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Introduction

At present, two themes seem to be central to the concerns of those in-
volved in the problem of training and labour: the first, relating to the need to
reformul ate the existing concept of training in keeping with the requirements
of the labour, production and educational systems; the other, related to the
urgency of designing a new institutionality for training which encompasses
the impact of the appearance of new players and actors within the framework
of the national training effort. Looking at the problem from another angle, it
can be seen that up until recently, the theme of training was almost exclu-
sively the preservation of specialized national institutions; nowadays, on the
other hand, training has become a subject of debate among the most varied
economic, social, labour and educational sectors. As such, vocational training
constitutes an important chapter in the social dialogue established among gov-
ernments and employers’ and workers' organizations; in national agreements
on productivity, employment, competitiveness and/or quality; in the economic
and social policiesorchestrated from the ministries concerned with these mat-
ters; in the policies of State in the matter of labour relations and technol ogical
development; in sectorial agreements; in collective bargaining -by branch and
by enterprise-, to name just some of those areas in which the dialogue on the
theme of training is taking place.

A series of transformations have occurred in the economic, social and
labour environment in the countries of America. The processes of economic
globalization and its corollary at national level of open policies; technological
transformation and its repercussion on the processes of production; the regu-
latory role attributed to the State; the broadening of the scope of educational
systems; the forms being acquired by the organization of labour are, among
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others, factors which directly impinge on the demands on training systems
and programmes.

In this sense, a series of phenomena are being produced in the American
region which are brought together in the hitherto unknown challenges which
are appearing. Perhaps the most outstanding is that relating to the crisis of the
monopolistic -or almost monopolistic- model of the national vocational train-
ing institution, to the extent that one is witnessing an explosion in the supply
of training emanating as much from the public sector as from the private sec-
tor and, in many cases, the disappearance or weakening of the said national
institution.

At the sametime, it can be verified that the concept of vocational training
which was in use for many years is losing its validity. As a consequence, if
until recently it was thought that vocational training was nothing but the or-
dered and systematic transmission of skills and dexterities, and of technologi-
cal know-how for workers in skilled and semi-skilled occupations, today one
iswitnessing anincresingly greater pre-occupation with other dimensionssuch
as those connected with a new culture of labour and production, within the
perspective of a process of continuous training.

And, above dl, it is being recognized that it isimpossible to continue to
provide training programmes which are not intimately linked with the basic
institutions of the systems of labour relations (employment, remuneration,
occupational health, working conditions and environment, social security, la-
bour legidlation, among others), the processes of technological transfer to the
enterprises, and the concern for substantive articulation with the educational
systems (principally with basic education and the processes of continuing
education).

In this document, an attempt is being made at a first approach to these
guestions; gathered together are the experiences of vocational training agen-
cies, accumulated over these many years, aswell as the contributions of Min-
istries of Labour in the definition of public policies and strategies with respect
to training; an attempt has al so been made to incorporate the developmentsin
the field of education and labour which the Ministries of Education and the
agencies responsible for scientific and technological research in countriesin
the region have implemented. Not less important are the results achieved
through the training actions undertaken by the employers’ and workers' or-
ganizations.



Recently the debate on theinstitutionality of training was opened, at con-
tinental level, in Ocho Rios, Jamaica (3 to 6 October 1996), on the occasion of
the 32 Meeting of the CINTERFOR Technical Committee. At that meeting,
representatives of governments and employers’ and workers' organizations
analyzed a document presented by the Centre, entitled Training Horizons: a
navigation chart for Latin American and the Caribbean. That exercise con-
stitutes a first attempt at systematizing these concerns.

In the seven chapters into which this document is divided, the topics con-
sidered the most solvent in this problematic issue are developed. In the first,
an approach is made to the topic of the conditions and challenges being faced
by countries in the region in this matter; the relationship between the work
done by the training institutions, the consummation of one model and the
emergence of anew training scenario. In the following is analyzed the strate-
gic importance of the training and human resources scenario in the achieve-
ment of a productive transformation which permits a raising of the levels of
competitiveness, productivity and social equity.

The innovations which indicate ways of readapting to the current reality
are the subject of the third chapter: another concept of training; the institu-
tional arrangements which, preferably, converge in the options of
sectorialization, verticality and integrality; the changes with respect to the
clients of the different units; from the supply of training to the demand for
training. In the fourth chapter are examined the strategies for the informal
sector, a sector which has irrupted as a permanent and unavoidable factor in
the labour markets of the region and the innovative experiments undertaken in
thisregard in our countries.

