enlarge, see FORMUJER, “Incorporacion de la perspectiva de género en la formacion profesional -.
Materiales Didacticos,” Cinterfor/ILO; Montevideo, 2001.
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= Review in educational practice the explicit and hidden messages of cur-
riculum planning that in some cases strengthen but in others limit the
real potential of individuals.

= Pay attention to the signals of the context to adapt and make more
relevant and valuable their supply.

What should training be like? What aspects of its intervention can the institutions revise

to promote change in several directions?

As has been seen, changes in the organisation and in the work process and
the crisis itself of the labour market (unemployment, precariousness, informality)
guestion the concept of profession or occupation and establish a broader and more
dynamic conception of the contents of the work itself, as well as new requirements
for workers.

If technical contents quickly lose their currency due to the dynamic nature
of the innovations in the work process, and skills and general competencies re-
lated to management, teamwork, tolerance of uncertainty, among others, become
relevant in labour performance, it will no longer be sufficient to centre training
exclusively on those technical contents.

Training centred on contents does not identify the individual who is to be
worked with, nor the context. It is far from the individual although the contents
may be properly addressed technically.

z A\
If the objective of training is to contribute to improve the individual’s

conditions of performance, the focus must then be displaced towards
the individual who learns, and competencies that transcend and cross
various performances during the whole of life and in different occupa-
tional fields must be recovered in the individual’s job histories and in his/
her experiences. From this perspective, institutional learning must be
combined and assess the learning of individuals.

The incorporation of the gender perspective into training reinforces this
approach because it helps to understand that a person is much more than
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(" A\
his/her technical knowledge: he/she is an individual, of a certain age, gen-
der, family status, history, located within a community and from that situ-
ation he/she must construct his/her training, employment and labour
project.

\S J

In institutional practice there are aspects that may be reviewed in the light

of these approaches. For example:

>

Updating and sensitising technical teams, executives and teachers on
the basis of a critical analysis of their approaches and knowledge brought
to bear in training.

Revising the contents and methods of the curriculum.

Certifying profiles and competencies or validating the supply by ac-
knowledging different players.

Finding mechanisms to update the curriculum. Integrating and com-
bining disciplines to build up the supply, co-operate among different
technical and occupational fields, paying attention to the cross-cutting
nature of many of the competencies valued in job performance.

Revising the framework of players who intervene in the local labour
context and towards whom interventions will have to be articulated.
Identifying new players (Will those we know traditionally be enough?).

Paying attention to the levels of participation of women and men in the
courses and also to the conditions in which they do so. Observe “how
they do it”. Consider the different modes of participation in the proc-
esses, to design the supply, leaving stereotypes aside.

7

The inclusion of the gender perspective should, therefore, run through
the definition of contents, methodologies, global construction of the train-
ing supply and institutional practice itself. A perspective is a conceptual
and methodological frame of reference. It is not a content, a module or an
isolated activity. It cannot be other than a cross-sectional approach that
addresses the training modus operandi in its entirety, in the different
specific fields and in institutional work.

N

J
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5. The competency approach in training for work
What are competencies and how do they contribute to training?

Changes in the world of work are progressively leading, more or less quickly
according to sectors and enterprises, to profound changes in job content, qualifica-
tions required and the demand for knowledge.

The success of enterprises traditionally depended on the relevance of the
decisions taken by management. Responsibility for their viability fell exclusively
to the highest hierarchical levels, and workers, both male and female, had to carry
out the tasks assigned to them by those senior levels. Rapid change, more intense
competition, and new forms of work organisation have led, in the present context,
to many workers, both male and female, taking on a share of significantly greater
responsibility, because they must face multi-dimensional situations in work that
are less routine, where external control is less possible and that, therefore, re-
guire greater autonomy, decision-making and creativity. To be competent in the
new contexts implies to be capable of learning and solving unforeseen situations
as well as, complementarily, to develop a reflexive attitude towards work.

This context poses new challenges to education in general and, especially,
to training for work, which must improve the quality and relevance of training
supply. It is in that line that scientific and technical players and communities
linked to vocational training and, more broadly, to the relations between educa-
tion and work, as well as to human resources and labour relations, have been
resorting to the labour competency approach to describe, explain and design suit-
able strategies and systems of intervention in the face of the intense transforma-
tions in the labour world. Although traditionally vocational training was defined
on the basis of supply, i.e., on the basis of the knowledge available in the institu-
tions, today it is indispensable to gauge the productive context to identify training
needs, and only on this basis can the form it shall take be defined. In this sense,
the incorporation of the competency approach to training is a response to this
demand, i.e., it contributes to relevance.

Origins and approaches

Among the different currents that address the subject of labour competen-
cies, two trends may be identified. One places the stress on visible performance,
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the other on the abilities (knowledge, skills) of the individual. The former, pro-
ceeding from behaviourism, attaches priority to clarity and objectivity in the defi-
nition of results to be achieved in terms of observable behaviour. The latter,
rather, is more concerned with the cognitive processes (although, in general, in
terms of conceptual knowledge) of the individual that would be at the base of their
behaviour, but are not to be observed directly.

A holistic view? allows observable performances to be integrated with more
complex cognitive capacities, overcoming that dichotomy, since it takes into ac-
count, not only the results to be achieved (performances) but also the necessary
processes to achieve them (thinking strategies).

z A\
From this point of view “vocational competency” is defined as a set of

knowledge, skills, abilities and attitudes that an individual combines
and uses to solve problems related to his/her vocational performance,

in accordance to criteria or standards from the professional field.
\S Y,

This notion of vocational or occupational competency defines three di-
mensions that are important for quality, relevance and, as will be enlarged upon
in the next section, gender equity in training:

> Individual potential. This refers to the knowledge, skills, abilities and
attitudes that constitute a package of learning belonging to the individual.®

= It is not a case of specific knowledge proceeding from a single field of
disciplines (academic knowledge), but rather a combination of “learn-
ing” of different kinds and origins, that the individual brings to bear in
concrete situations, to solve the problems he/she encounters in their
professional practice. That is to say, the combination is an action un-
dertaken and decided by the individual, and is not something given.

8 Gonczi, Andrew, “Enfoques de la educacion basada en competencias: la experiencia de Australia.” La
Academia, September-October 1997 — Hemeroteca Virtual ANUIES, UNAM, http://www.hemerodigital.
Unam.mx/ANUIES

9 Likewise, some authors (including Gonczi who has already been quoted herein) consider that competencies
are “attributes” or “qualities” of individuals.
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“...the notions of combination and context are essential. Competency is
not the simple sum of particular knowledge and/or skills. Competency
constantly articulates, composes, doses and weights these various re-
sources and is the result of their integration.”®

= Italso means that the abilities, knowledge, skills and attitudes must be
in some way “available” when the individual needs them, i.e., when his/
her vocational performance puts them face to face with the need to
solve situations and problems, whether or not foreseen.

= Finally, it recognises other fields, besides the academic field or that of
systematic education, as a source of learning production: labour, social,
community and domestic practices confer knowledge that is integrated
into that which is acquired in academic environments.

S Performance, that is a situation of activity on the part of the individual
that involves certain features: it is a necessary activity for the achievement
of the results demanded by the vocational environment, and presumes vari-
ous degrees of complexity and of demands as regards learning and skills to
be brought to bear.

= Itis necessary to clarify that competencies are not only manifested but
are constructed on the basis of performance. Indeed, the competency
acquisition process cannot be conceived as a phase of conceptual acqui-
sition, followed by a phase of “practical” application. Rather in prac-
tice itself competencies are also built and learning and concepts are
developed. The result of the existence of gender marks in “socially ac-
ceptable” performances for women and men, would be an unequal de-
velopment of competencies that are constructed in occupational, com-
munity and family practices.

= The determination of competent performance presumes an identifica-
tion and definition of training components on the basis of the relationship
between players who intervene to decide what it is, through a social dia-
logue centred on training. Employers, workers and experts, both male
and female, trainers, users; they all define from different places the acqui-
sition of learning, the “learnings” that must be brought to bear.

10Le Boterf, Guy, «Cémo gestionar la calidad de la formacion,” Edipe, Barcelona, 1993.
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> Social recognition raises the point that competencies are creditable, i.e.,
they are eligible for “credit” or recognition from a social point of view. Stated
otherwise, competencies are validated according to criteria from the pro-
ductive and professional field, acknowledged and valued socially, expressed
as standards. !

= These standards, in turn, operate as a guide for competency evaluation
and also for the design of training supplies, whereby they become train-
ing quality criteria.

= Because of that, it is necessary to take into account knowledge arising
from the roles traditionally assigned to women, which is not usually ac-
knowledged and, therefore, it is not credited as occupational competen-
cies or in the construction of standards or rules. In particular, it is neces-
sary to make visible and place a value on learning linked to agender
position and that is the result of different roles traditionally assigned
and assumed by men and women in the public and the domestic sphere.

(" A\
The incorporation of the competency approach in education for work

makes possible the improvement of the quality of the learning processes
and their results, considering their value in terms of employability, when
learning is identified and developed that is transferable to different situ-
ations. This means we must establish —from the training field— fluid rela-
tions with demand and also with the target population. Thanks to the
former we will be able to keep the supply updated, while the latter will
allow training to be defined in terms of the points of departure, expecta-
tions, learning and skills of the beneficiaries. The reference to the point
of departure of the individuals allows the introduction of specificities,
regarding the position of these individuals in social relations (gender,
class, etc.). The adoption of a competency approach that is not centred on
individuals affects the quality of training, since it does not identify as
competencies with a value for performance in the labour market, learn-
ing, skills, attitudes acquired as a result of gender that, in general, are

naturalised and invisible.
\S J

11They are also often called “professional standards”, a term that includes quality requirements in productive
performance.
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6. The Intersection of gender and competency approaches
How do competencies relate to gender?

The adoption of the labour competency approach does not necessarily
imply the inclusion of a gender approach. Furthermore, when attention
is paid to the requirements of the world of work and to consensuses sur-
rounding comparable standards, it is often more difficult to identify com-
petencies acquired in family and social life. These competencies, if they
are not systematised, are not acknowledged in the professtional field and
appear as “naturalised”, and thus are not taken into account in training
areas as valid learning in the development of vocational careers.

\\ J

The last decades have been marked by the massive incorporation of women
to public spheres and, particularly, to the labour market. However, employment
of women has been found to be concentrated in a small and specific number of
sectors and occupations considered to be typically female. This occupational seg-
regation has negative effects at different levels: it limits vocational options and
the development of careers; it is excessively demanding in terms of qualifications
and dedication; there is no access to dynamic sectors and “lead” enterprises; wage
discrimination; persistence of poverty. In that sense, some authors point out that,
mainly in the industrial sector, the juxtaposition between taylorism and flexible
models can be matched in many cases to feminised and masculinised sectors, re-
spectively.

So, and as has been pointed out at the beginning of this chapter, the con-
stant assignment of some functions and activities to women and men, according to
supposedly natural “conditions”, in fact provides them different opportunities both
at the employment level and at that of the development of their competencies
through performance.

The gender perspective shows how human groups, on the basis of biological
differences, construct the concepts of masculinity and femininity and symbolically
attribute different characteristics, possibilities of action and valuation to women
and men, producing non-equitable social systems in most societies. A process that
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does not take into account and analyse underlying models, that is considered “neu-
tral”, may possibly be building on situations of discrimination, exclusion and de-
valuation. It is necessary to integrate into this approach the principles of equality
of opportunities and of treatment on the job, in which learning, histories, different
ways of doing things are identified and are recognised as such, without pitting
themselves against or weakening each other.

In the case of competency identification, players (entrepreneurs, workers,
State representatives, trainers, both male and female) often define the different
forms of learning by implicitly assigning to them a gender connotation. The as-
signment of gender to that kind of learning is also a social construction arising
from the view the players have of what men and women know, can and want to do.

Iz A\
The attributes assigned to men and women are “crystallized” as male and

female competencies, as male and female tasks or professions. This attri-
bution of gender conditions competencies and can be evidenced when we
observe people of the same sex undertaking different competencies, ac-
cording to how they learned to do so in their community of reference or
their social situation.

Knowledge is a cultural construction. There is no determining rela-
tionship between a person’s sex and their capacity (power and will) to

undertake a task.
\S J

For example, physical strength, conceived basically as a feature of the male
gender, is associated with certain activities. With technological change, this physical
strength requirement for some tasks ceases to exist. Therefore, there would be no
impediment, even if differences in physical capacity were valid, to women enter-
ing traditionally male professions. There is, however, a history of the professions
and functions that links men to performance that requires “physical strength” and
that continues to be thus considered even when the requirement in the case of
that occupation disappears.

Both men and women are conditioned to develop certain competencies. In
the world of work, sex seems to be a competitive advantage or disadvantage in
itself. As it does belonging to certain social groups.
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Social perception makes a gender attribute to be considered a com-
petency.

How does the intersection of competency and gender contribute to training?

It is on those grounds and with that conviction that the FORMUJER Pro-
gramme promotes the incorporation in training policies of the competency ap-
proach, enriched and strengthened by the gender approach.

@ N
The “intersection”of the labour competency approach with the gender per-
spective in training makes it possible:

S to respond to the challenge of paying attention, simultaneously and
in a coordinated manner, to the needs and potentialities of individu-
als and employment. By including both pillars of training it is being
assumed that training is a tool to promote inclusive and equitable
social and economic development;

< toapply one of the most important criteria of training quality: its
employability value, i.e., to what extent does training qualify women
and men to perform professional functions, in a variety of contexts,
and allow them to develop the ability to “find, create, preserve, en-
rich their jobs and change from one to another, obtaining thereby
personal, financial, social and vocational satisfaction”;?

< toincrease the opportunities of individuals, taking advantage of ca-
pacities and resources in enterprises and in training processes;

< todenaturalise and later question the invariable assignment of a cer-
tain identity to men and women and to introduce this perspective to
training, removing the barriers that impede to acquire knowledge and
skills that have traditionally been banned to men or women.

\\ J

12Ducci, Maria Angélica, “La formacion al servicio de la empleabilidad,” Boletin Tacnico Interamericano de
Formacion Profesional, No. 142, Cinterfor/ILO, Montevideo, 1998.
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z A\
Both approaches:

< centre attention on an individual located within a social reality
that conditions him/her but who is able to transform it on the basis of
personal and collective strategies and learning;

< promote the consideration and valuation of diversity as an at-
tribute of individuals and of reality that enriches and increases the
dynamism of social relations, while making possible and favouring
sharing and learning. They acknowledge and take advantage of dif-
ferent spaces for learning and the production of knowledge. They
facilitate the construction of personal histories suitable for diverse
interests and also varied reference environments;

< start from the comprehensive acknowledgement of an indi-
vidual who uses capacities and life experience, knowledge, feelings
and values that nourish both his/her physical and intellectual and
social dimensions.

\ Y,

How and where is it applied ?

It seems evident, because of all this that has been stated herein, that the
adoption of this dual approach should occur in the entire modus operandi of the
vocational training institutions. That modus operandi is manifested by means of
institutional goals, objectives and curricula. Stated otherwise, in institutional stra-
tegic planning (in which principles and goals under which activities shall be car-
ried out are made explicit) and in curriculum planning (going from the design to
the organisational and administrative implementation of the curriculum).®®

Besides their visible elements and contents, both planning exercises ex-
press institutional practices, i.e., representations about the meanings of stand-
ards and behaviours, expectations, prejudices and coding systems imbued by in-
stitutional culture and interpreted on the basis of the particular experiences of

13 During this entire work the terms programme of studies, curriculum and training programme shall be
used as synonyms.
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the individuals involved. These manifestations and representations configure what
has been called the “hidden curriculum”, i.e., the system of standards and sig-
nals that implicitly indicate which forms, attitudes and behaviours are sanctioned
by institutional culture and turn out to be legitimate or not according to those
cultural patterns. And they act as a frame of reference that guides the definition
of goals and objectives, the organisation of activities, the choice of materials, the
images used in the educational process, orients the language and attitudes brought
to bear in teaching practice, learning stimulation and evaluation criteria, etc.

(" A\
Therefore, the adoption of a conceptual and methodological frame-

work centred on relevance with regard to the beneficiary popula-
tion and the context, that focuses on the person located in a specific
economic and occupational reality and recognises and interprets this hid-
den curriculum, sources and is expressed both in policy definitions and
in methodologies, tools and strategies that are brought to bear to make
them areality.

\S J

In the series of publications that is being developed by the FORMUJER
Programme to share its proposals and systematise its results and concrete experi-
ences, different aspects and components are addressed and analysed that, to its
belief, must be taken into account for the implementation of a vocational training
policy that is meant to improve the employability of individuals, especially poor
women, and gender equity in the labour market.

This publication focuses on curriculum development and planning and,
more specifically, on the assesment and design phases in which the intersection of
competency and gender approaches is decisive in relation to conceptual, meth-
odological and instrumental aspects. The intention of the following pages is to co-
operate with the task of those who are interested in applying both approaches in
curriculum development, sharing some reflections on what has been done from
the vantage point of FORMUJER and providing examples of achievements that,
doubtlessly, are in the manner of a “first draft” to be improved and enriched by
whomever believe they can be of use.

14To go into further depth regarding this concept see FORMUJER, “Incorporacion de la perspectiva...,” op.cit.
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A. Key questions for including the gender and competency approaches in

curriculum planning

B. Checklists for incorporating the gender and relevance approaches in

curriculum development phases
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A. Key questions for including the gender and
competency approaches in curriculum planning

For purposes of this document, curriculum planning means the process that
organises training supply. It begins with the identification, definition and draft-
ing of the curriculum and ends with the evaluation of its results.

A curriculum development that incorporates gender and competency ap-
proaches should at least provide an answer to the following key questions:

Who is receiving training?

What kind of training are they receiving?
What for?

With whom?

How?

L 20 N N T

When?

In order to support this incorporation, a model is provided below in which
the main “gender risks” to which attention should be paid are examined and some
recommendations are set forth to guide the construction or modification of the
curriculum.

Who is being trained?

= The “target group” must first be defined. A course designed for men
or women should not be planned in a neutral manner, without taking
into account differences in points of departure, ways of learning,
expectations. What entry point competencies do men and women have?
Do they start from the same point? Do they have to learn the same
things? It will be necessary to consider differentiated socialisation
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processes as regards the disciplines and professional fields in which
work is carried out.'® If the proposal is homogeneous or neutral and
does not take into account previous differences, it may increase their
depth and turn them into discrimination.

= Find out what knowledge and skills training beneficiaries already
have. Considering knowledge previously acquired in other training and
on-the-job experiences (paid or unpaid) makes it possible to guide the
design of the supply by contrasting them with performance requirements
(updating contents, posing levelling scenarios and differentiated learning
modalities).

What kind of training are they receiving?

= Dynamically define the contents of training present in profiles and
in competencies. If training is defined as a reciprocal relationship with a
changing and dynamic labour market, the curriculum must foresee the
incorporation of these changes.

= Consider the complexity of the processes and identify the different
stages where there are several operations. For example, for process
automation (PLC) certain basic competencies must be mastered, the person
must be introduced to a new technology, learn to think with new logical
attitudes, the binary system, programming, combinations, regulation, con-
trol, comprehensive knowledge, teamwork.

= Determine the profile, defining more and new competencies,
especially those referring to relational and personal capacities, attitudes,
etc.

=>» Incorporate information proceeding from follow-up of individuals,
as guidance to up-date the supply.

= Work on citizens’ rights in the curriculum to strengthen the position of
training beneficiaries.

15The difficulties women experience with mathematics is a well-known myth that leads to all kinds of
arguments.
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What for?

=>» Focus on individuals. This implies to preserve spaces of autonomy and
critical reflection in relation to the requirements and demands of the
market, and to be coherent with the main commitment of training which
is to individuals and their potential, conditionings and expectations, which
must be included in training plans.

= Promote change of the situations of inequality existing in the labour
market by means of an analysis of the relations of power and
inequity. This becomes a strategic objective of the training plan.

With whom?

= Promote the intervention of players from different origins (for
example, enterprises of the same sector but of different characteristics,
labour exchanges, users) in the different stages of the process (definition
of profiles, design of materials, evaluation).

=>» Step up the diversification of learning spaces and areas, generating
labour networks and articulating interventions.

How?

=> Critically review the history of tasks and professions when buil-
ding up a vocational profile. The labour market was structured as
predominantly male, the entry of women has occurred later and the profiles
were assembled on the basis of the features assigned to males.

= Make gender differences visible throughout history and at present, in
the labour market and in institutional practices, work on them from the
design and teaching practice stages, to avoid or neutralise them.

= Adjust the supply taking into account the different learning
modalities and requirements of men and women, considering:

v' Areas and places where activities are carried out (distances to be
covered, sanitary infrastructure endowment).
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v Devoting or assigning time to learning activities to compensate the
familiarity of males and females with certain techniques, instruments
or contents.

v Teaching resources suited to learning modalities or processes that are
differentiated according to gender, reference group.

v Qualifying different modes to access information (in the summons, in
the learning situation).

=>» Consider theoretical work phases and also practice phases, in order
to develop competencies through performance.

=» Organise supply into modules and integrate it into a logic of projects:
v Integrate into each module the vision of the entire training process.

v Certify partial histories with employability value.

= Adjust schedules and the length of training actions to needs, related
to the social situation, age, and the life cycle of women and men.

As is true of all planning, the curriculum planning has different phases for
which these questions contribute important inputs. The phases are neither linear
nor consecutive but rather are elements of the cycle of a process and of constant
feedback where some moments exist that are identifiable and the emphasis of
which (research, execution, etc.) leads to their name. This process can clearly be
seen in the following chart:

PLANNING PHASES

@LEMENTA@ D
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Assesment: an analysis of context is performed in which training pro-
grammes and target population programmes will be developed. It is reseach
time. Who is receiving training? What kind of training are they re-
ceiving? What for? With whom? and, in the competence-based training
methodology, it involves the identification of competencies and the work-
ing out of a Vocational Profile.

Design: proposals are developed in response to detected needs and situa-
tions. Titling, duration, contents, structure, teaching and learning method-
ologies and strategies, teacher training requirements, evaluation strate-
gies are determined and curriculum materials are developed. It is the stage
at which the answers collected in the assesment phase are made opera-
tional and the curriculum is developed.

Implementation: steps are taken to procure the various elements needed
to put the curriculum proposal into practice. The delivery modalities, time
schedules, and location of the courses are revised and adjusted, teachers
are selected or trained to attain suitable profiles, means and resources are
made available, the supply is disseminated, the beneficiary population is
convened and selected, if applicable, practical learning is instrumented,
etc. In this phase the inputs of the questions With whom?, How?, When?,
are basic.

Execution: the courses and their administration are put into practice,
internships or the practical phase are undertaken, information is systema-
tised and the evaluation process is begun, especially the evaluation of train-
ing, processes and learning. Labour intermediation in all its aspects also
belongs to this stage (training for job searching, conclusion of the occupa-
tional project, labour exchanges, insertion monitoring, articulating with local
and sector agents, etc.).

Evaluation: Although evaluative research is in place at different moments
of the process, it is more intense at the end of the process because the infor-
mation collected feeds back to and reorients actions. At this time an evalu-
ation of impact is undertaken to validate, extract lessons and information
that can source future interventions.