Two themes of extremely current importance complete this document.
The fifth chapter introduces the emphasis on job competencies, basis for the
regulation of the internal and external commercial market and the manpower
training policies; their relationship with the productive transformations of the
decade of the eighties; regional experiences. And the sixth chapter presents
four examples of modalities of articulation between the State and the private
in the region; approaches and results. The document ends with a chapter of
conclusions.

Finally, it must be recorded that the work presented here originally circu-
lated under thetitle La construccién de una nueva institucionalidad para la



10

formacion (The construction of a new ingtitutionality for training), (Montevi-
deo, Cinterfor/ILO, 1995). It incorporates some of the valuable contributions
made at the af orementioned meeting in Ocho Rios, and also seeks to retrieve
in extended form those themes which deserve more detailed treatment. Today,
it takes on, with new additions, its “definitive” form, with the relativities of
these dynamic times. Responsible for the devel opment of thistext were Pedro
Daniel Weinberg, Director of Cinterfor/ILO, and Fernando Casanova, a con-
sultant at the Centre.



Vocational training:
continuity and change

1. Relationship with the past: development or rupture

Those who attempt to understand the conditions and challenges currently
being faced by countries in the region in the area of training and human re-
sources development, are often tempted to conceive the new social and eco-
nomic context in which it islocated as something which breaks radically with
the past.

Hence the constant alert signals with respect to: obsolescence, both of
categoriesof thought and of institutional aspects; the need to devise new forms
of organization and new methodol ogies; the absol ute necessity of incorporat-
ing change as a permanent factor in any activity, or the routine of permanent
change.

It is precisely because it is interesting to focus attention on the conse-
guencesand implications of the transformationswhich have occurred and which
are still taking place, that this brief approach to the theme of the relations
between the State and the private sector in the training of human resourcesis
being undertaken, looking at the current situation as a point in the process of
change, profoundly linked to an historic development which offers more
recourses than one would have at first thought.

11
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2. Permanence and novelty in training
and human resour ces development

Many of the forms of traditional action of the State have been questioned,
and specifically, one is witnessing a process of critique and review of the
forms of public action in the field of training. The issues and alternatives
raised are, in effect, new; on the other hand, it is not a new thing that the
training systems and institutions should be the subject of profound debates
and questionings.

Thetraining institutions, originally conceived as hon-formal training en-
tities, independent of the regular systems of education and provided with ma-
jor autonomy and fluid links with the labour market, made their first appear-
ance at the beginning of the forties.

Since then, they have been plunged in the profound changes experienced
in the economic, social, political, cultural and technological context, putting
to the test their capacity to adapt and their real institutional validity. They
have survived successive and various crises, and have managed -with adequate
success- to revalidate their role whenever the circumstances and pressures
emerging from the new national situations cast doubt on them.

3. Thefirst challenges

The world crisis of 1930 dramatically overturned the terms under which
the countries of Latin America and the Caribbean were inserted in the world
economy. Theimpact of the reduction of exports, basically of agricultural and
mineral raw materials, which provided the incomes necessary to pay for the
imports of manufactured products, occurred, with the consequenceswhich we
aready know, according to the degree of openness of the national economies
and their high vulnerability to the crises and changes in international trade.

The development strategy, appropriately baptized “import substitution”
by ECLAC, consisted basically in areactionto the new conditions. The strength-
ening and expansion of State action, as promoter and protagonist of the new
development strategy, was then a fitting and inevitable component, since our
countries had neither amodern business sector, nor the skilled human resources,
nor the sufficiently extensiveinternal consumer marketsto play aleading role,
by themselves, in the process which was beginning to take place.



It is from that time onwards -with differences according to the moment
and conditions under which the various countries and regions begin the said
industrializing efforts- that the social, political and institutional forms which
we know today as distinctive or identifying features begin to take shape in
different planes, and especialy, in labour relations and in the training of hu-
man resources.

What wasthe challenge posed then for the new training institutions? Noth-
ing less than to respond to the “ bottle neck” of the new development strategy:
the lack of skilled manpower for theincipient national industry. It was a ques-
tion, to say it schematically, of a panorama which was inverse to the current
one, where the demand for human resources outweighed supply, where the
problem was not the creation of work places but the provision of skillsto the
human resources which were going to be employed.

Today it can be said that the challenge was met with success;, among
other reasons because the lack of skilled human resources does not figure
among the causes of the crisisin that model.

It is also important to point out another challenge faced by the training
institutions: that of democratizing agent of educational, training and employ-
ment opportunities. Even with the expansion of matriculation at the second-
ary and higher levels of regular education, vast sectors found themselves ex-
cluded from educational opportunities. Thiswasnot, moreover, aresidual prob-
lem, since the very industrializing process provoked effects such as the mas-
sive migrations from the country-side to the cities and the explosive increase
in the rates of demographic growth.