GENDER AND COMPETENCY-BASED TRAINING




Quality training in equity conditions

B. Checklists for incorporating the gender and relevance
approaches in curriculum development phases

In order to simplify the task of the persons involved or who are responsible

for the different curriculum development phases, the considerations and reflec-

tions posed so far are provided below as checklists. They can be used as an instru-

ment/ guide before beginning the activity or for purposes of evaluation (their own

or that of third parties) of its actual consideration and of the relative importance

assigned by each executing team to the item, in accordance with the circumstances

and peculiarities of the institution or programme.

a.  Gender approach in the analysis of curriculum development phases

1. Assesment

1.1.

1.2.

1.3.

Persons carrying out labour market studies, occupational analyses and
materials, sensitised and informed about gender.

The studies consider the specific situation of men and women

1.2.1. Data by sex is available: how many men and women, what each
one does, in which sector, etc., both in their training and in their
occupational field.

1.2.2. Advantages and disadvantages for men and women are identified,
arising from their position in that occupational field or in that
training field.

1.2.3. Problems arising from their insertion in this training or
occupational area, as manifested by men and women, are
identified.

Competencies arising from family and community experience are
incorporated into occupational analyses, making them visible and
placing a value on them.
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Curriculum design

2.1.

2.2.
2.3.

24.

25.

The individuals drafting the programmes have some training or
sensitivity regarding gender.

Curriculum design is expressed in inclusive language.

The formulation of competencies and the vocational profile makes visi-
ble and places a value on all activities undertaken by women and men,
whether they seem “naturalised” or not.

Objectives, contents, resources and activities expressly consider the
participation of men and women with a non-sexist or discriminatory
criterion.

The persons producing the materials, disseminating them and promoting
the courses, and choosing the beneficiaries, are sensitised and have
some training in the gender approach.

Implementation

3.1.

3.2.

3.3.

Teaching support materials and resources (texts, illustrations, slides,
etc.) consider men and women with an equity perspective, in images,
language and contents.

Promotion activities for enrolment of women and men for training
consider their needs and problems both in images, in texts, and in the
strategy used.

Institutional or extra-institutional articulations or spaces are planned
to compensate for or attend to family and other problems that may have
an impact on the training process of the participants, both male and
female.

The actual training process

4.1.

4.2.

The instructor and teaching staff is sensitised and/or have some training
in gender.

The instructor and teaching staff considers and reviews its practices
(hidden curriculum) with regard to the “official” curriculum from an
equity perspective.
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4.3.

4.4.

4.5.

4.6.

4.7.

Teaching methodologies and practices consider the interaction of both
sexes and make sure they identify (to promote equality) gender
stereotypes in the distribution of tasks and activities in the classroom/
workshop/learning space.

Gender marks that appear in learning environment practices are made
explicit.

Gender marks that appear in all institutional practices are also made
explicit: division of duties among teaching staff, access to lead positions,
decision-making opportunities among the staff of the institution, etc.

Differentiated actions are envisaged that favour a change in patterns
imposed by the culture that prevent “learning” of certain skills or
contents on the part of women and men (learning schedules, reserving
mixed spaces, or for women or men exclusively, to analyse certain topics).

Support or compensatory strategies are implemented to solve problems
alien to the training/ productive environment.

5. Evaluation (of learning, of processes and of impact)

5.1.

5.2.

5.3.

5.4.

5.5.

The evaluation of learning processes controls the presence of gender
marks in the judgment of the instructors and teachers proceeding both
from the productive and the family sphere.

Performance evaluation incorporates the competencies that become in-
visible among the results to be achieved.

Evaluation incorporates modalities that simplify self-evaluation,
identification of achievements and reflection on the path travelled by
the participants, both male and female.

Evaluation of impact considers the data on insertion into the productive
world broken down by sex, working day, pay, on-the-job satisfaction,
occupational category, head of household condition, number of children.

Statistics discriminate data by sex.
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b. Relevance and quality of interaction with participants, both male and
female, and the connection with the target population.

1. Assesment

1.1. The target or priority population is made up of women from
disadvantaged sectors.

1.2. Information is made available and the characteristics of the participants
are taken into account: socio-demographic data, expectations, obstacles
and advantages for training.

2. Curriculumdesign

2.1. The persons drafting the programmes have experience with the target
population.

2.2. Programme methodology includes participative and autonomous
practices from the start.

3. Implementation

3.1. The selection process considers target population characteristics among
the socio-cognitive “requirements” and plans to work on key
competencies.

3.2. The persons who carry out the promotion and selection have experience
with the target population.

3.3. The materials supporting the guidance and selection process clearly
address the target population and they are validated with that
population.

3.4. The guidance and selection materials are clear, accessible and relevant
for the target population.

4. The actual training

4.1. The instructor and teaching staff is trained and has experience in
relations with the target population.
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4.2. The methodology involves the use of tools for decision-making and
autonomy development from the start.

4.3. Practices during the training process involve the participants, both male
and female, in working out their occupational project and are developed
with an inclusive and relevant language.

4.4. An effort is continuously made to revise the “gender marks” of the
hidden curriculum in teaching and instructor staff practices and of
institutional practices in general, in relation with the male and female
participants.

45. Stereotypes and prejudices coming from the social and cultural origins
of the participants are revised continually regarding their attitudes
and forms of participation.

5. Evaluation

5.1. The evaluation considers the results achieved and the processes carried
out.

5.2. Avariety of strategies and instruments are considered for the evaluation
of competencies acquired.

5.3. Knowledge, skills, abilities and attitudes are considered as well as their
capacity to be used in the solution of situations in the labour sphere.

C. Curriculum updating and labour practices

1. Updating devices are provided for in the different stages or instances,
especially in profile building and competency formulation.

2. Labour practice instances are provided for and instrumented as part of
the training process.

3. Practice instances consider the development of interactive competencies
and promote autonomy and problem solving capacity.

4.  Labour practice instances supply information to update profiles and
designs.
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1. Basic methodological criteria to incorporate a gender
perspective

As was mentioned in the previous chapter, one of the areas where the com-
bination of competency and gender approaches is decisive is in the identification
of labour competencies, which are the support of the occupational profile and the
base, in turn, for training and skills development actions. In order to contribute to
the analysis of gender structural asymmetries and discriminations in an area as
sensitive as this one, the bi-national Chilean/Uruguayan project “Gender and com-
petency-based training programmes” financed by German Technical Co-operation
(GTZ)!, decided to undertake an empirical study with the purpose of analysing,
from the gender perspective, some competency-based vocational profiles. This made
it possible to work on case studies in five sectors: in Chile, in the agriculture and
livestock, automotive mechanics and hotel sectors, and in Uruguay, in the gas-
tronomy and basic ofimatics areas. In both countries work was done in close rela-
tionship with representatives of the educational sector, chambers of entrepre-
neurs, trade unions and training institutions, as well as with experts in gender
studies and workers of both sexes and enterprises. Systematisation and joint re-
flection on these experiences served as an input and contribute examples that
support the reflections and recommendations that are presented below and that
are proposed as a working tool addressed to policy designers, social players,
methodologists, teachers and, in general, all those persons who take part in the
identification of occupational competencies.

As such, they make operational proposals that, from the experience involved,
allow both approaches to be integrated and results to be obtained. We are talking
of open, flexible solutions that will doubtlessly be enhanced and tested when they
are discussed and applied.

In order to facilitate their practical use, reference is made to the successive
stages of the identification processes:

1 See more information on genesis, authorship, basic materials, etc. in the Introduction to this document.
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= Early stage: setting up working groups, information on the occupa-
tional sector, preparing methodologists, both male and female, and ba-
sic methodological criteria to introduce a gender perspective.

= Development stage: dimensions to be considered when identifying
labour competencies, identifying competencies, defining sub-competen-
cies and performance criteria, developing competency standards and
reviewing profiles from a gender perspective.

7

Validation stage: participation and validation process.

7

Presentation of competency profiles: recommendations on their for-
mat.

The objective is to present a paper capable of motivating reflection on the
importance of incorporating a gender perspective in the identification of labour
competencies, and to advance in the search for answers to questions arising from
daily work, both as regards operationalisation and implications for men and women.

Final conclusions are not the issue but rather some remarks and another
equal number of questions that will surely and gradually be clarified and enriched
in future applications and work.

The concept of competency, beyond the diversity of ways it can be addressed,
signals the social nature of the individual construction of learning as a process of
interaction between persons, between individual and collective experience.

The methodologies used for identifying labour competencies are varied and
the choice of one or another depends upon a diversity of factors, especially the
later use that one tries to make of them. It is important to point out some of them
that decisively exert an influence on how and where the stress is laid when iden-
tifying the complex structure of labour competencies.

= In the first place, the methodological approach must be a response to
the definition and conceptualisation of the competency that is adopted
and that determines on what aspects identification will be centred.
Approximations are diverse and differences between them can lead to
consider as an object of analysis a wide spectrum of options that places
stress on: achievements, results, processes, activities, tasks or behav-
iours.
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= In second place, the methodological option also bears a relationship to
whoever drives the identification process and for what purpose they
do so. Does the initiative come from the productive or the educational
area? From a company or a sector? From an institution or the system as
a whole?

= Third, the choice of a methodology will also vary if the identification
aims at the present status of competencies or at competencies with a
change in view.

This last aspect is crucial if a gender perspective is to be incorporated. And
this is so because it signals the importance of agreements and consensuses as
regards transcending a “photograph” of the competencies —such as they are to-
day— and advancing in the identification of those core competencies the develop-
ment of which tends towards overcoming situations of inequity and exclusion.

Some methodological criteria that facilitate the inclusion of a gender ap-
proach are presented below.

= The methodology must be participative, promoting interaction between
people. Group reflection on labour practices is in fact a valuable in-
stance of communication, training and research, propitiating question-
ing and transformation of the said practices.

= Female and male participation in the process must be assured. It is
a necessary condition, even if not sufficient. The mere presence of
women and men does not guarantee in and of itself a critical perspec-
tive on gender relations, but it does permit the manifestation of differ-
ent perspectives and experiences.

= Startwith the aggregate data to get to the object of analysis. This
would imply to consider the characteristics of the sector and of the
enterprises operating in it — including their trends — before studying
what specifically refers to competencies. Also, obviously, what the re-
lations between men and women in that occupational field are like, the
advantages and disadvantages arising from the position they occupy in
it, the factors that sustain discrimination, the aspects that make easier
or more difficult equitable integration and participation, the differen-
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tial contributions and capacities of both sexes, etc. Methodologically, if
this criterion is adhered to, a more comprehensive and contextualised
analysis of competencies will be achieved, continually linked to the
gender approach.

= Consider competencies in a broad sense, not limiting the analysis
to operationally technical aspects. It is necessary to include social, in-
teractive and attitudinal competencies, regarding management, par-
ticipation in work teams, problem solving, choice of alternatives and
evaluation of results, whatever may be the category of the profile. In
that regard, it is advisable in all cases to ask oneself whether the dif-
ferent types of competencies have been considered —not only technical
competencies—? and whether the use of technologies is differentiated
by sex, if there are gender stereotypes that make certain performances
“invisible”, etc.

= Furthermore, as a methodological criterion it is indispensable to take
into account the learning arising from social roles traditionally
assigned to women and to men, generally not identified and cred-
ited as occupational competencies. To make visible and place a value
on this learning becomes a basic condition to continue to advance in
analysis with a gender perspective.

= Along the same lines, it is important that in the analysis of competen-
cies there should be concentration on the product or the service,
not on the description of procedures. The traditional methods of
occupational analysis identified precisely and exhaustively both the
tasks and operations of a certain job and the means to carry them out:
what the worker, either male of female, should do, what were the steps
to do so and what they should use at each step. Surmounting the pre-
scription of the tasks and operations required for a job (which prescrip-
tion does not disappear from the organisations but rather is reformu-
lated and transferred to expected objectives and results) demands
focalising the analysis on the capacities of the persons who are work-
ing to achieve certain results and to respond to unforeseen situations.

2 See Chapter Ill for greater development of these aspects.
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This implies identifying what people must achieve and what capacities
they bring to bear to solve working situations. From the point of view
of a gender approach this may mean an opportunity, to the extent that
it opens up spaces to diversity and allows different “hows” to be consid-
ered to reach the same result.

= Another key feature is the definition of performance criteria and
evaluation instruments. The criteria serve as a basis to evaluate per-
formance of male and female workers. Therefore analysis must be un-
dertaken regarding whether they refer to aspects that only depend on
individual competency or on that of other persons, and/or on the condi-
tions of the setting. In that which concerns gender relations it is vital
to clarify in what cases work is performed under a hierarchy and in
what cases it is individual or teamwork.

= Lastly, itis necessary to evaluate what methodological procedure
in keeping with the objectives and resources available will be the most
appropriate for men and women to participate effectively in the
process, as well as being more permeable to include a gender
perspective, assuring a greater output and also rigorous results. Op-
erational aspects such as time schedules, the duration of meetings, the
care of children if the meetings are held outside the workday are, inter
alia, aspects that cannot be left out.

Given that the identification of competencies requires being able to count
on the consensus of their protagonists, i.e., representatives of the entrepreneurial
and worker sectors, the State and the vocational training institutions, it is effec-
tive and convenient to supplement those methodological criteria with prior agree-
ment on dimensions and indicators that help to detect differences and
discriminations. It is suggested that the following dimensions be kept in mind,
among others:

> Androcentrism: This is defined as the description of work only from the
masculine perspective, “presenting the male experience as central to
human experience and therefore the only relevant experience”.® This

3 Facio, Al, Metodologia para el andlisis de género de un texto legal. Proyecto Mujer y Justicia Penal, ILANUD,
Costa Rica, 1991.
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form in turn presents two subcategories: “misogyny” or the repudiation of
the feminine and “gynopia”, when it is impossible to see the feminine or
the feminine experience is made invisible.

> Overgeneralisation: This occurs when the behaviour analysed in stud-
ies is male behaviour and the results are presented as valid for both
sexes. For example, if only the needs of a group of male workers are iden-
tified within the processes and they are taken to be valid for all workers.

> Gender invisibility: This dimension is defined as “ignoring the sex vari-
able as asocially important or valid category”;* the different impacts
between the sexes are ignored and the behaviour of the male is generally
taken into account as a “model of the human,” or even when the female is
taken into account but the consequences of the differentiation are not iden-
tified.

> Double parameter: In this case, because the situation and the charac-
teristics are the same, both sexes are valued differently, on the basis
of sexual dichotomy and differences in the duties of each sex that contrib-
ute criteria and values to judge women and men (cultural archetypes).

> Duty of each sex: This is a pre-concept, that there are human behav-
iours or characteristics that are more appropriate for one sex than
the other. Its origin is cultural and it implies, for example, stating that
women have less training to be scientists in areas such as mathematics,
physics, nuclear energy, etc., or, vice versa, that it is not proper for a man to
work as a secretary, kindergarten or early education teacher; household
advisor. The duty of each sex has its origins in the cultural archetype of a
certain society and influences feminisation or masculinisation of the job
and occupational segregation.

> Sexual dichotomy: This situation occurs when the sexes are treated as dia-
metrically opposed, without being able to visualise those features that could
be similar or converge on the job. That is to say, the contribution of women can
improve performance of a traditionally male occupation (for example, automo-
tive mechanics or serving in bars and lounges) and, symmetrically, men can be
incorporated in feminised areas (as, for example, education).

4 Facio, Ob.cit.
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2. Steps prior to the identication process

Setting up the working groups

The working groups in charge of identifying competencies with a gender
perspective are, by definition, areas for dialogue and collective creation. The rich-
ness of their products is directly related to the contributions of their members
and, obviously, to the quality of their interaction. Therefore, an initial point to be
considered is the composition itself of such groups.

Because of the specificity of the task, several points of view need to be
combined in the working groups. The protagonists of the identifying phase
shall be:

= Representatives of the entrepreneurial sector and persons in charge
of enterprises of the sector

= Representatives of trade union organisations and experienced male
and female workers.

Active participation is also needed, although in the role of facilitators in
their respective areas of specialisation, of:

= Training area representatives
= Specialists in the identification of occupational competencies

= Experts of both sexes in gender studies.
\\ Y,

Also important is the participation of persons who can contribute by pro-
viding background material, requirements of other functional areas linked to oc-
cupation, data on training practices, etc. Without a doubt this will be to the ben-
efit of the task to be developed, it being understood that these contributions are a
supplement —and not a substitute— of the main perspectives mentioned above. It is
necessary to insist on this aspect since the strength or weakness of these working
groups to achieve relevant products that take into account the different labour
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realities of men and women and aim at the sustained development of their compe-
tencies depend, to a large extent, on how suitable those working groups are for
the task.

Information on the occupational sector

( A\
The working groups need to handle considerable information on the sec-

tor corresponding to the profile of competencies to be analysed. Data may
be obtained during the prior stage of the process thus facilitating the
development and/or review of such profiles.

\S J

It would be better to keep in mind the need to avoid an accumulation of an
undifferentiated mass of information, orienting the data search in terms of its
relevance and not simply regarding everything already in place in the environ-
ment.

It may be useful to organise the information into two sets: one, the contents
of which allow the sector to be viewed as a whole, and the other, markedly spe-
cific, on the participation of women and men in the occupational sector involved,
their main conditionings, etc.

References to the history, present situation, trends and prospects of the
sector will be incorporated into the first set, as well as on the connotation of “femi-
nine” or “masculine”, predominantly in the social imaginary.

The most important aspects of the second set are the following:

= Composition of the sector (men and women: absolute values and per-
centage distribution).

= Participation of men and women in the different areas and functions of
the sector.

7

Jobs according to educational levels and sex.

= Wage levels and decision-making levels, data broken down by sex.
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= The same, on levels of participation in training, with special attention
paid to conversion and technological innovation processes.

= Technologies and forms of organisation of work prevailing in the sec-
tor: participation by sex.

7

Occupational histories characteristic of women and men.
= Participation trends by sex.

= Detection of gender stereotypes in the sector and occupation.

Part of this information may be obtained from statistics and studies on em-
ployment, but it will have to be supplemented by individual and collective inter-
views of representatives of the sector (for example, entrepreneurial chambers or
associations and trade unions), male and female employers and workers with ex-
perience in the field of labour and even of consumers and/or users of the products
or services of the sector.

Quality, volume and even possibilities of access to data may vary signifi-
cantly according to occupational sector, wherefore it may not always be feasible to
produce a technically rigorous assesment of it from a gender perspective, more so
in those cases in which there is no background. Anyway, from a gender equity
perspective it is also important to survey and point out which the existing voids
are.

Itis advisable to remember anyway that the important thing at this stage is
to reach a basic characterisation of the sector and an identification of the main
“gender marks” in the appointment of women and men to the occupations of the
vocational field involved.

Preparation of methodologists

We have already mentioned that within the working groups it is necessary
to be able to rely on the participation of methodologists specialised in identifying
occupational competencies, as well as on experts on gender studies. Keeping in
mind that such specialists will have to work in close contact with and be a support
to the remainder of the members of the groups, it is necessary that in the prior
stage of the process some instances should be held to prepare for this work.
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On the one hand, it is convenient that the gender specialists become famil-
iar with the principles and techniques of the competency approach. On the other
hand - and this is a key aspect since not always will there be specialists on gender
studies available to make a contribution —, it is necessary to ensure that the
methodologists in competency identification have a suitable level of training in
gender studies, including both its present theoretical framework and its
operationalisation, to apply it to identification and analysis of competencies and
to curriculum design.

Regarding the latter, the importance of the following aspects is basic:

= Detection of gender stereotypes in occupational profiles.

= Analysis of the language in which the elements of competencies are
expressed and mastery of non-sexist language in that regard.

= ldentifying performance regularly made invisible due to sexist preju-
dices and/or “naturalisation” of the differences between men and women.

Itis fitting to underscore that the training of methodologists regarding gen-
der issues implies, in fact, a critical review of the very methods and instruments
used to produce competency profiles, with a view to avoiding in their application
every form of sexist discrimination. This is especially so when these are not very
evident and, therefore, a greater risk when asymmetrical relations of power be-
tween men and women are reproduced in the world of work.

On another level — although very linked to the previous one -, the prepara-
tion of methodologists must also include components related to co-ordination and
moderation of meetings and workshops. Indeed, beyond the specific contributions
of these specialists to the review and design of profiles, in practice their role is
essential in terms of facilitating the collective work of the working groups and
ensuring a proper systematisation of their progress.
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The capability to handle participative techniques and others to stimulate
collective reflection, the ability to synthesise agreements and delimit criti-
cal points to continue to analyse, as well as to generate a climate of co-
operation among the members of the working groups are, by way of exam-
ple, basic conditions for an effective performance of the delicate role of
the methodologists.

Obviously the gender approach cannot be alien to the methodologists when
they exercise the co-ordination and moderation of the working sessions.
Errors such as expressing oneself in a language charged with sexist con-
notations, tacitly accepting to relegate women to a secondary plane in
discussions or, even worse, their points of view in the successive agree-
ments that are gradually reached, compromise in depth the success of

the whole process.
\S 74

No matter how great the efforts of the experts in gender are, and of the
participants in general, if there are these kinds of deficiencies in the co-ordina-
tion and moderation of the meetings, it would be difficult for the working groups
to achieve an even minimal level of relevance and quality in their production.

Gender and working group

It is worthwhile to reiterate that it is necessary that whoever encourages
the process of competency identification and makes it legitimate must be thor-
oughly familiar with the principles of gender equity and the need to introduce this
perspective in the analysis. This is the starting point.

e A\
Regarding the participants in the working groups, prior sensitisation re-

garding gender is advisable. This is not always viable for several reasons:
limited time and resources, difficulties to visualise their relevance, etc.
In such cases, group work and the intention to discuss concrete experi-
ences of the participants constitute the area of sensitisation and visuali-
sation of gender as a critical dimension of competency identification.
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3. The competency identification process
Dimensions to be considered when identifying labour competencies

The increasing demands for quality, productivity and competitiveness that
today beset enterprises, as well as the impact of the new technologies, have con-
tributed strongly to change those aspects valued as most significant in job per-
formance.

In previous times, the most important thing was technical capacity, defined
in terms of each job and of the tasks involved in it. This conception was based on
several assumptions: extreme stability of the productive system, in which knowl-
edge did not lose its effectiveness over time and where tasks planned for each job
in the structure of the enterprise were invariable and were always in keeping
with work requirements.

Transferred to the training area, these ideas translate into curriculum
schemes that tend to be closed, terminal, with little or no consideration of alterna-
tives.

At present, the labour competency approach, as an instrument to analyse
labour, refers to the combination of complex capacities that people mobilise to
solve a real work situation. The reference is no longer the job, nor the tasks, but
the people performing them in the context of productive capacity.

Therefore, besides technical knowledge, aspects such as initiative, autonomy,
ability to face unforeseen situations and solve problems, responsibility and inter-
personal relationships, a willingness to learn, etc. acquire special importance. It
is a case of attitudinal, social and personal dimensions that, joining up with tech-
nical capability, make up a comprehensive whole that is demonstrated in a labour
context.

From this perspective, since competencies are revealed in a real job situa-
tion, they can only be inferred from the performance of individuals, keeping in
mind the results that they are to achieve in each case.