It is from the proper fulfillment of this mission that the stigma attached
for along timeto vocational training asthe* education of the poor” hasemerged.
This, in addition to demonstrating the contagiousness of the stigma from the
principa recipients of vocational training to the institutional system which
catered to them, is evidence of social prejudices such as the under-valuation
of manual labour as against the intellectual, and is one of the chronic compo-
nents of aproblem which still exists: the separation between formal education
and vocational training. It is also evidence of another important aspect, which
isthat the training institutions constituted the instrument of public actionin
the educational plane towards the most disadvantaged.
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Itisunnecessary to point out that the State-market relationship was rather
different from what it is conceived to be today. As previously indicated, there
was no modern business sector capable of leading the effort at industrializa-
tion. The State then had to “play both sides’ through an arsenal of public
policies: it assumed one of the roles that is most questioned today, that of
State-entrepreneur and producer; it generated the first “business incubators’
on anational scale (although fundamentally urban) through subsidies and di-
rect and indirect incentives to production and the incorporation of technol-
ogy; wage, health and social security policies leading towards the devel op-
ment and consolidation of an internal market capable of demanding and ab-
sorbing in sustained manner the new national production; all in addition to the
function already mentioned -delegated in the training institutions- of provid-
ing skills to the human resources necessary for industry.

Supply and demand, national entrepreneurship and industrial workers,
property and consumer market; in short, components and players which, al-
though they go on to achieve major levels of autonomy and development on
their own, recognize state intervention in their origin and strengthening.

4. Theconsummation of one model
and the emergence of a new scenario

To tell the truth, the model of internal growth through import substitution
produced many positive results. It contributed, among other things, to the
growth of a physical infrastructure, to the creation of a considerable techno-
logical park, to the emergence of a previously inexistent industrial sector, to
the appearance of important urban centres, and on the social level, to an ex-
pansion of the cover of diverse social benefits.

Nevertheless, towards the seventies there began to appear the alert signs
which were evidence of the limitations of the model:

industries had been created which needed permanent subsidies and
which were incapable of exporting in any competitive manner;

The dependence on State intervention for the development of the di-
verse sectors of the economy, generated specul ative attitudes which neglected
the pertinence of technology, quality of products, consumer needs and prefer-



ences, international competitiveness and, in general, levels of productivity
and efficiency;

other less developed countries were achieving extraordinary indus-
trial growth, through the empl oyment of an outward-looking development strat-
egy, based on market incentives, and which showed a strong participation of
the private sector.

There then began to be drawn the characteristics of a new strategy
based on:

the replacement of sectors which had traditionally been the motor of
growth -for example, iron and steel, petrochemical's and automotive industry-
by new others, among them, microelectronics, computer science, telecommu-
nications, biotechnology and the production of multiple-use, greater resistant
synthetic materials;

therelativeloss of importancein production, of traditional factorssuch
as natural resources and labour force, together with the increase in relative
importance of factors linked to knowledge, technology, management and en-
trepreneurial development;

the globalization or universalization of the economy, but also of soci-
ety and communications, which was originally applied to products, but which
was later extended to finances, technological processes, entrepreneurial or-
ganization, politics, the consumer and the world of culture in general.

This new panorama has strained our economies and societies in such a
way that there is no player today -State, production units, employers’ and
workers' associations, civil organizations- which is exempt from rethinking
its manner of organization, of social and economic insertion, and its contribu-
tion to national devel opment.

The States are faced with the challenge of redefining their function and
their administration, inclining on the one hand, towards formswhich are more
efficient, flexible and suited to the production, social, sectorial and local de-
mands which are emerging within the new development strategy; and, on the
other, towards regulatory and strategic planning functions in terms of social
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and economic policy, improving their capacity to articulate and interface with
the diverse players and groups in the society.

The production units, for their part, and independently of their size, must
adapt to the new exigencies of productivity, efficiency and competitiveness
within the framework of open economies, playing a much more active role
than in the past in investment in technol ogy, qualification of human resources
and procuring efficient articulation at multiple levels (with the new mecha-
nisms of incentives to investment coming from the States, with other enter-
prises, with training institutions, universities, etc.).

The societies as awhole must take on major national tasks, among which
stand out, principally, that of undertaking a process of transformation of pro-
duction suited to the new national and international conditions which, at the
same time, succeed in correcting the major social inequities expressed in un-
employment, underemployment, marginality and social exclusion.