As any learning, occupational competencies are a social construction. They
are developed and transformed in the interaction between individuals, and are
acquired both in formal learning instances and —to a large extent—, through social
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and work experience. Competency is a synthesis of the learning constructed by

the individual through his or her many experiences in the various spaces (job,

social, family, etc.) that have constituted and constitute their life setting.

ﬁ

S

The multidimensional conception of labour competencies, as well

as their recognition as a product resulting from social experience, facili-

tate a gender reading because:

>

>

>

it opens the way to discover the gender stereotypes in the defini-
tion of the competencies. The capacities that individuals bring to
bear to perform their productive function are not intrinsically
“male” or “female”, but are constructed socially as such;

when acknowledging the attitudinal, social and personal dimen-
sions of occupational competencies, it is possible to make visible
and place a value on a substantial part of the contribution of women
in their occupational performance. From a point of view centred
only on the technical aspect of competencies, these capacities —
generally acquired in the social experience of women -, are “invis-
ible” or low-valued;

when the cultural conditionings of routine tasks are unveiled and
are questioned, it also allows men to develop competencies that
broaden their opportunities of individual and vocational develop-
ment, beyond the limitations imposed by the traditional model of
the male “should be”.

In short, with the combination of both approaches one of the potentially

most important channels for the democratisation of gender relations in

the world of work is achieved.

J

Finally, it can be pointed out that, although specific occupational compe-

tencies (generally associated with technological or operational aspects) refer to a

certain productive function, a set of labour competencies common to an im-

portant number of functions and occupations appear with increasing force.
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\\

These competencies that can be associated to the solution of very diverse
real work situations, transcending more than one occupational sector,
generally have a strong social, relational and methodological component
and are linked to communication, work with others and in a team, sys-
tems of comprehension, information handling, management capacity, ca-
pacity for planning and evaluation, for working under conditions of safety
and hygiene, the orientation to service, etc.

They are competencies that facilitate the adaptation of individuals not
only when facing various contexts and functions but also when facing rapid
changes in knowledge, technology, and organisation of labour. It is pre-
cisely for this reason that such capacities are often called “cross-cut-
ting”, and their development broadens considerably the chances of inser-
tion and job mobility of individuals. In fact, this circumstance can favour
the possibilities of women, although — from a gender equity focus -, it is
advisable to insist on the fact that they are not “natural” attributes, they
represent knowledge that has to be valued as such in the labour market.
In this sense, their identification and inclusion in the competency pro-
files is a critically important step.

J

The map of competencies

In practice, identifying labour competencies that include a gender equity

approach faces two situations:

= That the purpose of the initiative is to identify labour competencies in

sectors or sub-sectors where there is no background in that regard and

that, from the beginning of the process, includes a gender viewpoint.

= That the objective is a review of functional maps, units and profiles in

place, in the development of which no gender dimensions have been

contemplated.

In both situations - and this is worthy of being underscored — the consensus

on the objectives and the participation of entrepreneurial organisations and trade
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unions, as well as of people in charge of enterprises, experienced workers of both
sexes, are crucial.

\\
In the competency identification process several basic steps or stages may
be distinguished
1. Identification of the main purpose or the general competency of
the organisations or enterprises within the sector or sub-sector to
which they belong, and then going on to the large areas or func-
tions arising from them.
2. ldentification of the competency units according to the results or
objectives to be achieved in each productive function.
3. Determination of the competency and sub-competency elements in
terms of activities or performances.
4. Establishment of the standards to which performance must adjust
to achieve the results in a competent manner.
\\ Y,

Who can contribute relevant and high quality information to identify com-
petencies, to report on performance features in a productive function and to point
out the capacities needed in that regard? Assuredly, these are the people closest
to the productive function, i.e., the workers, both male and female, who perform
on a daily basis in that regard, solving their problems with professional solvency,
and, as a supplement, the direct supervisors of the function and those persons
who are their internal or external clients.

z A\
The identification of competencies, units, elements and standards is an

essentially collective process, the products of which arise from the inter-
action of the members of the working groups convened for that purpose.
And, in these groups, the participation of facilitators/experts of both sexes
in the methodology of analysis of competencies with training in gender
studies is also essential or, failing that, must be supported by gender stud-
ies specialists.
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The identification process may be implemented under various modalities:
= workshops of experts

= technical groups

= focus groups

=> individual interviews, etc.

They can all be combined with each other and also with observations in the
workplace.

(7 )
Although they are not the focus of the identification and analysis of com-
petencies, the observations in the workplace may be of great interest to
detect gender marks and differences that are usually not noticed by the
players intervening in the process. It is therefore advisable that the gen-
der specialists of both sexes pay a visit to two or three enterprises to
enhance the workshop or group process and open up new areas of reflec-
tion, so they can raise issues not contemplated in the first stage.

In turn, although there may be different methodological options, experi-
ence shows that work in a workshop is highly recommendable since it
generates interaction and group synergy when being carried out, that
allow the different players to understand what their work is about and
which way they should go to improve their performance.

In the same sense, building up a consensus among participants is also a
process of reflection and training, a space for sensitisation and searching
with the players regarding contributions, difficulties, interrelationships
and conflicts from a gender perspective.

\S J

To define general competency —the first step in the sequence—, it is advis-
able to guide the exchange of points of view with questions such as these:

= What are the characteristics of the enterprises of the sector? What are
the most salient and distinctive features?

GENDER AND COMPETENCY-BASED TRAINING



Identifying labour competencies with a gender perspective

7

On what factors is competitiveness based?

7

What are its critical aspects at present and how is the future perceived?

7

Do men and women work in the enterprise(s) of the sector? What are
they doing? And why?

= Arethere any obstacles to access the various functions? How could they
be overcome?

= What is the specific contribution of men and women to the viability and
competitiveness of the enterprises of the sector?

By starting from these or similar questions, the working groups may with
relative ease reach a consensus and general view of the enterprise or of all the
enterprises of the sector. As for participation of men and women, the product
shall be a first approximation to the subject, to be gone into in greater depth in
more advanced stages of analysis.

In the case of organisations where principal areas or functions are well
differentiated, it is advisable to include questions such as:

= What are the specific responsibilities of individuals working in this
area?

= What should they achieve to help the area (or enterprise) to reach its
objectives?

As a technique, brain-storming is advisable at this first instance. On that
basis functions may be identified —here corresponding to a specific area— in order
to later define the competencies that the workers must bring to bear to fulfil them.

This stage yields a first version of the competency units. It is fitting to point
out that this is not a linear process, with finished and unquestionable products,
but rather that as the process progresses the latter are revised, adjusted and even
redefined. Units and elements are added, grouped and/or eliminated in this proc-
ess; descriptions are also reformulated until a product is obtained in which all the
participants, male and female, recognise themselves.
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By way of example, let us take a modern enterprise and within it the “Office” area.®
The general competency of the people who are working there could be formulated as “the
capacity to use the electronic and computer resources of the administrative area for a broad

range of occupations in the context of the organisation.”

The units of competency identified are, among others:

Providing support in the administrative area.

Attending to the demands of customers of both sexes.

Controlling the basic operating conditions of the computer equipment.
Handling data base at the operational level.

Producing simple documents.

Keeping the work area in good conditions.

L 20 N T

Teamwork with the staff of the enterprise.

Although the list is not exhaustive, it illustrates typical workshop results in this

section of the process.

As can be appreciated, there are units where the reference is basically tech-
nical, such as “Controlling the basic operating conditions of the computer equip-
ment,” “Handling the data base at the operational level” and “Producing simple
documents.” Others, however, allude to performance in which interpersonal rela-
tionships become very central —in the case of the “Providing support in the admin-
istrative area”, “Attending to the demands of customers of both sexes” and “Team-
work with the staff of the enterprise” units—, referring to the social and behav-
ioural dimensions of the occupational competency. The latter are related to the
cultural baggage acquired by women in their socialisation process, traditionally
not acknowledged and, therefore, devalued in the productive sphere. It is ger-
mane to mention that the inclusion of these capacities in the profile may be under-
stood as progress, both from the point of view of the enhancement of the compe-
tency and for the development of gender equity.

5 The technical name for this area is “Basic Ofimatics.” The example is taken from a case study performed in
Uruguay within the framework of the Project in reference.
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From a gender perspective, it is even clearer what occurs if we compare the
units “Controlling the basic operating conditions of the computer equipment” and
“Keeping the working area in good condition”.

“Keeping the working area in good conditions” refers to a competency usu-
ally considered typical of women, acquired by experience in the performance of
their domestic role. The opposite is true of the unit “Controlling the basic operat-
ing conditions of the computer equipment” that “naturally” refers to a “more mas-
culine” performance.

If we keep in mind that the competency profiles are defined as neutral from
a gender perspective —hence the importance of the language in which they are
expressed—, the incorporation of units of this kind without establishing a hierar-
chy of one over the other can be considered an important step on the road to eg-
uity.

In this line, it is possible still to progress quite a bit in the following stages
of the process.

Going into further depth regarding the gender perspective: definition of sub-competencies

and performance criteria

Beyond the verbal clarity used in their formulation, the competency units
involve complex contents, that must be made sufficiently explicit. The perform-
ance criteria are the “moment of truth” in the competency identifying process.
That is where the units and elements are transformed into aspects of job perform-
ance that can be verified and made objective.

If we return to the example above:

What does “keeping the work area in good conditions” imply? In the case proposed

it includes three elements or sub-competencies:

=>» Ensuring that the work area is hygienic and safe.
=» Optimising resources available.

=>» Keeping the work area in order.
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The specification of these three elements allows better understanding of
the unit referred to, but it also contributes to highlight its contribution to
greater equity in gender relations. To maintain hygiene, order, etc., are
elementary requirements in every work area, but if those elements are
not specified in detail in the unit and in the competency profile —which is
neither masculine nor feminine by definition -, it will most probably end
up being a part of what is expected from the female staff. And what is
worse, not in their role as workers but simply as women.

Moreover, experience shows that gender stereotypes tend to operate to
such an extent in occupational competencies that the mere participation
of women in workshops does not ensure by itself the detection of “invis-
ible” performances in the productive area.

For this reason, it is necessary to insist on the usual questions of who
does what and what for in real job situations. Thus, sufficient data
will arise not infrequently to define new units on the basis of important
performance, but that were not perceived before nor taken account of as
such. In the same sense, it will be relevant to split up units and increase
the list of elements, visualising performance hidden under sexist precon-
ceptions and stereotypes.

Development of competency standards

Gender stereotype marks can also be found in standards and, specifically,

in performance or accomplishment criteria.

These criteria are the basis for evaluating occupational competency and,

operationally, they signal aspects that workers, both male and female, must at-

tend to in their performance for it to be considered competent, and which there-

fore are specific for each element of the different units.
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The standards must express the characteristics and qualities of the re-
sults, which are highly related and significant regarding the achievement
described in the element of competency involved.

Likewise, it is advisable that they refer to normal and critical situations,
decision-making, attitudes and aspects related to safety and hygiene.
\S Y,

Another example, also taken from the Ofimatics area, shows that the first element of

the unit “Producing simple documents” is “Drafting simple documents.”.
For this purpose, whoever carries out this activity must make sure that:

=>» The tone, vocabulary and format used in the documents are in keeping with
their purpose and the person who will receive them.

=>» The documents drafted are in keeping with the use and style of the enterprise.

= The documents used on a regular basis are produced in standard formats in
keeping with instructions received.

The list is longer but these items are enough for our analysis.

This is an area where males are heavily concentrated at the decision-mak-
ing levels. It is therefore pertinent to wonder who determine the “use” and the
“style” of the firm, who determines and how whether the “tone” and “vocabulary”
of a document are adequate or not.

(7 A\
The description of unit of competency and of performance criteria is for-
mally neutral regarding gender. However, in usage and in the social im-
aginary, the interpretations are not. To ensure equity and transparency,
performance criteria should be reviewed and reformulated, in such a way
that competency to produce documents will be evaluated on the basis of
clarity, conciseness, syntax, suitability regarding their objective, etc., also
taking care here not to use sexist language.

“According to the standards of the enterprise”, “as established” and other

similar expressions are often used routinely in drafting performance cri-
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teria. From the standpoit of an equity perspective, this practice is ex-

tremely risky since “the standards,” “what is established,” etc. are be-
yond the scope of any analysis. Great caution is advised in handling these

types of references and, whenever possible, their use should be avoided.

It is also germane to stress that the standards that are established for
“proper conduct” also tend to be biased by gender and they must be at-
tended to since they make possible or limit equitable participation and
the development of competencies of men and women.

\S 4

Besides, regarding occupational hygiene and safety, specific aspects of oc-
cupational health must be taken into account and how health can affect women
and men in a different way, considering aspects not only referred to physical health
but also to mental health.®

Regarding language, it would be advisable to keep in mind the following
basic points:

= The impersonal use of verbs when referring jointly to men and women.
This applies to languages other than English, for example, instead of
saying “the workers plan their work” the neutral expression “to plan
their work” should be used.

= The use of universal terms instead of the male gender when reference
is made to both sexes. This is very common in English but not necessar-
ily in other languages. In English it is the pronouns that differ, e.g.,
“he/she, him/he.” which can also be substituted by the plural, “they/
their.”

= Making feminine and masculine explicit when in order: in: “male work-
ers and female workers.”

6 For example, in the case of Ofimatics it is necessary to consider illnesses typical of the area: lesions due to
repetitive effort (known as LRE), such as mental fatigue, stress, depression, and muscular lesions (spine or
hands) due to incorrect and prolonged positions in front of the screen, etc.
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On principle, language must be handled not only in favour of making
women visible, but, and mainly, in terms of a greater democracy in gen-
der relations. Therefore, although it may be somewhat tedious, in the
actual process of making them visible, it is necessary to make gender
explicit.

\S 74

Knowledge/comprehension

Knowledge associated with sub-competencies (or competency elements) is
essential to evaluate the capacity to transfer competency. They refer to what peo-
ple must know and understand to perform competently and they are expressed as
a combination of facts, opinions, theories and principles, where how they are ap-
plied is important.

It is fundamental that, when defining and formulating them, the different
forms of learning be taken into account, as for example, those of the social and
the domestic areas.

Context/Field of application/ Conditions of execution

This refers to the circumstances and conditions in which competency is
developed: locality, employment contexts, equipment, methods and techniques,
etc. It is decisively a space that must be flexible and to which everything that is
central to ensure competent performance is consigned.

After the differentiated positions and marks in gender matters detected in
earlier stages have been ascertained, it is necessary to examine carefully, analys-
ing and consigning in what cases work is done under a hierarchy, individually or
as teamwork, and what conditions are needed to ensure equity.

Evidence and guide or orientations for evaluation
The evidence linked to performance must be formulated in a manner clear

and comprehensible to individuals, paying special attention to possibilities of
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providing evidence of competencies not only by those who possess a long record
in the activity, but also by those who validate competencies developed in other
spaces. This is especially important with reference to traditionally “masculinised”
occupational sectors to which women have gained access only recently.

Review of profiles from a gender perspective

On certain occasions the object of competency analysis are profiles already
in place. It involves a review of earlier examples in which the gender perspective
was not taken into account.

Firstly, it will be necessary to examine critically the approach used to iden-
tify the competencies, inquiring into whether it is - in and of itself — discrimina-
tory. In that regard it is advisable to ensure that the working group in charge of
the reviewing is familiar with the present conception of occupational competen-
cies and with the methodology for identifying them, as well as with basic concep-
tual elements in matters of gender. Obviously, the support the group requires in
that regard must be provided by the specialists in the subjects involved.

Profile review also implies taking into account the present reality of the
occupational sector and the trends that are to be perceived in its evolution, in-
cluding here that which pertains to the participation of men and women in it. The
same observations made regarding the drafting of new competency profiles are
valid for this chapter of the analysis, above all concerning the detection of gender
stereotypes.

(" A\
Regarding the review of the profile itself, a careful reading of its formula-

tion may prove whether:

=> incorporation of new units and/or elements is needed. This need
may arise as a result of changes in the organisation of work, new
technologies, etc., but also from the identification of performances
made invisible by sexist preconceptions;

= the language used in the original formulation of the profile is dis-

criminatory. This is a relatively simple way to clarify the sexist
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load that the profile “brings with it,” generated by the social imagi-
nary;

the performance criteria are defined on the basis of a male model,
or possibly a female model. It is necessary to analyse whether there
can or cannot be a differentiation between women and men in per-
formance and, in such case, proceed to make it explicit, in terms of
identical valuation;

criteria referred to social, attitudinal, and behavioural competen-
cies have been taken into account, as well as technical competen-
cies. In the same way, how workers will prove such competencies
will have to be considered. It must not be forgotten that if they
were acquired through their social experience — and even work -,
they are usually difficult to prove, especially in the case of women.
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4. Validating competency profiles

The key question that needs to be answered once the competency profile
has been worked out is whether the latter is relevant for the labour market, i.e.,
whether it is understood and accepted, not only by people who took part in its
identification, but also by enterprises and workers of the occupational sector in
general.

If this is to occur, it is necessary to consult with the persons in charge of
entrepreneurial organisations and trade unions, enterprises, employees and
manual workers, taking as a criterion for selection the experience and knowledge
they possess about the real requirements of work. In this sense, it is more suitable
to speak of a significant sample than a statistically representative sample.

( A\
Validation instances are spaces that legitimise through dialogue, reflec-
tion and a search for consensuses. Therefore, it is essential that men and
women take part in the consulting groups, in an equal or very similar
proportion to that of the work group that took part in the identification
process, raising their respective issues.

As in the previous stage, here the presence of a specialist in competency
identification methodology will also be needed to assure the incorpora-
tion of the gender perspective, and who will besides contributing at the
technical level on the subject, will be in charge of co-ordination and mod-
erate the work sessions.

\S 4

More details on this dual role are omitted because it is no different from
that performed previously in the workshops. If no facilitator competent in the
gender approach is available, an expert in gender studies will need to take part at
the validation stage since his/her contribution will affect the quality and, there-
fore, the consequences of the analysis that is carried out by the consultant groups
as can be seen below.
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The validation process and the gender perspective

It would be illusory and not very realistic to expect enterprises and work-
ers to approve the material put to their consideration — in this sense, that they
share it -, if they do not understand the approach to which that material is in
response. On the one hand, the profiles to be validated are the product of a meth-
odology based on the analysis of competencies, but not “in the abstract.” Rather
they are contextualised in the reality of work. This field is well known to consult-
ant groups and, therefore, their opinions will contribute much to perfecting those
profiles. On the other hand, they are the result of an examination of the produc-
tive area from a perspective in which the “gender” variable is central. Here is the
critical point.

7z )
It is necessary for validation instances also to be sensitisation instances
in the face of problems of gender and, especially, of raising awareness of
its effects, both regarding labour specifically and the quality of life of
women and men.

It is worthwhile to highlight this latter aspect, since it is not a case of pro-
moting a “vindication” of women, but of propitiating a reflection on the intrinsic
inequity of traditional gender relations, which box men and women into stere-
otyped roles and functions, perceived to be immutable and the non-fulfilment of
which supposes social disapproval and even guilt feelings on the part of individu-
als.

Many examples of this fact can be taken from the labour context, and can
easily be used to explain the non-sexist approach adopted for designing these com-
petency profiles.
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5. Competency profile presentation format

The format is a fixed pattern that organizes all the data on competency
profiles. It is a basic structure, designed in such a way that it may be used with
relative independence from the occupational sector to which the profiles refer.
This feature is important since it allows competencies that are common to the
different enterprises within the sector to be acknowledged, as well as those be-
longing to two or more sectors, facilitating the mobility and employability of the
workers.

Besides the formulation of general competency, the units and elements of
competency, the format refers to the standards or rules and contains, as a basic
structure, the performance criteria, the knowledge associated with it and the con-
ditions or context in which the activity is carried out.

a )

From a gender perspective it is vital that the format —considered in and
of itself—, not be discriminatory.

= It is worthwhile to reiterate that the language used needs to con-
template men and women equally. For example, he or she, him or
her, or simply they or the person.

= Itis necessary for the design of the format to allow inclusion in the
competency profile of aspects that are not specific to one or an-
other occupation, but that cut across them. This is the case of di-
mensions not centred in technical matters, such as relational,
attitudinal, etc., dimensions, to which we have already referred
and that are frequently “invisible”.

= Knowledge not acquired in vocational training —and, therefore, very
difficult to accredit—, must be especially considered in the design
of the format.

= To conclude, we must remember that all aspects that the format
used cannot record “do not exist”, and therefore, they will not take
on value.

\S J
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The above proves the importance of this instrument, which can contrib-
ute, but also can be an impediment to, many changes in the occupational
area, and among them gender relations. In this sense, it is essential to
include all those that are important to facilitate the acknowledgement of
competencies of men and women regardless of how and where they were
developed.

\\ J

Also here solutions are diverse and dynamic, but the format must not be
handled as a rigid framework that limits reference to aspects that can condition,
favour or make difficult evaluation and training processes based on competencies.

In the presentation of the vocational profiles or of the set of units of compe-
tency needed to develop an occupation or a productive function, it is fundamental
to include the summary of those factors that have a negative or positive
influence on gender relations in the area of work analysed and that have
been identified in the process. The problems of inequity and discrimination
detected must also be pointed out, taking care that these specifications do not
become new discrimination or marginalisation factors that, from the vantage
point of a paternalistic conception, hinder the access of women or men to profes-
sions in which they are traditionally a minority.

Likewise, in the occupational competency model, the identification and
development of occupational competencies is generally considered to be a phase
that gives rise to and provides the inputs for training (fundamentally in reference
to modularisation and curriculum development), evaluation of competencies and
certification. In a general way, not the same persons participate in each of these
phases except for the representatives of the educational sector (although the par-
ticipants in this stage are not necessarily those who develop curriculum design
and even less those who are involved in educational practice). Thus, beyond a
systemic conception that necessarily links the different phases, contributions of
competency identification are circumscribed to products (functional analysis or
competency map, standards or rules).

Itis important to draw attention to the richness of competency iden-
tification processes that incorporate a gender perspective as an area of
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exchange, reflection and construction of the players. In this process and on
the basis of the participants, of their experiences, knowledge, doubts and ques-
tions, individual life experiences emerge that are submitted to group discussion
or exchange regarding aspects that facilitate or limit learning.

The degrees of difficulty involved in the competencies for women and men,
the sequence in which persons learn in the enterprise area, the competencies that
appear critical for men and women in terms of their social experience or gender
relations and the various styles of learning are information of inestimable value
for the educational sector, not only for curriculum designers but essentially for
teachers and the individuals who learn. Because of this, these aspects should be
gathered together and the format should include notes for learning with refer-
ence to general competency (general or overall assessments) and to competency
units that gather the key aspects collected in the identification process.
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Identifying labour competencies with a gender perspective

A. Workshop on silk screening competencies
identification

1. Contextualisation of the experience

In the year 2000, FORMUJER carried out a technical co-operation experi-
ence with the Graphics Industry Core of the National Training Institute (INA) of
Costa Rica. Because the Core had to redesign a profile in the manual and semi-
automated silk screening area approved by the entrepreneurial sector, a method
was sought to facilitate participation and consensus with enterprises of the sec-
tor, incorporating the gender perspective.

The INA has established as an institutional policy the need to “...redesign
the vocational training programmes under the modern concept of labour compe-
tencies with a view to ensure, through modularisation, a flexible educational sup-
ply, adaptable and integrated into the needs and features of the different INA
customers” (INA Policy 3 — Strategic action 12).