The centraity of training and
human resources devel opment to
the current devel opment strategy

In this context, the training and human resources development scenario
acquires once more in the history of Latin American and Caribbean countries
astrategic importance. It iswithin this environment that the new devel opment
strategy, in itsaim of achieving atransformation of production which permits
the elevation of both its levels of competitiveness and productivity and of
social equity, plays severa of its major roles.

It could be affirmed, without error, that it is no accident that the countries
which have undertaken attempts at productive transformation and moderniza-
tion with greater success have conceded the most importance to the devel op-
ment of their human resources, which has led them to the “restructuring” of
their educational and vocational training programmes, whether thesetake place
within the enterprises or out of them.

Thisfact isso profound and significant that even the more advanced coun-
tries are today revising their educational and training systems, with the aim of
raising their quality, linking them more efficiently to productive, scientific
and technological development, and directing them as the motive force of an
increasingly greater productive and competitive capacity.

Assuch, it is possible to affirm that:

One thing which contributes significantly to the consolidation of the
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new economic order -in addition to the behavioOr of the labour and employ-
ment markets in the medium term- is the defining, on the part of the State, of
training and education functions for the development of skills and competen-
cies which equip not only for entry into the formal sector, or for the perform-
ance of more lucrative activities, but also for occupying jobs or performing
activities of better quality.

The strategic importance of thisfunction for growth, in the face of the
imperatives of productive and international competitiveness and under condi-
tions which are increasingly more intense in know-how, is something which
has stood out glaringly.

Even if the estimations with regard to the evolution of the economy
towards changes in its structure -which imply a significant increase in jobs
requiring more intense know-how- can be kept conservative, the increase in
the levels of training and education are necessary, both for objectively obtain-
ing greater levels of social mobility, and for forging well-founded expecta-
tions of social mobility in those who live in marginal conditions today.

Certainly, training and education policies must be designed so that they
transfer highly flexible competencies which offer the greatest possibility of
adaptation to the current conditions of the labour market and to the foresee-
able evolution of these conditions. At their very best, they must be competen-
cies which permit rapid retraining and re-qualification.

Thereis not the least doubt, then, about the positive relationship existing
between the level of economic and technological development in the coun-
tries and the importance of investment in education and vocational training.
The other side of the coin is equally valid: many people associate the lack of
productivity and competitiveness, including their decline -asis currently hap-
pening-, with deficient or inadequate education and vocational training.

But, it is one thing to recognize the close connection between devel op-
ment and training; it is quite another to design and put into place training
systems and institutions which respond to the training needs and demands of
societies based increasingly on information, scientific know-how and techno-
logical innovations, while at the same time operating as democratizing agents
inthediffusion and production of knowledge. And thisiswhat the Latin Ameri-
can and Caribbean countries are faced with today.



Hence, it isbasically amatter -and about thisthere can be no major doubt-
of promoting an integral policy of human resource preparation, in order to
respond, quickly and suitably, to the unavoidable challengesin which the new
development strategy finds itself sustained.

It would be almost unnecessary to point out that, in a world of constant
change and in societies in transition, there are no prefabricated responses,
there are no predetermined models which can be followed as a guide for ac-
tion, for which reason people and organizations are forced to sharpen their
perception and focus their attention in such away asto be ableto visualize the
new paths along which they must tread. And truly, it isto thisthat the different
education and training systems in existence in the region are obligated.

To undertake such tasks also implies an understanding that training is not
only abasic factor for an increase in productivity and an improvement in the
conditions of competitiveness, but also an essential instrument of public poli-
cies, especially those directed at the most vulnerable sectors: youths, women,
the unemployed, workers in the process of retraining, among others.

Thismultiple challengeis of such magnitudethat it cannot be approached
with any reasonable expectation of success by any stake-holder alone. The
most suitable path seems to be the construction of national consensuses in-
volving the State, workers and employers, incorporating the experience and
resources of the vocational training institutions. This would make possible a
space for coordination of interests in view of economic and socia devel op-
ment, and at the same time, the long-term political sustainability of the said
national projects.
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Innovationsin
the world of training

Theflexibility and adaptability of regional training institutions are facing
a new opportunity to be tested today. As said before, there is no “model”,
neither in terms of forms of action, nor institutional arrangements, nor of sub-
jects of attention.

A review of different regional experiences permits a recognition of ele-
ments, in the daily practice of someinitiatives, which provide evidence of the
effort at adaptation to which we were referring.