In such sense, since 1997 INA has developed an experience of vocational
standardisation, training and certification based on competencies in the tourism
sector. The National System of Standardisation, Training and Certification of La-
bour Competencies in the Tourism Sector is made up of three interrelated sub-
systems, the purpose of which is to attend in a flexible and timely manner the
demand for training and skills development of the labour force of the sector. The
relationship between the subsystems allows feedback among them, as well of the
products generated, in the following order: labour competency standards, mod-
ules and modularised vocational training programmes and vocational certifica-
tion theoretical tests and practices.?

In order to develop this first experience, INA had to define the methodo-
logical processes for each subsystem, draft procedure manuals, train technical
and teaching staff, design support teaching materials, standardise, modularise
and draft certification tests for the different functional areas of the sector and, as
from the year 2000, is implementing and executing competency-based training

supply.

1 INA. Normalizacion, Formacion y Certificacion Profesional, basada en Competencias Laborales. Costa Rica.
2000.
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On the basis of that experience, the Bureau of Training and Technological
Services of INA has the intention of broadening this process to include the re-
maining productive sectors that this institution caters to.

Likewise, the Costa Rica FORMUJER Programme (INA/IDB Agreement)
intends to generate and promote gender equity conditions in the policies of the
INA vocational training system to ensure, in the future, equal opportunities for
women and men in vocational training. To do this, it implemented a strategy for
generating pilot experiences with demonstrational and learning purposes, designed
to strengthen INA institutionally for the design and implementation of vocational
training interventions and policies with a gender perspective, that favour the equal-
ity of opportunities and broaden the possibilities of insertion of low income women.

In this context, the articulation between FORMUJER and the Graphics In-
dustry Core allowed the implementation of a workshop to identify the compe-
tency profile of the professional in manual and semi-automated silk screen-
ing under a gender perspective, for which purpose an agile and participative meth-
odology had to be applied in harmony with the general outlines of INA’s work. The
competency identification workshop (AMOD) was chosen because it was a
rapid and agile methodology that enabled a response in the short term in the
matter of training. It starts from the basic principle that it is the expert working
staff who best can express the competencies required in the work or function; in
turn, interaction and construction of a consensus among participants during the
development of the workshop facilitates reflection about contributions, difficul-
ties, interrelations and conflicts from a gender perspective.

The event was attended by an international consultant in the subject? and
representatives of the silk screening sector in Costa Rica were convened, both
from the management or head level, as also first line operating staff, seeking con-
tinually to involve the participation of women in the workshop.

The participation of the entrepreneurial sector in the development of the
workshop was vital to generate, promote and maintain permanent articulation
between the training sector and the productive sector, since labour competencies
are a means for both sectors to interact, creating a shared construction space for
which a consensus could be reached and in which each of the players made their

2 For more information and authorship, please see the Introduction of this document.
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contribution. In the particular case of the AMOD workshop, the members of the
panel did not know each other personally but they did handle the presence of
their enterprises in the market and perceived each other as competitors. How-
ever, they soon became a work team, meeting for the first time for a specific pur-
pose: to develop a profile for a male or female vocational worker in manual and
semi-automated silk screening® within an occupational competency approach with
a gender perspective. The group synergy generated by the participants of both
sexes promoted space and interest to continue working together on subjects of
interest to the sub-sector, providing, in turn, continuity to the work on profile
development.

The workshop achieved things directly and indirectly. The former refer to
fulfilment of the objectives set, among which the following can be highlighted:

= Development of a preliminary profile — focusing on labour competency
with a gender perspective — of a vocational worker in manual or semi-
automated silk screening.

= Systematisation of a competency identification experience focusing on
gender.

= Input supply (competency profile and units, critical elements, etc.) later
to develop curriculum standards and designs.

= Profile validation by enterprises of the Costa Rican silk screening sec-
tor.

Among the indirect achievements arising from this experience special men-
tion deserves to be made of the development and consolidation of the link be-
tween the Costa Rican silk screening entrepreneurial sector and the training in-
stitution, through different mechanisms and methods, such as:

a) Holding a National Seminar on “Silk screening today and tomorrow: its
implications for vocational training”. This seminar was held as a result of the con-
clusions of the participants in the workshop and was attended by speakers and
experts both in silk screening and in gender, at the national and international
level.

3 Hereinafter, and in order to lighten the text, will be referred to as silk screening.
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b) Strengthening the Graphics Industry Core Liaison Committee with the
incorporation of two representatives of the silk screening area (a man and a woman),
which was the result of the earlier Seminar.

c¢) Incorporation of the silk screening sector to the Costa Rican Graphics
Industry Association.

d) Carrying out the first training actions in INA with the course on “Final
arts for silk screening”, specifically addressed to this sector, with the participa-
tion of fourteen women.

As a result of the joint work of the various players involved:

= the Graphics Industry Core has been able to formulate curriculum de-
signs that are up-to-date and relevant to the needs of the productive
sector of the country, as established by the INA curriculum planning
process.

= INA and the training institutions possess an agile and participative
method to identify competencies with the entrepreneurial sector and
from a gender perspective.

The systematisation of this experience appears below in the understanding
that it contributes to the construction of vocational training with equal opportuni-
ties for men and women. With this experience FORMUJER expects to open up a
path and obtain instruments and innovative methodologies to update and review
the curriculum developments and include in them the needs and specificities of
women and men by making visible the contributions of both in the performance of
their functions.
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2. Gender and labour competency

In the profuse and diversified bibliography on the occupational competency
approach there are many ways of addressing, characterising and defining occupa-
tional competency.

Within the framework of FORMUJER, and for purposes of this experience,
by labour competency is meant the combination of knowledge, skills and attitudes
that are brought to bear in the performance of a productive function. A social
construction of significant and useful learning for productive performance in a
real work situation that is obtained not only through instruction but also, and to a
large extent, through learning by experience in concrete job situations.*

Some components of the concept should be mentioned:

S Itproposes acomprehensive view since competency makes sense as a
dynamic unit, a construction, the components of which, although they
can be disaggregated, in isolation are not competency.

< It takes into account the set of aspects that a person needs for his/her
performance in the labour milieu. However, its frame of reference is
no longer the job but the individual working. Performance is a point of
convergence where significant knowledge, skills and attitudes are
brought to bear to resolve a work situation. Therefore, proof of
competency implies alluding to comprehensiveness and not to the sum
of qualities or partial execution.

2 Itpoints to the social nature of the individual construction of learning,
as a process of interaction between persons, between individual and
collective experience. Collective reflection on labour practices becomes
a space for communication, training and research, of knowledge and
capacity to transform these practices.

In many countries statistical equality in the participation of men and women
in general education has been achieved. However, this equality has not been at-
tained in vocational training and the world of work.

4 For greater development, see Chapter 1.
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The routine assignment of women and men to specific functions ends up by
being closely linked to what being a man or a women means in specific contexts.
The assignment of women and men to different tasks, activities and occupations
becomes a rational response to socially constructed differentials but that, in spite
of everything, become real in their skills and aptitudes.

i )
Seeking to change present gender relations implies:

= to reconstruct the symbolic order of the female and the male in
social interaction.

= “..toconsider that all learning is social and that occupational com-
petency development is mediatised by our socialisation as men or
women; some necessary competencies are not exercised adequately
because we have been told since childhood that ‘that is not for
women or not for men.” These messages function as unconscious
programming that limits vocational training and occupational per-
formance, especially in diversified areas.”

= toattach value to little recognised competencies, generally acquired
through female social experience, systematising them and deepen-
ing them so that they may be transferred to work situations.

On the basis of the gender approach we can wonder who does what in
the occupational training and work spaces. This information allows us to
formulate curricula that meet the training, occupational and social needs

of men and women.
\\ Y,

Concepts such as continuing training, the importance of correspondence
between training and occupational performance and the growing value placed on
people who work as autonomous and proactive individuals within the framework
of their work, pose new challenges to educators, workers and employers.

5 FOMUJER/INA-IDB. Quir6s, Rebeca. Género y Competencias Laborales, Coleccion Género en la Formacion,
2001.
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In the last decades, the need for a fluid and permanent co-ordination be-

tween the educational sector and the productive sector has become a constant

concern both for enterprises and for educators. Initiatives of reconciliation and

interaction have begun to gather strength, and distances separating the training

centre from the workplace seem to shorten. Together with this, fears of subordi-

nation of one system to another seem to move towards a conception of mutual

reinforcement and feedback.

Once the dialogue has begun, the creation of common codes that allow the

phenomenon of occupational performance to be addressed from a comprehensive

perspective, which includes its global nature and complexity and reports its per-

manent transformations, emerges as a problem.

7z A\
Labour competencies are a space of interaction between the educa-
tional sector and the productive sector, a space of shared construction
where there is a consensus that each of the players makes their con-
tribution.

\S Y,

Some important aspects of the competency-based training approach are:®

= Focusing on real market demand and made up by the users themselves,
the individuals, entrepreneurs and vocational training institutions
(VTIs), they identify and define jointly the competencies and pro-
grammes.

= It allows for flexible programmes, of higher quality and relevant to the
needs of the population and the productive plant.

7

It provides a system that can be updated and adapted with greater ease.

= It conceives training, not as a finite activity of short duration, but as a
long-term process that embraces the whole of an individual’s produc-
tive life and facilitates his/her accumulation of knowledge, as well as

6 INA Normalizacion, Formacion y Certificacion Profesional, basada en Competencias Laborales, op.cit
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the development of competencies that broaden his/her opportunities of
advancement and individual and vocational progress.

It makes greater institutional co-ordination possible, as well as greater
permeability between work centres (enterprises) and the supply of
training of the VTls.

The labour competency approach is supported by identification of compe-

tencies and evaluation criteria that serve as a basis to design modularised and

flexible training programmes.

Competency-based training proposes a new approach focusing on the per-

son who is being trained. Training practices will seek to respond to the following

criteria:

>

The competencies to be attained are carefully identified with the par-
ticipation of all players.

Training is a comprehensive process where facts, concepts, knowl-
edge and attitudes are part of competency learning.

Emphasis is laid on the achievement of concrete results, always with
reference to performance criteria that are defined and known a pri-
ori by the individuals being trained.

What is sought is for the trainee to manage and control his/her learn-
ing process, with the support of the educators.

Work becomes a privileged pedagogical and didactic instrument: train-
ing in services is privileged and continuing training is encouraged.

The progress of the trainees in the programme occurs at the pace each
one of them sets. The competency instruments make possible the per-
sonalisation of the processes and the paces of learning.

GENDER AND COMPETENCY-BASED TRAINING



Identifying labour competencies with a gender perspective

3. Job analysis and curriculum development

The workshop and the construction of a competency profile

There are methodologies that make possible a rapid identification of com-
petencies for educational purposes and that, likewise, facilitate the articulation
of training with the world of work at a practical learning level in a labour setting,
that is an important teaching resource in a competency approach.

The DACUM (“development of a curriculum”) methodology is character-
ised by articulating, from its design phase, the functions and tasks performed by
the worker with the construction of the curriculum. It was one of the first efforts,
and was widely applied, that linked competencies with training and skills devel-
opment.

The DACUM was originally developed in Canada, at the end of the sixties,
with the purpose of building a curriculum guide that would allow the involvement
of the trainee in the training programme and in the definition of the objectives to
be achieved. The methodology is highly participative, starting with the definition
itself of the contents, and is developed together with the workers and supervi-
sors, who jointly identify the tasks, functions, and knowledge, skills and attitudes
required for their performance, as well as the equipment, tools and materials
needed.

The workshop with expert workers is the core of the procedure to formu-
late the DACUM chart or map, which is a matrix of functions and tasks that indi-
viduals have to be capable of performing, supplemented by the identification of
knowledge and general skills, important for their work, by the social behaviour
required (attitude, treatment), by the equipment, materials and tools they use,
and by the trends and prospects of work for the immediate future. The resultis a
chart or map of functions and tasks that is used, at a second stage, to develop the
training contents, the criteria and instruments for evaluation and the teaching
resources.

The DACUM methodology has undergone adaptations and interpretations
during the last thirty years. In order to make the analysis more precise, the
premises or principles that are its theoretical support are as follows:
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= People who work (expert workers, both male and female) can describe
and define their work more precisely than anyone else in the organisa-
tion.

= An effective way of defining a function is to use as a basis the activities
that the workers perform.

= If they are to be executed adequately, all tasks must use certain knowl-
edge, skills and abilities, the individual’s tools and positive attitudes.
Although those are not tasks, they are the means or facilitating ele-
ments that make possible successful performance.

These premises are based in turn on a combination of theoretical currents
of the behaviourist and functionalist school, although the latter is reluctant to
incorporate task analysis, since it seeks to express work in terms of results and
not processes.’

The AMOD workshop. A curriculum development model

The AMOD methodology is defined as one among many of the models that
exist to identify competencies and develop curricula arising from the DACUM
methodology. It was developed in Canada as an alternative and supplementary
version of the DACUM map (Analysis of functions and tasks). As has already been
indicated, it is a quick and agile method that allows responses to be provided in
the short term on matters of training. During the development of the workshop,
group synergy and interaction is generated that allows the different players to
understand what their work is about and which way to go to improve perform-
ance. Likewise, building a consensus of participants is also an act of reflection and
training.

7 Mertens, Leonard. Competencia laboral: sistemas, surgimiento y modelos (Herramientas para la
transformacion, 2), Cinterfor/ILO, Montevideo, 1996.
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In short, the advantage of the workshop over other methodologies lies in
the agility and openness it provides to connect an occupational profile
with training, and the evaluation makes possible a very quick response to
the need to structure training and learning, opening up a space to incor-
porate the gender approach.

The AMOD begins, as does the DACUM, with a basic principle: expert work-
ers can express the competencies required in the work or function in the best way.

This method seeks to establish a direct relationship between the elements
of the curriculum, expressed as a map of competencies, and the training and evalu-
ation sequence of the learning process.

In order to achieve this, much emphasis is placed on the interaction be-
tween acts of self-evaluation on the part of the trainee and the evaluation of the
instructor/supervisor staff, by applying a scale of qualifications that tends to vary
from three to six levels and that is designed according to needs.

The methodology development process begins and ends with a panel of ex-
perts (workers, supervisors, managers) whose selection is the key and depends on
the course or courses to be taken (training instances for a company or for a certain
area common to several enterprises; in the latter case it must be kept in mind that
what is gained in breadth is lost in depth). The workshop admits the presence of
observers who will not take an active part in the identification of the profile. The
panel of experts is located physically in front of a wall, while the facilitator (as-
sisted by a person familiar with the methodology) records the expressions of the
participants on cards that are successively placed on the wall.

In the first stages of development of the workshop, brain storming is used
and all the descriptions are recorded on cards, while the facilitator plays a non-
leading role, inducing participation and consensus among participants.

In the last two stages of the workshop, the facilitator not only provides
guidance for the process but also leads it and refines the descriptions.
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Work stages

The stages of a competency identification workshop are presented below,
and illustrated by the products resulting from the experience in the silk screening
sub-sector, on the understanding that that experience, as well as its products, are
used as an example and guide for whomever decides to apply the methodology.

For practical purposes, the process has been divided into two large phases:

= The first phase finishes with the production of the vocational profile,
presenting families of functions with their corresponding competen-
cies ordered according to levels of increasing complexity.

= Anordering of the training sequence to be developed and a proposal
for development of standards are produced in the second phase, on
the basis of the experience of the group of participants, and as an input
to produce training/ evaluation guides. These instruments acquire fun-
damental value in training processes, as guides for learning in a work
situation, and as tools to detect skills development needs and the re-
sults or progress of the learning processes.

The workshop functions in two stages, the minimum duration of which may be
reduced to two half days of work. In the first part, the production of maps of functions
and competency elements is addressed, while the second part culminates with the
identification of performance standards and the skills development sequence.

Iz A\
Having a clear vision of what a person is expected to be capable of doing

and of the objectives of the training plan is a teaching resource of great
value for training. On the one hand, it places students at the centre of the
skills development process, making them responsible for leading and
guiding their own learning; on the other hand it makes the whole train-
ing process transparent, proving the usefulness and relevance of the skills
development proposal. Both aspects motivate an active and responsible
attitude on the part of the student, at the same time as they allow him/
her to be more critical and demanding regarding the training which they
are provided, allowing them to clearly identify their needs for training
and support.
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By way of example, throughout the document the experience of the silk screening

sub-sector workshop is presented.

Sixteen individuals were selected and took part in the panel, from 11 silk screen

printing enterprises, including both women and men.

The group was made up of panellists, who were the protagonists of the workshop,
and observers, who joined the activities later as a way of ensuring the continuity of the
work done by INA. Female methodologists or facilitators were in charge of co-ordination
and provided guidance, helping to prioritise the objectives and maintain the directionality

of the process.

Seventeen individuals were considered to be a sufficient number to generate debate
and discussion on the different subjects addressed, and at the same time not hinder the
continuity and evolution of production. Furthermore, the participation of “observers” be-
gan at the time when a formulation of the map of functions was achieved. Discussion and
interaction are indispensable to generate information on which a consensus can be reached
but they must be kept within certain margins if the results expected are to be attained. An
effort must be made to reach the “potential output” of the panel, by ensuring the participa-
tion of all its members but, likewise, it is important to guide efforts in the same direction,
avoiding no exit discussions. Uniform participation (where everyone takes part) and stable
participation (where participation does not decline as the workshop evolves) must be at-

tained.

The members of the panel did not know each other personally. They did handle the
presence of their enterprises in the market and perceived each other as competitors. How-
ever, shortly after the first workday of the workshop began, they became a work team,
gathered together for the first time for a specific purpose: in this case, to develop a compe-
tency profile for sub-sector male and female workers. It was, however, impossible to ven-

ture an opinion regarding the stability and permanence of relations.

In point of fact the invitation and the work in the workshop involved a first instance
in which core enterprises were established in the sub-sector (medium-sized and small). The
advantage of an area for joint reflection was quickly demonstrated, as was the need to

provide it with continuity and for work to continue on common themes.

Male and female participants perceived INA to be a binding agent that could provide
them an opportunity to continue working jointly on subjects of interest to the sub-sector,
and initiatives arose that would be propitiated by FORMJUJER (for example, prospective

forum and digitalisation impacts) and that allow stable co-operation areas to be projected.
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4. Guide for workshop development
Workshop preparation

It involves the definition of the area to be analysed and the selection of the
participants.

What do we know about the sub-sector?

Usually, vocational training institutions know and have links to sector or
sub-sector enterprises, either through formalised instances or through their gradu-
ates, teachers, etc. To use this capital, update it and increase it to guide the selec-
tion of the panel implies a prior analysis of the sub-sector or the enterprise that
provides general information and data broken down by sex, including:

= Key organisations and representative and lead enterprises.
Participation of men and women in employment and training.

Types of occupations/ jobs and trends.

Vocational history within the sub-sector/ enterprise. Entries and exits.

Link to other sectors. Competency transfers.

v v v VY

Other aspects that may affect the sub-sector: restructuring, new enter-
prises, investment projects, etc.

The purpose is not to obtain a rigorous survey but rather to gather reliable
information to obtain an adjusted selection of enterprises and individuals to make
up the panel.

In the case of the silk screening sub-sector, two groups of enterprises can clearly be
differentiated on the basis of the technology employed, the market at which they aim and
the size of the units: i) automated silk screen printing (large and medium-sized enterprises)
and ii) manual and semi-automated silk screen printing (medium and small enterprises). The
INA Graphics Industry Core, by evaluating its installed capacity, training needs and possibili-
ties of employment generation (wage earning and creation of enterprises), decided to ad-

dress the functional area of manual and semi-automated silk screen printing.

A first survey of information of the sector was carried out with the technical support

of the person responsible for liaison with the FORMUJER entrepreneurial sector. In Costa
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Rica, there is no instance of establishing core enterprises that operate in the market in this
area nor of their workers (for example, chambers, vocational associations, trade unions). It
was thus necessary to identify enterprises and make contact with the people in charge of
them to obtain preliminary information. Thus, enterprises were detected with a regular
staff of between three and around twenty persons, mainly males but where the incorpora-
tion of some women has been observed in latter years, not only in administrative or execu-
tive functions but also as entrepreneurs. On the other hand, among INA courses, a recent
exponential growth in female participation in silk screening courses has been evident. The
persons who work are multi-functional: “we do everything,” they would say afterwards in
the workshop, except in some medium-sized enterprises where there is a certain amount of

specialisation.

Selecting the panel

As was mentioned above, the panel that will describe the competencies must
consider persons who carry out the functions to be analysed and those who fulfil
supervisory tasks. It is generally advisable that the number of panellists be be-
tween around six and twelve individuals.

In the case of a training course for one or two enterprises, they will be
invited to take part, by selecting expert workers in the area to be analysed. If the
purpose is for the courses to address one sub-sector, enterprises will be chosen in
such a way that they are sufficiently representative of that sector.

In all cases, the criterion is that panel members shall be valued for their
performance in the enterprise and that a balanced representation of men and
women is required, if participation in the job permits it. This instance usually
involves making contact with the people in charge of the enterprise, explaining
what and who are involved in the programme, what the purpose is, what the train-
ing institution needs them for, what they can contribute and in what way the en-
terprise will benefit. It is advisable to explore possible dates and schedules that
suit the characteristics of the enterprise and do not interfere with its normal op-
eration.

About fifteen enterprises were selected for the silk screening sub-sector, three of

which sent female representatives.
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Planning the workshop

The next step will involve working out a plan of activities and responsibili-
ties for carrying out the workshop, that envisages:

= dates and schedules;

= facilitators and methodology. Regarding the facilitators, it is sug-
gested that they be persons who know the methodology and who have a
certain amount of experience in analysing work and group dynamics,
creating a climate that encourages participation and building a consen-
sus. Their function is to facilitate and organise the information of the
players of the productive sector through trigger questions, ensuring
the participation of the full panel;

= selected enterprises; panellists;

= observersand logistical aspects.

The workshop being referred to was held on two half working days of three hours
each. Thirteen men and three women took part. They performed different functions (silk
screening, management, production heads and workshop heads). As an example, the work-

shop programme is presented below:

Monday Tuesday
17.15| Welcome. Activity presentation 17.15 | Reviewing functions
17.20 | Rules of the game 18.00 | Ordering by complexity
17.25 | Round of introductions e Critical sub-competencies
17.35| Sub-sector. What would you call it? 18.30 | Coffee break

e Main purpose 19.00 | Workgroups:

- Comparative advantages Execution criteria

e Trends and knowledge

e Gender participation 19.30 | Roundup

e Brain storming 20.00 | Closing
18.30 | Coffee break Presentation of certificates
19.00 | Functions
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Workshop development

The panel is located around a table and in front of a wall or a large black-
board where the sheets of flip charts are placed and later the cards recording the
contributions of the successive stages of workshop development. The facilitators
are standing, writing on the cards and relocating them on the wall or blackboard
according to the different phases.

Defining the objectives and general strategy of the enterprises in the market

In this stage the holistic aspects are introduced, which are later referred to
again in successive instances. The panel is requested to point out the characteris-
tics that, in their opinion, differentiate the enterprises of the sub-sector: what
elements make them more competitive, what is the defining aspect of the enter-
prise or product; what are its most salient features; what are its critical aspects or
the threats that menace it and how they imagine the future; what trends do they
believe will increase in depth. The descriptions that arise from the brain storming
are recorded on a flip chart that is placed on the wall.

a )

Guidance questions:

= What are the distinctive characteristics of the business/ activity of
the enterprise/sub-sector?

= Which are the competitiveness factors?

7

What is the enterprise (or enterprises) intending to do to ensure
their viability?
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In this first stage of the silk screening workshop, high levels of participation and
expression were to be observed. They increased as work progressed. Some aspects that
demonstrated the centrality of the topics appeared repeatedly. There was exchange on com-
mon experiences and specific work situations were subjected to discussion. An increasingly
relaxed climate was generated that favoured communication among the members of the
panel with a view to achieving a general vision of consensus of the sub-sector.

PURPOSE ADVANTAGES OF SILK SCREENING
v’ Satisfy client needs
v Quality v' Offers options such as dyes for exteriors
v’ Offer options to clients (dligital printing)
v At v" Allows printing on several substrates
v Market demands knowledge
v" Beyond that, deliveries to clients

(client services) return
Price, quality, delivery
Need for profits FUTURE OF SILK SCREENING
Profitable enterprise

Some clients ask for price, others for quality
Fair competition is needed

Price competition affects quality

Disadvantage of “quick” courses: poor quality

v" INA and government support to improve training
(schools)

v" Thetrend for the future is to automate which makes
for greater simplicity

v" Manual will not disappear but can be automated

NN NN

<\

v" Need for practice oo both
v Understand that there is one administrative (eep. oth) .
v Machine: “even” quality always the same, does
structure and system .
not get tired

Participation of men and women

In a manner similar to the previous stage, the participation of men and
women in the area to be analysed is at issue. An attempt is made to reflect on the
relations between the two sexes, the functions they fulfil, what aspects facilitate
or hinder equitable participation and integration, whether there are or not dis-
criminatory factors, and whether specific contributions or capacities of either sex
are to be perceived.

The information gathered at this stage and the previous one shall be re-
turned to later, both regarding identifying competencies of individuals and draft-
ing standards, since it allows contextualisation as well as upgrading and inclusive
proposals regarding professional performance.
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Guidance questions:

S Do women and men work in the enterprises of the sub-sector? Do-
ing what? Why?

S Do they perceive difficulties in access to other functions? Which?

How can they be overcome?

S What is the specific contribution of women and men to the viability
and competitiveness of the organisation or the sub-sector?

\S J

Notes recorded in response to these questions in the workshop
Men and women

v Male trade union has hampered women’s entry into silk screening, offset, etc.

Will is required.
v Women are more delicate, more careful, have more vision, take care of details.
v Not all women like to fill their hands with dye.
v Women like sales and office.

v' Some enterprises do not hire women in the workshop so as not to place them at
risk because it is a very hard and male environment and men feel it to be their

own space. Sexes are not mixed in workshops.

v" Women are more flexible when they are given orders, while men sometimes

deceive, they do not follow orders.

v' Perhaps women would not be accepted.

Capacities that must be demonstrated by persons working in the area

It is a first approximation to the functions of the workers of the area.

The the general objectives of the area are brokedown into the attributes
that the person must demonstrate. All contributions are recorded by expressing
them with a verb of action on cards that are placed successively on the wall or the
blackboard.
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Silk screening (manual and semi-automated). Example of brain storming

Prepare frameworks Stamp, Print Attend the client Estimate price Develop
Sell products and Follow instructions Solve contingencies Plan schedules Perform position
services order and problems (only 1 printing) tests
Design, Tauten silk Receive and record Use elements of Take precautions with
Art requests protection solvent products
/7 A\

Guidance questions
<  What are the specific responsibilities of the area operators?

S What must they achieve and do to fulfil the general objectives of

the enterprises of the area?
\\ Y,

Structuring in families of functions

In a first instance, the information is ordered on the basis of criteria re-
garding areas of responsibility, similarity of activities undertaken and of personal
competencies involved. Simultaneously, the descriptions are adjusted gradually:
repetitions are eliminated, sub-competencies are added that arise from exchange
and consensus. The process is dynamic and implies gradually relocating the cards
until the map is obtained. It is advisable to place common elements in rows and
later proceed, if necessary, to the final drafting of the general competency or func-
tion constructed, considering a broad formulation in order that it may be compre-
hensive of the sub-competencies identified. The function is placed on the extreme
left and its components are deployed towards the right.

GENDER AND COMPETENCY-BASED TRAINING




Identifying labour competencies with a gender perspective

z A\
Guidance questions
S How can the functions and responsibilities mentioned so far be
grouped into large groups that provide evidence of the worker’s
performance?
\ Y
Silk screening (manual and semi-automated). Example of first version of the profile
Perform Advertise Sell products | Attend to Receive and | Request/ Interpret/ Advise
client and services | client record obtain Analyse client | client
service orders faithful originals | demand (or salesman)
A Al A2 A3 A4 A5 Ab A7
Draft Consult Calculate Pricing
budget suppliers times
B B1 B2 B3
Work Select and deci- | Plan work and | Take advantage | Follow Standardise
planning and | de what materials | schedules (for | of/optimise | purchase order | schedules and
organising will be used one printing) resources instructions processes
© C1 C2 C3 C4 C5
Produce/ Design arts Develop Prepare Tauten silk Prepare Prepare dyes | Clean
Execute frames Mount substrates materials
D
Perform tests | Stamp-Print Dry Make cuts Stamp in die Pack Get cuts read
of position (sample for
client)
Solve contin- | Identify/analyse | Consult other | Make decisions | Maintain Take relevant
gencies and | the problem | people to solve serenity action to avoid
problems (locate it) problems repeat
E El E2 E3 E4 =)
Working in | Use protective | Take Take informed | Maintain
conditions | elements precautions | decisions conditions of
of hygiene with solvent | accid: exting, | hygiene and
and safety products medical, order in work
911 etc area
F F1 F2 F3 F4
Establish | Relate to
effective | hierarchical
communication | superiors
G Gl
Teamwork Handle and fulfil | Co-operate Take joint Fulfil-attend to | Be aware of
responsibilities | with other (shared) other functions | the process as
and roles people decisions according to a whole
assigned needs
H H1 H2 H3 H4 H5
Maintain Perform simple | Detect flaws Apply quick or
machines repairs alternative
and solutions
equipment
| |2 13 14

|:| Critical elements
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Profile review

These sets are refined on the basis of certain criteria that, in general terms,
may be considered similar in many productive processes and that take into ac-
count the strategies that the individual brings to bear for their attainment. The
facilitator guides the panel according to an updated view of the work and points
out certain functional areas such as: equipment and product conservation, opera-
tion in itself, general vision of the enterprise or business; attitudes, communica-
tion, safety and hygiene. The group will have to build its own consensuses and its
ordering criteria.

This stage comes to an end when the group considers that all possibilities
have been covered and that the functions and sub-competencies of the worker are
made sufficiently explicit.

This review is generally done at the beginning of the second workday in
order to allow the facilitators to work on the first version between both instances,
in order to analyse it, identify aspects that have been little developed or are con-
fusing and enhance its presentation.

The result of this stage shall be the map or profile of competencies of the
worker, male or female, of the area analysed.

Analysis of the order of difficulty from the viewpoint of learning for each family of

functions

This involves ordering the sub-competencies by levels of difficulty, placing
the most simple ones starting at the left of the row until the more complex are
reached at the extreme right. The objective of this ordering is to allow a visualisa-
tion of the process to achieve performance of a competency.

>
- increasing difficulty +
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The ordering process based on the complexity of the acquisition of compe-
tencies generates a space of joint learning among workers, supervisors and the
training institution itself. For the workers, this involves a process of reflection
and analysis of their experience, strengthening an active visualisation of occupa-
tional performance itself, at the same time as it allows the very meta-cognitive
strategies to be acknowledged.

7z A\

Guidance questions:

S What is the order of complexity, starting with the simplest ele-
ments, of the process of acquisition of each of the competencies
defined?

Identification of critical elements

Once the ordering is finalised, the elements are identified that, according
to the panel’s experience, are critical for competent performance of each function.
The result of this process must be able to respond to the question: what are the
elements for which performance involves the greatest problems or errors and that
are fundamental to be competent in that function/occupation?

Thus the critical or basic functions are then identified in the following senses:
- good performance in this function is considered fundamental

- it is considered to pose difficulties

- acompetent worker knows how to handle this aspect very well.

This selection has a dual objective: i) to identify priorities and critical as-
pects to be kept in mind during the learning process; and ii) to economise on work-
ing time in the workshop, by identifying key elements to initiate the process of
development of standards.
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Silk screening (manual and semi-automated) Example of the second version of the
vocational profile

Develop

Establish
effective
communication

K

Request/ Receive and | Advertising Advise Attend to Interpret/ Sell products
obtain faithful | record client client analyse and services
originals orders (or vendor) client demand
Al A2 A3 Ad A5 Ab A7
Consult Calculate Pricing
suppliers times
B1 B2 B3
Follow Select and de- | Plan work Take advantage | Record Standardise
purchase order | cide on and times offoptimise operations times and
instructions materials to use | (only 1 edition) | resources and costs processes
C1 C2 C3 C4 C5 C6
Prepare Design arts
positives for silk screening
D1 D2
Taping Drying Blocking Burning Emulsioning Keep frames, | Choose and
silks and tauten silk
emulsions in
good condition
El E2 E3 E4 E5 EG E7
Prepare Perform cuts | Choose and
substrates prepare dyes
F1 F2 F3
Drying or Test to check | Print edition Place Machine
curing printing guides assembly
quality
Gl G2 G3 G4 G5
Pack Stamp Quality
control
H1 H2 H3
Take relevant | Consult other | Make Maintain Identify/
measures to people decisions serenity analyse the
avoid repeat to solve problem
problems (locate it)
11 12 13 14 15
Use Take Take informed | Maintain
protective precautions decisions in conditions
elements with dangerous | accidents, of hygiene and
materials and | extinguisher, order
equipment physician, 911, | in work area
J1 J2 Etc. J3 J4
Relate to Transmit learning | Relate to Report Transmit Seek
people and experiences | hierarchical mistakes necessary communication
in a climate and support fellow | supervisors quickly information in cases of
of respect workers conflict
K1 K2 K3 K4 K5 K6
Handle and fulfil | Be attentive to | Request Co-operate Take joint Fulfil/ attend to
responsibilities | process as a | opinions with (shared) other
and roles | whole from other other people | decisions functions at
assigned persons needs
L1 L2 L3 L4 L5 L6
Flaw detector | Do simple Find quick
repairs or alternative
solutions
|:| Critical elements

M2

M3

M4
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Standards identification exercise

It involves identifying the essential aspects for competent performance of
each element. The standards should serve as a clear basis for self-evaluation/ evalu-
ation and they are expressed as evaluative statements that define the level of
performance required in the job under normal and contingency situations.

The workshop intends to concentrate on the elements that were identified
as critical and work on them in small groups. The facilitators, both male and fe-
male, go from one group to another to guide the formulation and discussion. When
the work is finished a roundup is performed that makes possible the integration
of suggestions and criticisms and to refine the descriptions.

Silk screening (manual and semi-automated)

The object of this exercise was to clarify the scope of the competency identification

process and familiarise the panel and observers with the criteria to be used.

Three groups of panellists and observers were formed. They chose the elements to
be analysed and they were provided with a common format to organise the products. Some

of the results are shown below by way of example.?

8 Asis stated in the Introduction, all the Competency Units, already revised and validated, are available in the
consultants’ document that has been the base and reference framework of this chapter.
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Competency Unit: Client services

Competency Element: Obtain faithful originals

Definition: Request and obtain the most faithful and clearest original possible to

be able to evaluate the work requested.

Execution criteria:

The person must make sure that:

Contact with clients is direct, either personally or by telephone

Clients are requested to provide a sufficiently clear and faithful original to

assure a high quality result.

Viable alternatives are suggested to clients in order to obtain faithful and

clear originals.

If the quality of the original is not top notch, clients are informed of the

limitations that affect the result and of possible alternatives.

All the information needed during the printing process is available (colours/

size, etc.).

Knowledge:

General knowledge of pre-printing techniques.
General knowledge of silk screen printing techniques.
Notions of other graphic arts.

Standards and policies of the enterprise.

Public relations principles and basic negotiating techniques.

Socio-affective behaviours:

Client service must be friendly and dynamic.
Messages must be orally understandable, clear and precise.
Initiative to offer clients alternatives.

Responsibility to make decisions, solve problems and attend to contingencies

in a timely and suitable manner.
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Competency Unit: Teamwork

Competency Element:

Maintain a relationship based on respect for fellow workers

Definition: Contribute to a good working environment, maintaining a relationship

based on respecting fellow workers.

Execution criteria:
The person must make sure that :

. Mutual living patterns and group relations are understood and accepted.

. Fellow workers are treated with respect and their personal characteristics and

opinions are accepted.

e The method of interaction shows acceptance of fellow workers with no

judgements passed.

. Differences of opinion or possible conflicts are resolved through interchange

in a climate of respect and co-operation to fulfil common objectives.

e  Limits to communication and a good relationship are identified and minimised.

Knowledge:

* Standards and policies of the enterprise.

« Relationship patterns and living together as a group.

Socio-affective behaviours:

» Active listening.
e Proactivity.
e Co-operation with the team.

e Interpersonal relations to achieve a suitable interchange with all the members of

the team and senior staff.

« Respect for difference and valuation of diversity.

GENDER AND COMPETENCY-BASED TRAINING
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Competency Unit: Developing

Competency Element: Development achieved in condition for production

Definition: Exposure to source of light, blocking and taping

Execution criteria:

The person must make sure that:

Exposure times are calculated and applied correctly.

Equipment is suitably calibrated.

The development procedure is performed according to the sequence and
applying the quality criteria in order.

The undesirable parts are blocked.

Inspections are performed by evaluating quality and making the necessary

adjustments.
The developed product is a faithful copy of the positive or negative of the art.

Toxic substances and waste water are handled in compliance with occupational

safety and hygiene standards.

Safety devices are used.

Knowledge:

Knowledge of pre-printing techniques.

Knowledge of different types of machines.

Calculation of exposure times.

Use of grey scale filters.

ISO quality standards handling.

Safety and hygiene standards.

Techniques of sealer, taping, blocker and dryer application.

Knowledge of different types of tables.

Socio-affective behaviours:

Compliance with the different phases of the process systematically and precisely.
Multi-focalised attention.
Responsibility for making decisions, solving problems and attending to

contingencies in a timely and suitable manner.
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After the workshop

Once the workshop instances have concluded, a new stage of work begins in
which the training institution will decide what steps to take to continue the work
on the basis of the products of the workshop: competency profile, order of com-
plexity, critical elements, bases for the development of standards.

Beyond the fact that training institutions may develop their particular strat-
egies according to the objectives they have set themselves, these products, once
they have been validated, are the references for the production of training and
evaluation instruments and for the development of curricula.

Validation

Its objective is to ensure that the profile is acknowledged and understood
by other enterprises and workers in the area. To do so, a broad consultation is
held with other workers in the area that can be instrumented according to the
purpose and possibilities of the institution, either by sending the profile or through
personal contacts. The scope of the sample is determined on the basis of the objec-
tives.

In the case of the work undertaken by FORMUJER and INA with the representatives
of the sector, the result of the validation was as follows:

Professional Figure: Professional worker in silk screen printing

General competency: Professional worker in manual and semi-automated silk screen
printing will be able to perform competently to provide the service to clients,
produce final arts and implement silk screening techniques up to their final
finished stage, in the field of silk screen printing.
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Map of Competencies

1. Client Obtain faithful Interpret client Plan the work to
servicing originals demands meet deadlines
11 12 13
2. Produce the Design arts Produce positives
final art for silk screening and negatives
21 22
3. Develop Select Prepare materials Developmentto Recover silks
onscreen materials forinsolation (tautening, | be in condition for tobe
(mesh, emulsion) emulsioning, drying) production reused
31 32 33 34
4. Print on Prepare materials and Assemble and adjust Printing
substrates minor equipment the machine (tests and work)
41 42 43
5. Final finishes Control quality of Final
each substrate finishing
51 5.2
6. Maintenance Preventive maintenance | Solve flaws
of machinery and | of equipmentand
equipment machinery
6.1 6.2
7. Solve Identify the problem Analyse the problem Make decisions to
contingencies solve problems
and problems 71 7.2 73
8. Work in hygienic | Take care of personal Keep the work/
and safe hygiene and safetyand | equipmentareain
conditions working equipment conditions of hygiene,
order and safety
8.1 8.2
9. Establish Exchange necessary Communicate orally
effective information with diverse
communication | to meetgoals interlocutors
9.1 9.2
10. Teamwork Co-operate with all Maintain arelationship | Fulfil responsibilities Attend to/ support other
the team based on respect and roles assigned functions
for fellow workers
101 10.2 10.3 104
Optional unit
11. Price work
Evaluation

This methodology places much emphasis on the interaction between self-

evaluation by the person being trained and evaluation by the teachers or supervi-

Sors.
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A scale of qualification may be applied, the levels of which may vary (gener-
ally from three to six levels). For example:

1. Isnotyetcompetent.
2. Knows the essentials but needs support.
3. Knows in normal situations.

4. Knows how to solve problems and contingencies.

The implementation process consists of a self-qualifying and qualifying dy-
namic accompanied by acts of instruction when needed.

A needs assesment may be undertaken at the beginning to detect what the
training needs of the person are, as well as other evaluations that record progress
and difficulties throughout the process.

To start with, the individuals are given the profile (AMOD map) and are
requested to self-evaluate themselves in each of the sub-competencies that ex-
press what is expected of them. The instructor or person in charge will grade the
trainee once a certain period of time has elapsed and the grade will be the result
of a consensus between both scores.

The initial evaluation allows a first training plan to be drawn up that con-
templates the individual history of each trainee. If they are competent in one or
several identified sub-competencies, either because they were trained or because
of prior experience, the order and contents of the curriculum are adapted and
unnecessary instances are avoided.

Each time individuals feel that they have improved their performance in a
certain sub-competency, they re-grade themselves and confirm their results with
the instructor. Once competent performance in each one of them has been achieved,
they submit their grades to the committee of experts who evaluate them and vali-
date them and can grant the trainees a certificate of skills in the function.

Preparation of teaching guides

Teaching materials play a fundamental role in competency-based training.

The teaching guide is based on the individualised nature of the instruction
and is conceived as an instrument to facilitate a responsible and increasingly au-
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tonomous learning process on the part of the trainee. To fulfil the purpose of being
a support for individualised learning, the structure of the teaching guide centres
on self-learning and develops on the basis of instructions linked to key or critical
sub-competencies.

It involves the development in sequence of the tasks defined in the work-
shop (teaching modules), on the basis of which the students will advance at their
own pace, with the help of specialised supervisors and instructors. To simplify the
learning process, a variety of instruments that refer to the various learning styles
must be offered so that participants may choose those that are most suitable for
each particular way of learning.

Iz A\
In general terms, a teaching guide must include:

= A description of the standards of performance expected regarding
the subject.

7

Clear instructions for its use.

= The basic principles that support the functions addressed,
contextualised regarding the enterprise and/or working area.

7

Reference to the concrete problems that arise in a work situation.

7

Clear explanations, through examples, both of the procedures and
of the consequences arising from errors in application.

7

Practical exercises (simulation, real situation).

7

Self-evaluation schemes throughout the process.

7

Aspects to be evaluated and conditions under which the evalua-
tion will be carried out.
\S 74

The limits of teaching materials that cannot address all aspects of instruc-
tion must be acknowledged. Thus it will be necessary to concentrate on the most
critical aspects, stressing what must be known and mastered, what kind of deci-
sions must be faced, the consequences of mistaken decision-making and safety
aspects to be taken into account.
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B. Building a vocational profile on vegetable
micropapagation

1. Contextualisation of the experience

Within a conceptual framework, with common objectives, strategy and struc-
ture for the Regional Programme, FORMUJER Argentina had to establish a spe-
cific implementation modality marked by the fact that it was located in the Minis-
try of Labour, Employment and Social Protection. In contrast to the initiatives of
Bolivia and Costa Rica, which were executed by a single training institution with
national coverage, in Argentina the Programme is located within a scenario in
which the supply of technical education and vocational training is decentralised
and scattered among a heterogeneous universe of players. The role of the State is
to determine the framework, guide the actions and co-operate with those who
intervene in the field, according to policy objectives. Because of this, FORMUJER
Argentina co-executes its actions with third parties, developing a mode of imple-
mentation with the following main axes:

= amanagement structure based on co-ordination of several players, be-
hind a training for work initiative;

= astrategy of intervention, at the State level, in relation to these play-
ers, centred on co-operation and institutional strengthening of their
projects and institutional capacities, within a framework of objectives
and components that are clearly determined and monitored;

= a strategy of relationship with the population at which its actions are
aimed, low income women, who are its target population, also centred
on strengthening or building personal or collective projects, tied to work.

In this scenario, and in the light of the main objective of promoting equity
and relevance in training, the latter is conceived as a tool for the development of
personal projects tied to employment, although also as a fundamental factor in
making local or regional development and productive initiatives more dynamic.
Therefore, it must be defined and oriented according to context requirements.

Because of this, the design of FORMUJER supposed that labour market
studies would be carried out earlier in each area of focalisation. The results of
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those studies contributed elements for the co-executing vocational training insti-
tutions (VTIs) to review their decisions regarding the choice of specialities. In
some cases, it was necessary to put aside the decision made and think of a special-
ity that had not been planned for from the beginning. In other cases, they provided
valuable information on the needs of the sector and gender issues from the point
of view of employers and workers. Starting with these first inputs, the VTIs initi-
ated the process of profile and curriculum materials construction.

Moreover, in keeping with the objective of institutional strengthening, and
given the diversity of contexts and points of departure, a decision was made not to
implement a particular method, but rather to agree on some common guiding cri-
teria that would allow each institution to work freely, on the basis of its own expe-
rience and with the technical assistance of the National Executing Unit in those
aspects that require it. These guiding criteria can be synthesised as follows:

= Define competencies on the basis of job performance.

= Start from the acknowledgement of learning acquired in different ar-
eas.

= Conceive guidance and training as phases within the construction of
the occupational project of individuals.

= Mainstream competencies for the construction of the occupational
project and the gender perspective in specific technical competencies.

7

Bring together practice and theory in training.

7

Formulate the competencies of the profile keeping in mind vocational
autonomy, problem solving capacity and performance in complex situa-
tions.

= Give a place to cultural and language differences both in instructors
and in the population.

Within this framework, the National University of Quilmes, one of the co-
executing institutions, through the Ung-Fundemos Programme developed, in the
year 2001, a pioneer experience in building up, from a gender perspective, the
Competency Profile in the area of Vegetable Micropagation (of seedlings) of the
fruit and horticulture sector.
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The Univeristy of Quilmes had previous experience in the competency ap-
proach and developed a methodology for the construction of the profile, based on
observing the performance of male and female workers in this speciality and in
interviews with privileged witnesses. Its objective in this process was to intro-
duce a gender perspective. The first step was to build up the occupational profile,
on the basis of the characteristics of the speciality selected and given that there
were no bibliographical background or previous experiences.

This text seeks to describe the process undertaken with the intention of
presenting a concrete example of how to operationalise, in training actions and
when assembling the occupational projects for the target population of
FORMUJER, the reflection on crossing the gender and competency approaches.
The methodological considerations that are posed are the consequence of subse-
quent systematisation and reflection undertaken by the University of Quilmes’
team regarding the experience, and references and some concrete or relevant re-
sults of the experience are included to serve as an example.!

1 For greater breadth and depth, see the introductory chapter of the book and the base document Informe
final sobre el perfil de competencias..., op.cit.
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2. Intervention framework for occupational profile
building and validation from labour competency
and gender approaches

One of the key components of the construction/ validation of occupational
profiles and the associated competency-based training under a gender perspec-
tive, is an approximation to the occupational sector/field that is the object of study,
in order to achieve the following:

(" A\
= Toapproximate the training world to the reality of the labour situ-

ation.

= To adapt the training supply to the needs of the target population
(low income women). To do this, external and internal factors that
influence the development of the task shall be surveyed.

= Toasses the learning, skills and abilities of the workers of the pro-
file selected, with respect to their labour competencies (effective-
ness, efficacy, needs, etc.), highlighting a critical approach regard-
ing gender marks in the performance of their profession/occupa-

tion.
\ _

With these general objectives as an end, the occupational competency ap-
proach adopted by FORMUJER was used as a starting point, i.e., “a complex and
comprehensive aggregate of knowledge, abilities, attitudes and skills that people
bring to bear in real work situations to solve the problems that they raise, accord-
ing to standards of professionalism in each vocational area”.

Thus understood, the concept of competency encompasses not only the
capacities required for exercising a professional activity, but also aggre-
gate behaviours, decision-making, information transmission, etc. consid-
ered to be necessary for the full performance of a function. Because of this,
itis necessary to be aware of what concrete cognitive, attitudinal, valuating
and skills capacities facilitate the definition and solution of problems, deci-
sion-making capacity, etc., broaching it as a continuous and dynamic proc-
ess that lodges in its own base the possibility of learning to learn of indi-
viduals.
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7

Competency-based training, therefore, allows encouragement and man-
agement of learning on the basis of performances gathered in the
workplace itself. For that purpose it is necessary to know the following:

= What does the worker have to know to carry out his/her ac-
tivity? It alludes to the field of knowledge and capacities from
which the basically theoretical training contents will be derived.

= What does the worker have to know how to do? Through which
knowledge and capacities are identified, to which training contents
of a practical nature are associated, concretely skills and abilities.

= How must workers act on the job? Knowledge and capacities
associated to training contents tied to attitudinal aspects of pro-
fessionalism, responsibility and teamwork, autonomy, initiative,
decision-making, response when faced with possible contingencies,
etc. are inferred from this question.

What is this trilogy of the process needed for?

=> so that training participants can build or reorient their occupa-
tional project, in such a way that it may improve in quality or
attain its employability, in a labour situation characterised by
narrowness in job generation and the instability and precarious-
ness of the occupational relationship.

= to unravel and show up (for joint reflection) those elements that
act by conditioning possibilities and conditions of insertion and of
maintenance of the female worker in the world of work.

In this way, the construction and validation of the occupational profile
raises the issue of going “beyond” a certain job or a place or position within
an entrepreneurial organisation. What is sought is to rescue, from a
gender perspective, all the cross-cutting learning required or
needed to improve their present situation in the labour market.
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Within the scope of this definition, a decision is made to incorporate the
conceptualisation of occupational family in the Micropropagation vocational pro-
file, on the understanding that this perspective becomes one more tool to
improve present and future possibilities of employment and employabil-
ity. Occupational family is defined as the set of occupations that, because they are
associated with the production process of a good and/or service, maintain a singu-
lar training affinity and meaning in terms of employment. The common axis of
these occupations is not their belonging to a certain sector of activity, but the
convergence of conceptual, attitudinal, and procedural knowledge required to per-
form in them.

e )
Why is the incorporation of the “labour competency” approach ben-

eficial?

= Itiscentred on the know how to do, beyond formal education, rein-
forcing the workers’ autonomy and decision making power on the
job.

= The observation is tied to the workers’ situation regarding the la-
bour market, whereby training is linked to the latter and can be
broached as a continuous process that responds to challenges that
the world of work itself poses.

= Qualifications arise from the analysis of effective working roles
and, therefore, are designed “by” employment, “for” employment.
\S Y,

Diversifying female participation in vocational and technical training to
provide horizontal and vertical mobility, mastering technologies that are needed
in today’s labour world, as also identifying and eliminating stereotypes in teach-
ing materials and in the different manifestations of the curriculum, implies a de-
liberate inclusion of the gender perspective that, as FORMUJER believes, “will
run through the definition of contents, methodologies, overall construction of train-
ing supply and institutional practice itself. A perspective is a conceptual and meth-
odological frame of reference to address our work in specific fields. It is not a
content, a module or an isolated activity. And, therefore, it cannot be other
than cross-cutting”.
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z A\
Integration of the gender perspective in the analysis of the new realities

in the world of work as well as what happens in the productive units,
—including among them the new modalities and ways of organising the
work process (soft technology), the incorporation of state-of-the-art or
modern technology (hard technology), the decline of traditional trade and
the rise of polyvalent work and the multiple functionality of workers,
etc.—, is an indispensable element for identifying myths, stereotypes, limi-
tations and regulations arising from gender relations that generate dif-
ferent opportunities and differentiated restrictions for men and women.

\S Y,

It is appropriate to highlight that this approach of the productive world to
the training of beneficiary persons, is implemented with a basic and fundamental
input: the construction of the vocational profile based on the identification of com-
petencies in the productive area itself, in which the players involved “gradually
identify and/or show” expected and competent performance, i.e., “the knowledge”
involved in a concrete job, for which there is also a social construction as regards
gender, biased by the socially and culturally determined relationship between the
sex of a person and the capacity to perform a task.
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3. Methodology and phases of development

This section of the document makes explicit the methodological steps in-
volved in this process of construction and validation of the profile, keeping in
mind that, given the inclusive and participative approach defined to undertake
the process of gathering and analysing information, a co-ordination of consensus
proposals was sought at different levels and realities, with a view to producing a
complete version of the profile on vegetable micropropagation.

Intervention methodology

To provide a response to the purpose intended, a “bottom-up” methodology
was applied, i.e., it was considered relevant to initiate the process by direct obser-
vation and end it with the interviews with qualified informants. It was important
for this phase of implementation to select workers/ leaders/ professionals with
experience on the job and broad knowledge of the subject to be developed. The
objective is to share information on the profile to obtain synergies that enrich
conclusions and final products.

iz A\
Methodological steps chosen and used:

Performance area: Direct contact in the enterprise. Case analyses

4

Intervention methodology

Direct observation
Direct interviews

Participative evaluation groups

A W NP

Qualified informant interviews

3

Final product:

Dossier of case analyses to obtain the occupational profile validation
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Direct observation

Objective: to identify and characterise the roles actually performed in the
work situation and the qualifications and capacities required for it, as well as to
ascertain and/or verify the conditions in which women’s work is carried out, the
exclusions, stereotypes and discriminations they are the object of and that, on
many occasions, they find difficult to verbalise (or be consciously aware of).

Being tied to the situation of workers in relation to the labour market, it
helps to respond to the objective of human resource training linked to the latter
and makes it possible to understand training as a continuous process that is a
response to challenges which are posed by the world of work itself.

Considerations for direct observation:

Before entering “the field” to visualise the activities of the workers, the
following considerations must be taken into account:

= to ensure that the workers have information on the visit and its pur-
pose, in order to avoid resistance towards the observers;

= toobserve directly the entire staff of workers at their jobs at the same
time;

= tovisit the jobs at different times of the day in order to be able to detect
the involvement of the workers throughout the work process in which
they take part;

= to work on a checklist in advance to identify activities being carried
out and their importance during the workday. The list should include
the functions carried out by workers, to progressively verify whether
they are or not carried out, and to what extent they are performed (fields
of execution). During the observation, activities shall be added that are
considered novel, or that simply were not identified in advance but
that are indeed carried out;

= surveying the working area where the activity is carried out, as for
example, means used, physical characteristics of the workplace itself,
spatial placement of equipment, female worker distribution, etc.
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Direct observation is a fundamental step in the profile construction proc-
ess, although it cannot be the only mechanism or process for profile building. On
many occasions some data (as, e.g., degree of autonomy in the task or gender stere-
otypes in the occupation or in the performance of the task, etc.) must be requested
of the worker or middle level management throughout the visits. Therefore, they
must be complemented with direct interviews.

Guidelines for direct interviews

The purpose of these interviews is to get to know and to contrast with the
qualified informants of the enterprises the present and future situation of the
sector, the enterprises and the occupational profiles.

In the case of vegetable micropropagation in particular, it also became an indispen-
sable element to survey and identify the gender perspective and marks as concrete tasks
were being performed. Because of that, it became relevant to hold interviews with different
hierarchical levels to obtain various and broader perspectives and opinions on the subjects

raised.

The interviews were conceived as semi-directive with the following pat-
terns:

= Incorporation of a common section in the script of the interview for all
individuals interviewed (different hierarchical levels) in order to con-
trast opinions on competencies needed to perform the task.

= Open in manner, in order that the participants might offer key infor-
mation on the profile regarding those issues that most concern them
and on those that need to be surveyed according to research objectives.

= Inclusion of indicators tending to survey the needs, expectations, diffi-
culties, exclusions and representations of the women interviewed;

= Specific questionnaires were designed in order to construct the profile
and develop standards and rules from a gender perspective, rescuing
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“the words and sayings” of the persons directly involved in the profile
work process.?

Guidelines for Participative Evaluation Groups (PEG)

Objective: The purpose of this technique is to facilitate a consensus regard-
ing a certain subject in which individual and collective contributions are com-
bined. In short, to obtain as a result a shared valuation that will help to identify
the situation and challenges of the sector and the occupations.

In the particular case of the occupational profile of a vegetable micropropagator,
membership in the participative evaluation group was thought of in terms of, firstly, sur-
veying the different realities of the small producers in the area; secondly, contrasting them
with the results of direct observation and key informant interviews in the entrepreneurial
area; and thirdly, reaching a consensus regarding these dissimilar realities. Thus, a training
supply could be offered with a gender perspective in keeping with and useful for the target
population and, in this way, facilitate the labour insertion and performance of beneficiary
women, on the different opportunities that may arise for them in the future (i.e., either that
they may insert themselves in a business, in a nursery or apply this technique on their own

land or stretch of it).

The following considerations are suggested for PEG organisation:

= Size: inorder to facilitate interaction between members and their par-
ticipation, there should be around 8-10 individuals in the group includ-
ing men and women attending, and a majority of women should be
sought.

= The approximate duration of the meeting is stipulated to be between
three or four hours of consultation/ work.

= Work should start with a brief speech by the facilitators, making ex-
plicit the purpose of the meeting (objectives), that would then take the

2 Same as the previous note.
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form of a workshop so that, jointly, a consensus might be reached on
the main points made. A speaker for the group should then make the
PEG conclusions explicit, in order for the co-ordinator to make a note
on a blackboard of the relevant points. In a later roundup, individual
remarks that may arise may be added.

= Lastly, a consensus regarding the final group proposal should be
reached.

Interviewing qualified informants

Objective: The purpose of these interviews is to obtain a general overall
view of the sector analysed, facilitated by experts who have relevant knowledge of
the activity. The script of these interviews must be open, in order to take maxi-
mum advantage of their know how, although the inclusion of the main sources of
interest around which to centre the dialogue should not be left to chance.
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4. Vocational profile building:
functional map and competency units

The systematisation of the collected information enables:

< toconfirm or question the need and relevance of the profile chosen and
its viability for the insertion of women.

S to produce a non-gender biased vocational profile, which implies, at
least and to attend to the requirements of competency-based training,
the construction of a functional map and its competency units.

The functional map is a matrix of functions and tasks required to achieve
outstanding performance on the part of the worker. It contains the description of
the key purpose, which is the point of departure to be able to make an efficient
and useful breakdown that allows the most basic contents of the units and of the
elements to be attained, permitting a gradual analysis of the key functions with
increasing levels of detail.

The competency unit is a response to the description of the productive func-
tion that allows the objectives proposed for the organisation of work to be ful-
filled, i.e., it describes what should occur for this objective to be achieved.

The most well-known form of competency unit contains the following fields:

= Title of the Element: is the most refined level of analysis, the con-
crete action. It identifies what the worker must be capable of doing to
achieve the expected results.

= Performance criteria: makes reference to the most important char-
acteristics of the activities that will have to be undertaken to obtain
the results required, as well as the means to attain them. This criterion
must aim at the what and how of the expected performance.

In the micropropagation profile experience, it was considered that this intent of
appeal would be better achieved if criteria were formulated in the second person singular
and using the most colloquial and informal form of Spanish, such as that usually used in

Argentina (“Sos competente cuando..” instead of “eres”).
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The intention has been to generate a space in closer contact with the workers that

favours their identification with the standard, at the same time facilitating self-evaluation

of the conditions required to achieve the performance described therein.

>

>

Requirements of evidence: subdivided into evidence of performance
and of knowledge. The former is obtained from observation during per-
formance of the element, and is related to concrete results and/or ob-
jectives (that were achieved). The latter describes the basic knowledge,
skills and cognitive routines used by the workers that can be demon-
strated and that are related to obtaining certain results.

Field of Application: The context conditions in which individuals must
demonstrate mastery of the element (what is involved) are described.

In keeping with the intention to share both the methodologies and tools

developed, and the lessons learned and products derived from their implementa-

tion, a synthesis is presented below of the reflections and considerations regard-

ing the viability and potentiality of the profile developed, as well as some exam-

ples of products achieved: the functional map of the Micropropagation Profile and

a selection of Competency Units.

Some reflections and considerations

Field work and the analysis of the interviews held with qualified informants show

the following:

4

the players involved in the profile agree that there are no restrictions by sex to
working in vegetable micropropagation, although they also agree that better
performance of the tasks and functions required by the profile is to be associated
with women and the “natural attributes of the female”. Because of this, their
competitive advantage in the suppliers’ market is important and rooted in a
cultural stereotype. This consideration, as in the case of other gender marks
identified, must be seriously taken into account since they are elements that
make for sensitisation and consciousness- raising of the teaching team involved
in training supply, while the identification of occupational competencies from
a gender perspective contributes to promote and build up equity between men
and women.
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=>» Middle-level management and supervisors agree that competency is built on

the basis of performance in a specific job and that it cannot be conceived as a
stage in formal acquisition of knowledge, followed by practice. Moreover, they
observe that it is in actual occupational practice that the competencies are created
and the knowledge, abilities and skills involved in the profile are developed.
Hence the interest expressed in the proposal to train from work forwork, since
they interpret that a training supply of this type is a new kind of value added
that is extremely useful both at the personal and the entrepreneurial level.

Similar views were expressed among the individuals interviewed regarding the
need and importance of training in cross-cutting competencies, i.e., competencies
that involve learning and skills of a polyvalent nature that cut across different
occupations or vocational profiles and thus bring about an improvement of
employability, both present and potential, of participants. They include both
general or basic competencies and non-specific technical competencies, i.e., those
valid for a wide range of occupational families, as was well stated by one of the
persons interviewed:

“.. I believe that technical training in micropropagation would make it possible
for these trained women to improve the output of their own work in a fabulous
way, and on the other hand they would still be at an advantage regarding other
women demanding work, since they can perfectly well be employed by a nursery,
a company like this one or a hospital, since the steps involved for the sterilisation
of the workplace and the tools are the same as the procedures involved in the
health sector”.

With regard to the view and perception of the players regarding the expected
evolution of the sector and the factors that can affect the profile in general and
specifically vis-a-vis the production of the next few years, the following deserve
special attention:

a) they agree in stating that the fruit and horticulture sector is at present suffering
from a blow brought on by the recessive stage facing Argentina. However, at
the same time, they stated that it is precisely there where trust and expectations
had been deposited to implement “new productive techniques” that would allow
the rigidities and retraction of the market to be overcome. Regarding the specific
profile, the experts assured that micropropagation is unquestionably successful
at the international level, whereby they believed that “inevitably” and to the
extent that it is promoted as training supply, it will have a positive impact on
the domestic economic structure.

b) given that the cost of implementing the type of technology needed was one
of the aspects that generated doubts on the viability of implementing the profile
within the framework of the FORMUJER Programme and for the target population,
professionals were consulted who had “contacts and knowledge and experience”
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in work with Micropropagation techniques with this population, which allowed
smaller scale substitution mechanisms to be identified, with equally satisfactory
results.

Some examples of the products obtained

z A\
Main purpose of the vocational profile on vegetable micropropagation
To produce seedlings using the vegetable micropropagation technique according
to market standards, maximising production, optimising the use of available equip-
ment and tools, applying safety and extreme sterility standards, ensuring the quality

of production.
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1. Pre-condition the
workplace and
material

1. Assure hygiene in the working area

2. Obtain, control and maintain conditions of sterility
in the workplace

3. Prepare and disinfect the stock plants to be
micropropagated

4. Solve or consult on frequent or basic problems

2. Prepare mediums
of cultivation

1. Plan for the inventory and replacement
of inputs needed

2. Prepare the reserve stock of stock or concentrated
solutions

3. Prepare the cultivation mediums, salt mix solution and
organic compounds interpreting the protocols or
chemical “prescriptions”

Produce seedlings
using the vegetable
micropropagation
technique according to
standards demanded by
the market,

maximising production,
optimising the use

of equipment and tools
available,

applying safety and
extreme

sterility standards,
ensuring the quality

of production.

3. Autonomously
apply
techniques
inherent to vegetable
micropropagation to
the different
species demanded

1. Selectthe vegetable material (explantation) that will be
used to initiate in vitro cultivation

2. Handle the dissection tools and equipment

3. Cutthe explantations

4. Initiate cultivation or sowing in vitro

4. Do regular
outplanting
for reserve
stock
maintenance

1. Observe and control the material sown to follow-up
on possible responses and evolutions

2. Separate the sprouts obtained

3. Sow (outplant) the material in a fresh medium
every 25 days

5. Rusticate the
material sown

1. Observation to detect the growth
of root primordiums
2. Readaptthe in vitro plant to
environmental conditions
3. Transfer the material to a substrate mix under
greenhouse conditions
4. Controlirrigation and conditions
of rusticated plants

6. Record dataon
production,
vegetable inventory
and reserve stock
ofinputs

1. Undertake an inventory of reserve stock

2. Record the information on productive data

3. ldentify advantages and disadvantages of productive
performance

7. Plan
individual work
tofulfi
activities
assigned

1. Establish priorities

2. Organise and manage times and resources
to fulfil assigned tasks

3. Apply and maintain safety conditions
and procedures
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TITLE OF UNIT:
1. Pre-condition the workplace and materials
TITLE OF ELEMENT:

1.1. Assure hygiene of working area

Performance criteria

You are competent when:
1. You clean and keep the working table tidy

2. You check and correct the state of the environmental conditions,
equipment and tools

3. You are aware of the correct use and safety measures to operate a sterilizer or pressure

cooker

4. You handle the instruments and inputs according to required hygiene and safety
conditions

Evidence:

Of knowledge: Performance:

v Identification of cleaning elements and 1. Practice of established hygiene and
materials and of techniques cleanliness procedures

for hygiene and disinfectin
Ve o 2. Instructions for cleaning the area and the

v ldentification of equipment and tools equipment at the proper time

v Recognition of optimum environmental 3. Checking temperature, humidity of
conditions and of equipment and tools in environmental conditions and equipment
place

4. Checking the quantity and state of work
v Applying standards and procedures tools

5. Reserve stock of inputs for hygiene

Field of application:

A. Equipment: Working table, laminar flow cabinet or the like, sterilizer
or pressure cooker

B. Tools and instruments: Ambient thermometer, short and long fine-point pliers, scalpel
sleeves and blades, dissecting scissors

B. 2. Safety: caps, masks, special footwear

C. Communication and information: Schedule of input requests, labour safety and hygiene
standards.

D. Materials: Hygiene and cleaning elements (70% alcohol, biodegradable detergent,
commercial chlorine, floor cloths, window panes, sterile papers and water, etc.).

GENDER AND COMPETENCY-BASED TRAINING



Identifying labour competencies with a gender perspective

TITLE OF THE UNIT:
1. Pre-conditioning of the workplace and materials
TITLE OF ELEMENT:

1.2. Obtain, control and maintain conditions of sterility in the workplace

Performance criteria

You are competent when:

1. You sterilize the instruments and work tools assiduously

2. You use the material in sterile conditions

3. You check the normal operation of the sterilizing equipment

4. You use the personal safety and hygiene elements required (sterile clothing) and
fulfil your hygiene and personal presentation routine

Of knowledge: Performance:
v Handling sterilization procedures 1. Sterilization procedure practice
v Recognition of production standards 2. Application of standards for sterile
in aseptic conditions manipulation of the instruments and
work tools

v Knowledge of how equipment works
(sterilizer, laminar flow) and of inputs 3. Working materials ordered

that guarantee sterility 4. Equipment observation and checking

v ldentification of risk areas and 5. Register of breakdowns
procedures
6. Fulfilment of condition and use of

v Explanation of the consequences of safety and hygiene elements

flaws and poor implementation in the
sterilizing process, both of the
instruments /work tools, and regarding
personal hygiene)

Field of application:

A. Equipment. Laminar flow cabinet or the like, sterilizer or pressure cooker
B. Tools and instruments: infrared sterilizer or alcohol wick

B. 2. Safety: caps, masks and dust-coat

C. Communication and information: occupational safety and hygiene standards. Detailed
list of information on sterility conditions

D. Materials: personal hygiene elements (alcohol, gauze or paper, liquid soap). Materials
to be sterilized: short and long fine point pliers, scalpel sleeves and blades, dissection
scissors, culture flasks and glass material (containers where the culture medium is
packed)
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TITLE OF THE UNIT:
1. Pre-conditioning of workplace and materials
TITLE OF ELEMENT

1.3. Prepare and disinfect the stock plants to be micropropagated

Performance criteria

You are competent when:

1. You select the stock or elite plants

2. You evaluate the condition of the plant to be worked on

3. You prepare the plant chosen for micropropagation

4. You handle the instruments and equipment according to their function

5. You concentrate all the time on controlling the risk of contaminating the species

Evidence

of knowledge: Performance:

v ldentify the species with best sanitary 1. Observe the sanitary characteristics of
control the stock or elite plants

v Handle the sanitary, sterility and o .
aseptic procedures, both personal and 2. Specific control of sanitary procedures
of tools/ instruments/ equipment and 3. Superficial disinfecting of all organs
the vegetable material which may be micropropagated

v Explain and interpret preparation and . .
processing parameters of the species 4. Use of disinfectant solutions
chosen for micropropagation 5. Rinse with sterile water

v Are familiar with disinfectant solution

handling and fungicide and insecticide 6. Use equipment to ensure sterility

se conditions

v Identify and explain situations where 7. Practice sterilisation, safety and
there is a risk of contaminating the hygiene procedures
species

v Recognise critical points of preparation
processes for the plant chosen
v Know how the equipment works

Field of application:

A. Equipment: laminar flow cabinet or the like

B. Tools and instruments: pliers

B. 2. Safety: caps, masks, special footwear or cloth to disinfect footwear and dust-coat

C. Communication and information: Occupational safety and hygiene standards. List of
information on optimum conditions to select the elite plant

D. Materials: sodium hypochlorite solution (diluted commercial chlorine), sterile distilled
water, biodegradable detergent
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TITLE OF THE UNIT:
1. Pre-conditioning the workplace and materials
TITLE OF ELEMENT:

1.4. Solve or consult on frequent or basic problems

Performance criteria

You are competent when:

1. You identify problems in the actual work situation

2. You detect and solve simple problems

3. You exhaust the alternatives within your reach to solve a problem or contingency

4. You consult the proper person to solve a problem effectively

Of knowledge: Performance:

v ldentify problems of operation of 1. Check input characteristics in work
equipment and machinery situations, as well as customary

v Recognise critical points in the procedures
preparation, processing, sterilization 2. Putin practice instructions for solving
and maintenance of materials to be a contingency

worked on, as of the instruments, tools

and equipment needed 3. Timely actions in the face of critical

moments

v ldentify and recognise possible
contaminating agents (bacteria,
fungus)

4. Timely reporting of incidents and/or
risk situations, breakdowns and/or
maintenance

v l|dentify frequent problems and be
aware of probable solutions
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1. Curriculum design within a framework of lifelong
education and of training for employability

Once the occupational profile has been developed and the activities and
results to be attained in a productive activity have been identified, the next and
essential step in vocational training is to ask how learning and the development of
these competencies are facilitated. Competency-based training (CBT) seeks to
provide an answer to this central question.

Iz A\

“Competency-based training (CBT) can be understood to mean an open
and flexible process of development of occupational competencies that,
based on the competencies identified, provides curriculum design,
pedagogical processes, didactic materials and occupational practices and
activities in order to develop in participants capacities for them to become
members of society as citizens and workers™

S J

In order for the occupational or vocational life of individuals to be developed,
it needs to be permanently nourished with new knowledge and specialisations.
However, basically, it needs a new kind of learning. One that, in times of change
and uncertainty, is capable of enhancing the employability of individuals in terms
of access, maintenance, mobility or generation of employment and that may no
longer be circumscribed to a stage at the beginning of vocational life but that must
be an on-going process.

A lifelong education implies that it be conceived as structured around a
vertical axis which lasts as long as life itself for the individual, and a horizontal
axis whereby all the spaces in the course of that life become educational. To make
lifelong education possible, mechanisms are required that allow continuous training
to be brought about and, as has been seen, at present it is the competency approach
that is turning out to be the most effective. Moreover, it cannot be the sum of

1 Irigoin, M; Vargas, F, Competencia Laboral: Manual de conceptos, métodos y aplicaciones en el sector salud,
Cinterfor/ILO, Montevideo, 2002.
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1. Curriculum design within a framework of lifelong
education and of training for employability

Once the occupational profile has been developed and the activities and
results to be attained in a productive activity have been identified, the next and
essential step in vocational training is to ask how learning and the development of
these competencies are facilitated. Competency-based training (CBT) seeks to
provide an answer to this central question.
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“Competency-based training (CBT) can be understood to mean an open
and flexible process of development of occupational competencies that,
based on the competencies identified, provides curriculum design,
pedagogical processes, didactic materials and occupational practices and
activities in order to develop in participants capacities for them to become
members of society as citizens and workers™

S J

In order for the occupational or vocational life of individuals to be developed,
it needs to be permanently nourished with new knowledge and specialisations.
However, basically, it needs a new kind of learning. One that, in times of change
and uncertainty, is capable of enhancing the employability of individuals in terms
of access, maintenance, mobility or generation of employment and that may no
longer be circumscribed to a stage at the beginning of vocational life but that must
be an on-going process.

A lifelong education implies that it be conceived as structured around a
vertical axis which lasts as long as life itself for the individual, and a horizontal
axis whereby all the spaces in the course of that life become educational. To make
lifelong education possible, mechanisms are required that allow continuous training
to be brought about and, as has been seen, at present it is the competency approach
that is turning out to be the most effective. Moreover, it cannot be the sum of

1 Irigoin, M; Vargas, F, Competencia Laboral: Manual de conceptos, métodos y aplicaciones en el sector salud,
Cinterfor/ILO, Montevideo, 2002.
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specific training actions. A lifelong education implies that individuals know how
to achieve the results required for their professional performance but also that
they understand how their modus operandi is inscribed in a wider conceptual
frame of reference. That means to learn and understand the reasons of their actions,
the implications and impacts of their actions and to develop the ability to connect
new knowledge, transfer it to other situations, adapt themselves to new
occupational contexts.

It is from this multidimensional conception of competency, already referred
to in Chapter II, that the development of key competencies for employability
acquires central importance in training processes and, as of now, must be present
in all the phases of curriculum planning and, unquestionably, in those of diagnosis
and design.

Employability? has many dimensions and to address it from the vantage
point of training implies to prioritise the cultural and personal dimensions, which
individuals are able to influence. Moreover, it means to make visible its close
relationship with social integration and gender equity.

@ N
Gender, employability and citizenship are interdependent concepts which

bring to bear personal and relational dimensions of learning and which
are articulated in the concrete life contexts of each individual. The result
are differences and inequities in the possibilities to access resources, in
employment opportunities or generation of productive activities, in
participation and decision-making regarding issues pertaining to their
community or to the group to which they belong.

\\ J

Moreover, in daily living and in households, machines are incorporated that
require efficient readings and varied knowledge. The technification of urban life
and of housework, that changes family life and community relations, and even
changes life styles, also demands qualifications and effective knowledge. Nowadays,
in order to exercise citizenship consciously and work, the ability to understand

2 See definition in Chapter I.
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the different contexts is required, as well as the valuing of complexity and diversity,
the systemic addressing of reality, teamwork, solidarity, participation, self-care
and care of others, etc.

What, then, are these key competencies for employability, from a gender
perspective and supporting the integration of the most disadvantaged sectors with
a low level of schooling, one of the main obstacles of which is precisely how to
prove competencies?

Abstracting from the different available categorisations, the following
competencies are considered a priority:

= basic competencies referred to learning how to learn, including oral
and written expression, applied mathematics, the capacity to locate
and understand, in a critical way, data on reality, observe, work out
election criteria, make decisions, etc.

= cross-cutting competencies: to learn how to do, in the sense of
mobilizing and adapting knowledge and capacities to new circumstances.
These are especially important for women because they broaden
alternatives and provide mobility. Among them the following can be
highlighted: the capacity to anticipate threats and opportunities, to
integrate and develop a systemic vision of reality, which includes
controlling and correcting tasks, to organise, plan, manage the task,
resources and, especially, time and information. Also included among
them are the acquisition of a technological culture (working and applying
the technology to the task and to daily life) and, especially important,
the capacity to undertake, which is a condition of employability in the
present context.

= attitudinal competencies: to learn how to be, strengthen identity
and eliminate self-limitations. In our societies, self-esteem and respect
appear to be very tied to keeping a job, whatever it may be, and
unemployment leads to isolation and personal and family conflicts. For
women they are fundamental to overcome mental and social barriers
that limit their positioning and empowerment. Among them priority
should be attributed to personal skills (reinforcing personal and gender
identity and security, self-responsibility and protagonist attitudes in
the process itself of employment/ training, autonomy) and interpersonal
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or social skills: (team work, responsibility and self-regulation, perso-
nal relationships, bargaining capacity, knowing how to listen and
communicate, handling diversity, emotional discrimination in work
situations, etc.

= technical/sector competencies that also refer to learning how to do
and that for women mean diversifying, valuing old competencies
developed in other ambits and creating new competencies for new
employment niches.

“Baggage” of this kind allows men and women to address productive work
with cross-cutting and attitudinal competencies to build a polyvalent occupational
profile that allows them to face the diversity and heterogeneity of the models and
ways of working that are winning recognition.

(7 )
In present employment reality, what training can do is to support each

unemployed person so that this person can become a detector of
opportunities, going from service receiver status, from being a searcher
for a scarce and insufficient job, to being a builder of his or her strategy of
employability.?

\S 74

In this framework, FORMUJER has produced the Training for
Employability and Citizenship Modules* as inputs for the production of its
curriculum proposals.

Departing from the conviction that every human being must act, both in
their condition as a citizen and as a worker, in three fundamental dimensions:
relations with themselves, with others (family life and participation in the wider
social space) and with the environment, the Modules address training for

3 Salle, Maria Angeles, La empleabilidad como un proyecto personal y social: algunas reflexiones y
experiencias:” Document submitted to the International Seminar on Exchange of Experiences and FORMUJER/
INA-IDB Programme Follow-up Workshop, San José, Costa Rica, November 2000.

4 Guzman, V, Irigoin, M: Mdédulos de formacion para la empleabilidad y la ciudadania, FORMUJER,
Cinterfor/ILO, Montevideo, 2000.
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employability and citizenship in a coordinated set that incorporates the personal
and relational dimensions of learning as a teaching strategy. They are thought out
to articulate with Career Guidance activities, encouraging in each person the
definition and management of a viable personal project of employment and training
centred on enhancing employability.

This material is conceived to be developed in mixed courses. However, each
exercise encourages appropriation according to the specific needs and experiences
of women and men, in such a way that capacity acquisition is processed together
with gender analysis applied to practical situations and to address problems. They
consist of a Guide for the teacher and applied classroom exercises, which adapt to
different realities. They also include evaluation proposals with suggestions for
their application and correction. They are oriented towards developing funda-
mental capacities and skills to acquire, in the case of employability, self-confidence,
strengthening the feeling of belonging to a group and improving the capacity to
identify and solve problems; and, in the case of citizenship, strengthening perso-
nal autonomy, the acknowledgment and exercising of rights and responsibilities
and selected aspects relating to participation and leadership.
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2. The design phase

The combination of the competencies identified (Chapter I1), with training
with a lifelong approach and for employability, from a gender perspective, becomes
operational in the curriculum design phase. And if this design is to be in keeping
with existing demand both of the labour market and of users of the service, it is
necessary to ensure:

Institutional commitment
Participation of all agents needed for its development

Participation of target groups

v v vV

Training in a gender approach provided to technical and administrative
teams

7

Quality management during the whole process

7

Resources needed

This phase involves teamwork in which curriculum specialists and players
from the world of work, experts in contents, beneficiaries, etc., can combine and
supplement their contributions: CBT curriculum design cannot be carried out in
an isolated manner, as a laboratory exercise.
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3. Curriculum design in competency-based training

-
In the first place, curriculum design is a cultural selection process that
involves taking complicated decisions on what is to be included or not
included in the curriculum.®

\\

In order to guide this selection process it is fundamental to situate the
training intervention within the framework of permanent training, in the sense
that the curriculum is not “everything”. It is not the first training experience (even
though it may be from the formal viewpoint), nor will it be the last in the life of
individuals.

There are several possible models of CBT curriculum design, but they all
have as a reference the competencies valued and meaningful to employment, which
in turn identify field knowledge, skills and behaviours that are relevant. In the
same way, they agree that it must be an open and integrating process, and that all
the elements of design that research has been demonstrating to be positive should
be used, taking the input of the competencies without casting aside the socio-
cultural inputs that a curriculum must have. Likewise, the FORMUJER experience
in training low income women shows that aspects such as the valuation of learning,
the increasing development of their autonomy and self-confidence, viewed as
structuring axes of training, facilitate and reinforce the learning process and the
development of occupational competencies and employability.

Starting from the competencies, the selection process that curriculum
design implies is ordered from the beginning around performance and not,
as usually occurs in traditional training, oriented towards supply and having an
academic bias, beginning with the contents of a discipline or of what a group of
academics considers must be learned or, in the worst case, in terms of installed
capacity in the training institution.

We start by prioritising the competencies that, conditional upon productive

sector requirements, points of departure and the characteristics of the target

5 For further information, see Vargas, F., Competencia Laboral..., op.cit.
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population, gender relations and economic and institutional conditionings, must
necessarily be addressed in the training process with the perspective of increasing
the employability of the beneficiaries, both male and female. Defining the main
and “entry” competencies does not mean limiting training by placing a
“ceiling” to possibilities and opportunities of developing the competencies
but, on the contrary, to start with an open working hypothesis, that will be
revised and enriched by the protagonists of the training process.

Although the planning and design process is not incumbent upon a
mathematical formula or a series of consecutive steps to obtain a precise result,
and its ordering depends on the model adopted, once the referent of competencies
has been obtained and specified, the process follows similar courses, determining:

S Name and duration of the course,
participant selection criteria,
modular organisation,

learning objectives,

selection and organisation of contents,

OO0 00

teaching methodologies and strategies,
evaluation modalities and criteria.

Whatever may be the order adopted, planning must be comprehensive and
include from context consideration to reflection on teaching-pedagogical
instruments, methodologies and procedures that intervene in the process.

Determining the name and duration of the training programme

The name of the programme must provide an idea of the competencies that
will be developed in the participants and the sector in which the programme will
be conducted. It can be based on units or elements of competency defined, on their
coverage, or can recover the name of one of the functions. The duration of the
programmes depends on the area, on the competencies that individuals must be
able to prove to comply with the established standard and on the relationship
between modular organisation and the profile of persons. Modular programmes
allow greater flexibility, in entries and exits, in the case of women and, due to
their responsibilities in the private area, this flexibility facilitates their access
and permanence and the recognition and valuation of prior learning.
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Defining the entry level of the participants

Whether it is necessary to establish certain entry criteria will de defined
according to area and course; if so conditions for entry will have to be established,
such as age, educational levels, experience, etc. It is possible that many women
will have to take levelling courses when they enter traditionally masculine areas.

Modular organisation

CBT privileges the modular criterion because it allows a possible scenario
in which individuals can manage and own their learning process, building their
own training itinerary through curricular meshes or networks.

“..the module concept seeks flexibility through a capacity to combine one
element with another, at the same time as it preserves an independence
that allows it to exist on its own”.®

To order and sequence learning in a modular structure that is not necessarily
linear, it is necessary to reflect on what knowledge, skills, attitudes, the person
requires in the context conditions, to demonstrate competency, and what factors
facilitate learning.

Among others, AMOD and SCID methodologies’ provide guidance to
reorganise these components into significant units, in such a way as to obtain
teaching modules from experience in real work situations.

(" A\
The method of ordering competencies according to how difficult they are

allows possible learning sequences to be visualised by specific subjects,
that can be regrouped into learning “packages” of increasing levels of

complexity and autonomy.
\S 74

6 Irigoin, M; Vargas, F., Competencia Laboral.., Op.cit
7 See Chapter Il, experience 1.

GENDER AND COMPETENCY-BASED TRAINING




Competency-based training with a gender approach

Learning objectives

These are the results to be attained and they are expressed in terms of
observable changes, in the knowledge, the being and the know-how of the
participants. The objectives of the course must be set forth in inclusive language
and considering expressly the participation of men and women. In the different
levels of objectives, i.e., general, terminal (by module), partial (theme units) or
specific (contents), basic technical and cross-cutting competencies, the development
of which is sought, must value all the actions that men and women carry out in
their activity, whether they are considered female or male, without assigning them
a value or a hierarchy by gender biases.

The training contents are deduced on the basis of specific objectives. One
possibility is to establish them following the analysis of types of competencies and
taking into account that:

=> there are differences in what men and women learn in domestic and
public settings, in formal education and in life experiences. These
differences will have to be acknowledged, valuing them in the same
way, and if necessary, compensating for the lack of one or another type
of knowledge or experience;

= women or men may require more practice time in the workshop or to
do certain exercises, so that flexibility in terms of times and schedules
must be provided for;

= the training strategy must incorporate flexibility criteria in training
that allows providing individualised teaching that facilitates learning
at the pace of each participant, using a diversity of pedagogical methods;

=>» inorder to support and respond to the specificities of the participants,
permanent co-ordination among the different players involved (guidance
providers, persons in charge of gender programmes, teachers who teach
employability and citizenship modules, etc.) is fundamental.
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Selection and organisation of contents

On the basis of modular organisation and the competencies to which the
latter refers, reflection is conducted and the aspects to be developed to achieve
expected performance are identified.

Even at the risk of incurring in oppressive repetition, it is worthwhile to
sound an alert regarding the inclusion of, not only conceptual contents, but also of
procedural and attitudinal contents. In this sense, an important contribution was
made by Philippe Zarifian when he suggested service competency which he explains
by stating that “... it is above all an opening and an internal transformation of
already existing trades and activities. To develop a service competency is to ask
oneself and know, in our professional actions, what impact they will have, directly
or indirectly, on the way in which the product (the good or the service) will benefit,
usefully, its beneficiaries...”

From the standpoint of the combination of competency and gender
approaches and the focus on employability and citizenship, Zarifian's statements
are specially relevant:

= “..to develop a service competency is also to show, in their relations
with others, civility, i.e., respect and generosity towards the other. The
service is not unilateral: there is always a bargaining, reciprocity and
agreement part..”.®

= ..“service competence is still very poorly identified as such and is very
little acknowledged. Without a doubt, we must see in this an effect and
a cause at the same time, of the sexual division of labour: the sectors in
which this competency is requested most openly, i.e., those that have
direct contact with the users, are strongly feminised sectors.
Acknowledgment of professionalism in service activities is also a way
to bring to bear, more globally (and for both sexes), the importance of
competence in service.”

8 Zarifian, Philippe. El modelo de competencia y sus consecuencias sobre el trabajo y los oficios profesionales
in Papeles de la oficina técnica No. 8, Cinterfor/ILO, Montevideo, 1999.
9 Zzarifian, P., Eloge de la civilité, edicion L’Harmattan, Paris, 1997.
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Teaching methodologies and strategies

One of the keys to insertion and permanence in the world of work is today

more related to problem-solving possibilities and the development of learning

strategies than to mastering large volumes of information. It is because of this

that an educational model based exclusively on transmission of knowledge is

already insufficient to face the new challenges of society and especially the

production sectors.

Within this framework, it is important to develop didactics that consider

the differentiated processes of learning and recognise the need to adapt training

proposals to the needs, paces and conditions of individuals and the productive

contexts in which they perform.

V

CBT design requires a methodology that allows the principles on which
this approach is supported to be applied in practice.

Teaching approaches based on problem solving are appropriate to develop
occupational competencies insofar as they allow the individual to come
into contact with real work situations, providing the problems designed
as a teaching device are closely related to the problems of professional
practice, and fulfil a series of conditions among which the following can
be highlighted:

> are important and significant in the productive context
> 4 require convergence of learning of different types for their solution
> present various alternatives for solution

In turn, project development turns out to be a methodology of great
potential for the development of competencies, in particular the key
competencies for employability, since it allows a series of them to be
brought to bear in an articulated manner. However, it is important to
highlight that competency-based training does not imply eliminating
traditional teaching methods such as presentations and the various forms
of group work.

“
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As has been mentioned in Chapter I, it is important to introduce in practices
and exercises actions addressed to modify certain cultural patterns that value
differentially the knowledge, skills and abilities that women and men develop.
Likewise, if earlier learning has privileged a differentiated development of certain
competencies for men and women, this reality must be kept in mind and an analysis
must be made of whether it is necessary to compensate this segmentation by
including certain joint learning spaces, and others only for women or only for men.

There is another series of aspects and problems that are linked to the
determination of methodologies and strategies (such as hidden and obviated
curricula, inclusive language, training of trainers, design of materials, identification
of resources, etc.) that are located on a diffuse border between this phase of design
and the implementation phase and that, simply due to an option of focalisation of
FORMUJER publications, are not addressed in this one.

Evaluation modalities and criteria

In CBT evaluation takes as its base the performance criteria identified for
each competency element, so that mechanisms have to be designed that allow per-
formance to be proved at the individual level. Its scope must cover both the lecture
and the practical phases of teaching/learning, since in both cases knowledge, skills,
abilities and attitudes are developed that are brought to bear in performance in
the face of situations in the labour field. Moreover, it is important to keep in mind
that the evaluation of competencies seeks to facilitate the demonstration of learning
acquired independently of the spheres of its acquisition, and not be restricted to
measurement of what a person does not know.

CBT curriculum design is in full development and in the process of
construction. With the repeated but no less certain intention of contributing to
this reflection, an experience of curriculum design is provided below as undertaken
in the execution of FORMUJER.
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2. Building a vocational profile
3.  The Training Programme
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A. The Dual Training Programme for Nursing Aides under
a competency approach

1. Contextualisation of the experience

The FORMUJER/Bolivia Programme was launched in the first of the three
countries to initiate activities (1998). At the time, the occupational competency
approach was just beginning to establish itself in the debate on how to improve
vocational training and make it more important and more relevant for the labour
market and for the world of work. Nonetheless, its executing entity, the National
Institute for Labour Training (INFOCAL) agreed enthusiastically with the regio-
nal proposal and decided to take advantage of the execution of the Programme to
join efforts in the construction of knowledge bases and in the development of
methodologies that, within the frame of reference of occupational competency,
would guide curriculum review and updating.

The INFOCAL Foundation is a non-profit private institution of the public
weal conceived as a national system made up by an Executive Bureau (DEN) and
nine Departmental Foundations with technical and financial autonomy, the purpose
of which is to provide technical vocational training and skills development in the
various productive and service activities.

There are important regional differences because each Foundation reflects
the economic and social situation of its department. The greatest amount of
enterprises— and therefore the greatest amount of employers’ contributions —are
to be found in the three departments of the central axis of the country (La Paz,
Cochabamba and Santa Cruz). Because of this a Regional Strengthening Fund has
been organised to strengthen and encourage the growth of the Foundations with
the least income.

During the six years prior to the implementation of the FORMUJER
Programme, the Foundation had worked on the improvement of training from a
gender perspective, which led it basically to make female participation in
vocational training possible in all areas and to offer some additional guidance and
skills development services in the gender approach. Although it was possible to
introduce the subject in the institutional work agenda at this stage, practice showed
that the methodologies employed were not altogether effective for this complex
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network of individuals and visions to acquire the competencies required to carry
out a collective and conscious process that would change the institution in a
sustainable manner. Working from a gender perspective requires the development
of wide, open processes that impact on the attitudes and views of individuals
belonging to both the technical teams and the users of the service.

Because of this, one of the central axes of the execution of FORMUJER in
Bolivia was to support the methodological and organisational innovation processes
in the INFOCAL system, with the central objective of implementing high quality
and relevant training policies, the institutional mission of which would be gender
equity and an articulating axis of the training supply of which would be training
for employability and citizenship. Among the strategies developed for fulfilling
this objective, one of the most important was the development of a conceptual and
instrumental frame of reference for competency training, to guide curriculum
change; firstly, in training pilot projects financed directly by FORMUJER, and
later in the aggregate supply and, especially, in the dual training modality.

Various lines of work were implemented to that effect, among which the
following can be highlighted:

a) mainstreaming the gender perspective in all institutional modus operandi.
To do this, systematic staff training and sensitisation actions were
undertaken, as well as sensitisation in gender of the participants of the
training actions through their inclusion in the curricula;

b) market studies carried out for nine occupational areas previously identified
on the basis of entrepreneurial sector demand;

C) technical and teaching staff training in occupational competency and gender
subjects, which implied holding workshops with international experts
supported by Cinterfor/ILO, constant channelling of information from
FORMUJER on methodologies of identification that were being
experimented with in the world, and the development of systematic self-
investigation and training activities by the DEN and, especially, the La Paz
Foundation;

d) implementation of DACUM workshops for competency identification which,
in turn, were framed within a larger and comprehensive strategy of
articulation with the productive sector.
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At the same time, FORMUJER was promoting the introduction of training
for employability, for which it drafted the Training Modules for Employability
and Citizenship.! This methodology —in which teaching teams were trained that,
in turn, took on the responsibility of experimenting with it, adapting it to the
contexts of each Foundation and acting as institutional multipliers— greatly
impacted technical work and, articulating with competency—based training, became
the conceptual and instrumental frame of reference for curriculum change in
INFOCAL. The five departmental centres that executed FORMUJER are at present
committed to incorporating the Modules, not only in the programme courses, but
also in the different training modalities they offer.

The result of the feedback among all these working strategies was the
development of a teaching and operational transfer method for curriculum design.
Today the Foundation has a methodology to transfer identified occupational
competencies to the learning referent, that is being disseminated to the INFOCAL
system, and has developed competency—based curricula in the textile, gastronomy
and nursing aide areas. Those developments are being validated through courses
that are being executed in INFOCAL, La Paz.

The objective of this chapter is precisely to share an example of the
methodology and experience developed.

The Dual Training Programme for Nursing Aides for the competency
approach, addressed by INFOCAL La Paz, with the co-operation of Swisscontact,?
was intended to prepare the apprentices so that, according to the requirements of
the context, they could be competitive in the occupation they performed, effectively
handling their autonomy, bargaining capacity and self-management, and being
sensitised on the gender perspective.

Execution has been going on for a year, with three enrolments of apprentices
adding up to a total of 67, of which 65 are women and two are men. Duration is two
and a half calendar years and a fourth enrolment is expected in February 2003, for
which there are quite a large number of candidates. Only 11 persons have dropped
out, mainly women with family responsibilities.

1 Guzman, V.; Irigoin, M., Mdédulos de.., op.cit.
2 For more information, see the Introduction.
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Although validation has not yet been completed and adjustments in some
modules are expected, as well as an evaluation of impact, the results have been
very satisfactory in terms of acceptance and requests from the Health Centres to
take part in the Programme by receiving apprentices.

Following the methodology developed, the process of competency—based
curriculum design was subdivided into two important phases:

= building the vocational profile

= drafting the training programme or curriculum.

2. Building a vocational profile
Training needs

Once the fundamental need to respond to the new demands of the
contemporary world have been accepted, the base assumption is that training must
be open and flexible, that it must foster equity and, above all, that it must be more
closely linked to the productive sectors. The challenge, then, is to increase
adaptation and provide a quicker response to the needs for change, to increase the
quality and relevance of the programmes and to improve the link between training
and changes in the productive structure.

In the experience to which reference is being made, a market survey was carried out
as well as a need assesment. The results determined that one of the great fallacies was that
Nursing Aides were not holistic in their focus on training, and that in dealing with patients/
clients, difficulties of different kinds were perceived, among which insufficient
communication, verticalist behaviours and little mastery of the techniques of nursing

intervention were highlighted.
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The vocational profile

On the basis of this detection of needs, a vocational profile was defined that
articulates the set of performance criteria an individual must demonstrate in the
occupational field once he/ she has graduated from training.

In the methodology implemented by INFOCAL, the following sequence was
applied to determine this profile:

Implementation of DACUM workshop
Review and validation of DACUM chart or map

Description of steps, knowledge, tools and performance criteria

O 0O 0 0

Identification of cross-cutting competencies

Implementation of DACUM workshop

The DACUM workshop involves bringing together a small group specialised
in an occupational field or area and subjecting it to intense brain-storming under
the leadership of an experienced facilitator, in order that it may identify the areas
of competency of the profession or occupation. The result involves working out a
chart or map containing the identification of functions, tasks and steps and the
behaviours and attitudes needed for successful performance in the occupation. It
is supplemented by a specification of general knowledge and skills and with a list
of machines and tools needed for the job. It also allows for a brief analysis of the
concerns and misgivings of the expert workers regarding the occupation.

The conclusion was that Nursing Aides should be qualified technicians
prepared to attend to and care for patients, with professional quality and ethics,
having a solid theoretical basis in areas of anatomy/physiology, knowledge of
diverse pathologies with their respective clinical manifestations, diagnoses,
treatments and nursing interventions needed. They had to be capable of identifying
and solving problematic situations, as well as the needs of patients with different
pathologies, to be able to handle communication to orient and execute national
health programmes, bringing together and sensitising heterogeneous groups, and
to handle performance criteria clearly established with reference to patient care
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and attention, assist health work teams, physicians, licensees in nursing,
paramedics, etc. They also had to prepare and handle surgical material, taking
into account technical standards and preservation of the environment.

Review and validation of the DACUM map

Once the map is obtained, it is reviewed and adjusted in the laboratory
together with two experts and put in a sequential order. The result of this is sent
to the enterprises for their review and validation.

In the case of Nursing Aides, six priority functions were identified that become the

areas of competency:
A. Reception of patients for their hospitalisation
B. Attention of patients in hospital areas
C. Assistance to health work team
D. Handling of surgical material and inputs
E. Out patient/community service

F. Health area guidance

Description of steps, knowledge, tools and performance criteria

When the enterprises have returned and approved the map, a “sequential
educational reordering” is done by using the AMOD method, and the steps of each
of the tasks identified are described.

SCID (Systematic Curriculum Design) tables —in an adaptation by
INFOCAL- are used for describing the steps, to specify the function, tasks and
steps.

As can be seen in the table below, for each step the knowledge and skills
needed, tools and performance criteria are identified. The latter allow the results
of successful performance and quality requirements for same to be established.
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Description of steps, knowledge, tools and performance criteria

Area de competence A.

Reception of patient for outpatient service or hospitalisation

TASK A1l: Receive the shift according to information flow

STEPS KNOWLEDGE TOOLS PERFORMANCE
CRITERIA

1. Listens attentively to the previous | Documentation. Documentation 1. Is well informed on
shift’s oral information, asks precise | Handling Nursing Sheet. events of the previous shift
questions, makes notes of specific | Nursing: miscellaneous. and work expected for his/
information and is informed by patient | Pathologies. Knows how to her shift.
documentation communicate.

Teamwork.
2. Plans, under supervision of his/ | Client service: Human | Documentation 2. Plans his/her work to
her immediate chief, personal and | relations. Knows how to achieve a satisfactory flow
group work, including new tasks of | transmit and receive orders. for the persons involved.
the day Teamwork.

TASK A2: Control material and inputs according to list and speciality

STEPS

KNOWLEDGE

TOOLS

PERFORMANCE
CRITERIA

1. Checks material and inputs
according to list and speciality.

Statistics and applied
accounting.Computer

Material and inputs
according to list.

required and takes care that they are
supplied.

(hygiene, stores materials).
Documentation required.

sciences. Handling Kardex | Documentation
and inputs indicated.
2. Requests material and inputs | Nursing: AVD safety. Documentation 1and 2. Is responsible for

preparing material and
inputs to be used according
to technical standards for
the shift.

3. Takes part in the production of
swabs, gauze, etc.

Nursing: AVD safety
(hygiene). Precision in fine
motor function.

Gauze, cotton wool.

3. Actively takes partin the
production of material with
hygiene standards.
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TASK A3: Receive an outpatient/client, initiate the patient’s medical history, prepare the
patient for a medical evaluation

STEPS KNOWLEDGE TOOLS PERFORMANCE
CRITERIA
1. Receives the patient for office visit, | Client services. Complies with established
briefly explains to patient the steps | Human relations. introduction standards and
needed for admission for visit, intro- | Knows how to communicate. satisfies the information
duces him/herself by name, position needs of the patient/client.
and working area.
2. Prepares medical histories for new | The same. The same. Prepares new medical his-
patients/clients, either scheduled or tories requested by
unforeseen. physician according to
internal rules.
3. Records personal data on patient/ | Client service. Human | Documentation Records precisely and
client. relations. Patient’s rights | indicated. according to documentation
(protection of personal data). standards patient/client per-
Computation. Documentation sonal data in the clinical
indicated. Know how to history.
communicate.
4. Prepares the patient/client | Patient’s rights. Basic | Doctor's office Informs patient/client clearly
psychologically and physically for | Psychology. Nursing: material and onthe medical evaluation so
medical evaluation. Concepts of assistance in | equipment, as that he/she can co-operate
health procedures. applicable. positively, and assists him/

her according to nursing
standards.

TASK A4: Receive patients/clients for hospitalisation with basic and necessary
information, prepare and initiate medical history

provides a brief report of the next
actions planned for the patient/
client's treatment.

STEPS KNOWLEDGE TOOLS PERFORMANCE
CRITERIA

1. Receives patient/client and his/her | Client service. Wheel chair Accompanies and briefly

relatives at the reception or other | Human relations. Stretcher. informs patient/client on the

indicated place, introduces him/herself | Know how to communicate institution’s facilities.

and accompanies patient/client to his/ | Sensitising.

her unit, showing him/her the most

important facilities.

2. Shows patient/client the facilities | Client service Briefly informs patient/ client

of his/her unit, bathroom and | Human relations. on rules and facilities of the

location of nursing station, explains | Know how to communicate. institution that are most

the general scheduling of aday and | Sensitising. needed, as well as on

nursing assistance for
patient/client’s treatment.
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(protection of personal data).
Computation. Documentation
indicated. Know how to
communicate.

STEPS KNOWLEDGE TOOLS PERFORMANCE
CRITERIA

3. Patient/client interview on some | Human relations. Documentation. Has basic information on

specifics such as diets, need for | Interpersonal communication patient/client to establish

nursing assistance on a daily basis, | Client service. good relations between

etc. Know how to communicate. client and nursing staff

Sensitising. and proceed positively in

the patient/client’s
welfare.

4. Initiates and prepares medical his- | The same The same Prepares new clinical his-

tories for new patients/ clients either tories as requested by

scheduled or unexpected. physician according to
internal rules.

5. Records personal data of patient/ | Client service. Human | Documentation Records precisely and

client. relations. Patient’s rights | indicated. according to documentation

standards the personal
data of the patient/ client in
the clinical history.

TASK Ab5: Control vital signs, weight and height according to established standards

vital signs according to established
standards.

signs, Anatomy/ Physiology.
Human relations. Know how
to transmit and receive
orders. Know how to
communicate.

rial: Thermometer
Tensiometer
Stethoscope,
Clock,
Documentation.

STEPS KNOWLEDGE TOOLS PERFORMANCE
CRITERIA
1. Controls and records patient/client's | Nursing:Concepts of vital | Equipment/ Mate- | Controls and makes a note

of patient/ client's vital signs
according to technical
standards and internal
rules of the area.

2. Controls and records patient/client’s
height and weight according to
established standards.

Concept of weight and height
Human relations.

Know how to transmit and
receive orders.

Scales for adults,
Height  meter,
Documentation.

Controls and makes a note
of patient/client’s height and
weight according to
technical standards and

Know how to communicate. internal rules of the area.
3.Handles equipment/instruments to | Nursing Equipment and | Cares for and treats the
check vital signs, height and weight | Use of equipment and basic | materials the same | equipmentand instruments
according to safety and product | materials. Hygiene. as step 1. with care so that they last
maintenance indications. Cleaning and and function effectively as

maintenance expected.
solutions and
materials.
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Identification of cross-cutting competencies

On the basis of the list of knowledge and behaviour needed for an occupation,
cross-cutting competencies are identified that, when working out the training
programme, give shape to the block of cross-cutting modules.

AREAS CROSS-CUTTING CONTENTS HOURS
OF COMPETENCE COMPETENCIES

Diagnose Get to know oneself Get to know oneself (System of attributes) 40
Self-acceptance

Gender identity

Rights and responsibilities; recognition and action
Balance of competencies

Occupational project design

Locate oneselfin the context | Explore the working world 30
The situation of women and men in the working
world

How the enterprise is organised

Relate Communicate The process of communication 30
Non-verbal communication. Active listening
Interpersonal and group communication
Communication in extreme situations
Participation and leadership

Belonging or social linkages | Identify tasks and responsibilities of specificjob | 20

and co-operation Support networks

Teamwork (gender vision)
Managing feelings and | Subordination 16
emotions Rational perception of setting

Expressing feelings
Self-mastery strategies
Effective management of personal energy

Face toface Responding to the labour | Assertiveness and bargaining skills 36
context The decision to get involved
Designing one’s own plan of action
Problem solving techniques

Planning and administration of time

Making decisions Creativity 20
Initiative

Making decisions
Supporting autonomy

GENDER AND COMPETENCY-BASED TRAINING



Competency-based training with a gender approach

Some supplementary contents are also developed, such as:
= Basic principles of quality

= Basic concepts regarding labour laws

= General principles of occupational safety

= Conservation and preservation of the environment

Once the matrix has been structured, a new general review of all inputs is
done to later reflect them in the training programme.

3. The training programme

ldentification and characteristics of modular areas

According to the methodology adopted by INFOCAL, three types of modu-
les are identified for each area of competencies:

= Basic modules: are worked on in the laboratory with the aid of experts
in the occupation; they act as a basis and constitute the conceptual theoretical
referent of the training.

= Technical modules: are identified on the basis of the functions specified
in the DACUM map and constitute the technical peculiarity of the training.

= Cross-cutting modules: refer to procedural and attitudinal competencies
that are brought to bear in occupational performance; constitute a conceptual and
value referent and are framed within the socio-affective field of training. They are
taught through an adaptation of the FORMUJER Employability and Citizenship
Modules done by INFOCAL teaching teams.
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Teaching profile

The teaching profile requires a teacher-learning facilitator with the following
competencies and characteristics:

e capacity to handle heterogeneous groups and individual learning
processes;

= initiative, creativity, bargaining capacity, autonomy and capacity to
adapt to change and situations;

< wide occupational experience in the nursing field and in a teaching
capacity in the competency—based training approach;

= training in gender and capacity to work in a classroom on “unlearning”
old thinking, feeling and action habits.

Name and general objective of the programme

The name must describe both the occupational profile and the modality and
approach of the training to be developed.

In this case the modality is dual (enterprise/ training centre co-operation)
and the competency approach is mainstreamed by gender.

The general objective established for Nursing Aides was:

. Receive and attend to patients/ clients according to established technical
standards, assist the work team, as well as handle surgical material according

to hygiene, asepsis and bio-safety standards.

. Prepare and begin vaccination booklets and cards and statistics, as well as provide

guidance to patients/clients in primary health policies.

. Perform functions in response to the occupational context, make decisions,
possess bargaining skills and handle him/herself autonomously in the framework

of gender equity relations.
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Modular areas and hourly workload

As has been stated, modular areas correspond to main working spaces.

In the example provided the modular areas were defined as:

A.

Receiving patient/client for outpatient attention or hospitalisation

Competency: Handles efficiently different types of clinical documentation and
ensures the protection of patient personal data. Receives verbal and written
information and clearly and effectively transmits problems on time in the workplace.

Takes pains to treat and attend to patients well, with gender equity.

Workload: 164 hours

Patient/client attention in hospital areas

Competency: Provides nursing assistance to patients in their daily activities, with
discretion, responsibility and sufficient knowledge of various pathologies. Takes care
of hygiene, asepsis, antisepsis and bio-safety. Works in a team and shows an active
and effective listening attitude in interpersonal relations, both with men and with

women

Workload: 393 hours.

Assistance to health work team

Competency: Assists the health team with safety and quality. Handles surgical
material responsibly. Prepares the patient/ client physically and psychologically for
different types of surgery or treatments. Knows and controls responsibly possible
physical consequences for the patient after the latter has been subjected to surgery

or treatment, and reacts with precision and gender sensitivity in cases arising.

Worlkload: 198 hours
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D. Handling surgical material

Competency: Handles surgical instruments with precision and efficiency. Handles

different sterilising machines and has basic knowledge regarding their operation.

Workload: 245 hours.

E. Public health service

Competency: Is familiar with the equipment and maintains the doctors’ offices
according to speciality and technical standards. Attends to outpatients/ clients with
empathy and respect, gender sensitised; handles outpatients/ clients’ documents
and those of public institutions of the health area in a professional manner. Works
with a certain amount of autonomy, solves problems and adapts to changes as they

arise.

Workload: 118 hours.

F. Guidance in the health area

Competency: Guides and informs the patient/ client on various aspects of the health
area according to planning. Is familiar with, informs on and disseminates different
national and departmental health and prevention programmes, using communication

techniques, basic psychology and gender equity.

Workload: 82 hours.

Evaluation criteria

Evaluation criteria are addressed with reference to production.

Evaluations for the technical modules are determined on the basis of the
matrix, where performance criteria are established; the latter are the base for
making evaluations.

Evaluations are performed on three occasions:

a) at the beginning of training: the diagnosis evaluation that allows general
aspects and learning expectations to be known regarding the group with
which work will be undertaken.
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b) during the teaching/ learning process: training or process evaluation ex-
plores the achievement of performance criteria and allows the training
process to be gradually readjusted.

C) in the final evaluation: the learning objectives are checked to see whether
they have been achieved and the results are measured in products and/or
services provided.

The theoretical aspects are measured in writing and psychomotor mastery
is explored through practical activities. In evaluations of cross-cutting modules a
test is taken at the beginning, choosing the skill to be developed, as for example,
“Problem solving”; the development and application of skills is observed during
the process; at the end of the process a test is once more provided to be filled in by
the apprentices and is checked and compared with the initial test and the process
observation guides to see if the apprentice has developed or is developing the
skills sought.®

For the insertion into the enterprise phase, FORMUJER was instrumental
in producing specific follow-up and evaluation instruments, and the development
and application of social skills is co-ordinated with the health centre monitor to
perform the follow-up in order.

3 See Guzmaén, V., Irigoin, M., Mddulos de formacion.., Instrumentos de evaluacion, op. cit.
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Curricular net

The curricular net works according to the DACUM map. It is divided in

areas of competency, the tasks make up the technical modules and the steps are

learning units.

|. Semester

Area of competence A:

Reception of patient/ client for oupatient visit

or hospitalisation

Technical modules Hours | Basic module Hours | Cross-cutting module Hours
Al Reception of shift according | 10 Anatomy | 1 Self knowledge 40
to information flow Self-acceptance
A2 Control of material and | 10 | Introduction 7 Genderidentity
inputs R|ghts_z_ind re(jspon5|b|l|t|es:
A3 Reception of patient for | 7 Osteology 3 recognition an act|on_
e Balance of competencies
outpatient visit . : .
: : Occupational project design
A4 Reception of patient for | 19 Arthrotogy 6
hospitalisation
A5 Control and recording of | 26 Miology 4
vital signs, weight and height
Blood 4
Heart 3
Blood vessel system 4
Blood circulation 6
Respiratory system 8
Digestive system 2
Pancreas 4
Liver and bile system
Total |72 Total | 52 Total | 40
Total hours areas of comp.A | 164
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Patient/ client attention in hospital area

Technical modules Hours | Basic module Hours | Cross-cutting module Hours
B1Respondinpersontoa |4 Urinary system 7 Locating oneself in the labour | 30
patient’s call context
B2 Comfort of a patient's 20 | Nervous system 9 Exploring the labour world
unit Location of women and men
— . in the labour world
B3 Mo?|l|stat|on ofthe 13 Endocrine system 8 How is the enterprise
paten organised
B4 Maintaining a patient's 30 Male genital system 4 Participation and leadership
hygiene
B5 Help feed the patient 14 Sensorial organs and 9 Belonging and co-operation | 20
accessories Identifying tasks and
B6 Taking samplesforthe | 13 | Cytology and Hystology 5 responsibilities of an individual
laboratory job .
Teamwork (gender view)
B7 Help in glVlng 25 First Aid 20 Support networks
medication
B8 Observing the condition of | 15 Obstetrics 40
the patient
B9 Nursing actions according | 20 Internal Medicine
to physician’s instructions Respiratory ailments 12
B10 Participationinmedical | 10 | Digestive system pathologies
visit and diabetes 22
Pharmacology 25
Microbiology 18
Total 164 | Total 179 | Total 50
Total hours Area of comp. B | 393
Reviews/Examinations | 10
Total hours semester | 567
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Il. Semester
Area of competence C:
Assistance to work team

Technical modules Hours | Basic module Hours | Cross-cutting module Hours
C1 Preparing patient 30 Surgery Communicate 30
for surgery Fractures 10 The communication
and post-surgical Surgery and diseases 8 process
care of the digestive system Non-verbal communication
C2 Take patient 5 Anal diseases 8 IActtlve istening | and
to service required Acute abdomen 4 nierpersonal and group
communication
C3Checkthe materialor | 9 Intestinal volvulous 5 Communication in extreme
equipment to be used situations
Traumatism 5 Managing feelings and 16
of the brain emotions
Pediatrics 20 Subordination (worker/
Gynecology employer relationship)
Non-umourgynecologicalpathology | 9 Rational perception of setting
Malignant and benign 10 Expression of feelings
female tumours .
— : Self-mastery strategies
Gyneco-obstetric diagnosis 6 .
. - Effective management
Family planning 5 of personal energy
Internal medicine
Cardiovascular 10
diseases
Endocrinal diseases 8
Total 44 Total 108 | Total 46
Total hours Area competence C 198
Reviews/Examinations 9
Total hours semester 207
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Ill. Semester
Area of competence D:
Handling surgical material

Technical modules Hours | Basic module Hours | Cross-cutting module Hours
D1 Handling material 24 Neurology 20 Respond to the 36
required according Physics/Chemistry 12 occupational context
to service and institution General pathology 10 Assertiveness and
D2 Assemble surgical 20 | Decision to getinvolved 25 | bargaining skills
material according with STDs (Sexually Design one’s own
to service requirement transmitted diseases) plan of action
o . . Problem solving
D3 Distribute the material 10 Internal Medicine techniques
by service as required Urology 12 Time planning
Psychiatry* 30 and administration
Geriatrics* 32
Evolutive psychology 12
Total 54 Total 155 | Total 36
* These subjects are addressed in workshops lasting four Total hours Area competence D 245
days, which increases the total Reviews/examinations 8
Total hours semester 253

IV. Semester
Area of competence E:
Public Health Service Nursing Aide

Technical modules Hours | Basic module Hours | Cross-cutting module Hours
E1 Preparing vaccination 8 Epidemiology 18 Make decisions 20
booklets, cards, and : 16 Creativity
statistics Parasitology Initiative
E2 Calibration of scalesand | 10 Nutrition 22 [S)emsm?-makltng
preparation of biologicals c i upporing auitonomy
for vaccination omputation 10

E3 Vaccinating childrenand | 14
adults according to
established standards

Total 32 Total 66 Total 20
118
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Area of competence F:
Guidance in the health area

Technical modules Hours | Basic module Hours | Cross-cutting module Hours
FI Guiding adult 20 Pathologies referring to 14 Reflection on praxis 4
patients/clients national preventive actions Basic concepts 3
according to health Statistics 16 of legislation
problems 0 ol sal
in specific cases and gcqp?tlona saiety )
general aspects principies
F2 Guiding child and 10 Bio-safety/ 9
adolescent patients/clients environment
according to health needs
and problems
Total 30 Total 30 Total 22
Total hours area of competence F 82
Review/examinations 7
Total hours semester 207

Infrastructure, equipment and accessories needed

Includes identifying logistic and input conditions required to ensure the

qguality of the teaching/ learning process for all participants.
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