1. Theconcept of training

An initial change or transformation which can be observed isin relation
to the concept itself. Through diverse experiences a redefinition which an-
swers to at least four aspects of training is indicated: in its links with the
system of labour relations; meanwhile it forms part of the processes of tech-
nological transfer; as an educational factor, articulated with the labour envi-
ronment and the forms of technology; and finally, but by no means least, ori-
ented towards the structuring of competencies, surpassing qualifications, in-
asmuch as these are understood as the mere accumulation of knowledge and
skills, as can be seen in detail.

i. Linkswith the system of labour relations. While the model of de-
velopment based on import substitution was valid, it was, as was seen, the
domain of the public vocational training institutions to train the human re-
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sources for industry, within the framework of the many responsibilities of the
State. The system of labour relations consolidated within this matrix was im-
pregnated, among other aspects, by the tendency to encourage mechanisms of
negotiation, for the major part tripartite, some times by branch of activity and
others by enterprise, where discussion was centered on topics such as. em-
ployment stability, regularity and percentage increase of pay; the coverage
offered by social security services (health and unemployment insurance, fam-
ily allowances, etc.).

The changes already indicated with respect to the types of entry into the
economiesof aworld-widetrade, theincreasing weight of the factors of knowl-
edge and technology in production processes, and the change of roles in the
different labour players, have profoundly transformed the various aspects of
labour relations. The concept of stability of work is beginning to give placeto
avision of flexible, more and better qualified workers, capable of taking on
rapid retraining, and thus assuring for themselves stability, not in ajob but in
the employment market. Without relinquishing the hope that social security
services would be maintained, it is obvious that the systems which support
them arein crisisin many cases and that they are confronted with restructur-
ing processes. Whatever the form and modalities in each country, it seems
clear that suitable training constitutes the best insurance against unemploy-
ment.

Likewise, discussion about amounts and mechanisms of remuneration,
even within the framework of collective bargaining, tends to lean on the con-
duct of productivity, and elements of logic such as seniority and working ca-
reer in the enterprise, are ceding priority to thelogic of questions dealing with
qualification of persons, for example: experience, and levelsand types of train-

ing.

Consonant with the changes referred to, training and human resources
development have ceased to be afunction delegated in and arrogated to the
State. Through their representative organizations, employers aswell aswork-
ers are approaching the theme of training, proposing initiatives to the State
and the training institutions, and organizing their own training structures, be-
coming involved in the design and execution of policies. In summary, because
of its increasing centrality, training is beginning to occupy a major place in
negotiations and labour relations.

ii. Training, part of the process of technological transfer. In the clas-



sical conceptions in use up until recently, training was conceived as the or-
dered and systematic transmission of knowledge, skills and dexterities capa-
ble of promoting the elevation of the persona qualifications of the worker.
Today one is withessing a transcending of this isolated concept of training,
removed from the context of the environment and the time in which it is de-
veloped, and which leads to action centered in itself, not necessarily articu-
lated with the labour processes for which it is conceived.

An observation of the most innovative experimentsin the training institu-
tions, technical schools or technology education units, reveals the increasing
influence of labour processes and technol ogical innovation. According to the
new conceptions, training must be understood within a process through which
the production units and the workers agree to an aggregate of scientific and
technical information associated with the production processes. The educa-
tional institutions and unitswhich defineit in thisway, articulate training with
the integral process of assistance and advice which they provide to the enter-
prises. In this way, the training of human resources forms part of a set of
actions of technological transfer, as much of work as of production, adapta-
tion and innovation.

iii. Training asafactor of education, articulated with the processes of
production. The proposal of the innovative centres or schoolsisto articulate
educational action with the processes of linkages with the enterprises. For
example: in Brazil, the technological centres of the SENAI and the technol-
ogy education centres; in Colombia, the technological service centres of the
SENA; in Mexico, the training promotion units have embarked on some am-
bitious programmes of focus on the enterprises (technical assistance and ad-
vice, technological information, applied research). Students and teachers par-
ticipate actively in these new undertakings. And this rarely constitutes an ad-
ditional service, but strongly pointsto the search for mechanismswhich would
provide feedback to the pedagogical factor in its diverse facets. programme
content, training methodol ogies, modalities of attention. Or, what remainsthe
same aims at improving the teaching-learning processes, both with respect to
educational capacity and to relevance and quality of education. Thisis em-
phasized even more when the centres referred to become focal points for the
diffusion of advanced technologies, depending on the extent to which interac-
tion is established with the production and technological needs of the indus-
trial park which they serve. All of the above, in the understanding that in spite
of their investments and their new and committed projectionstowards the tech-
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nological, the units under analysis do not cease to be defined, essentially, as
agencies of training and education; so that the selling of servicesis not, cen-
trally, a new source of financing, but rather, constitutes formul as being tested
to bring the readlity of the world of production closer to the schools and cen-
tres. Furthermore, in collaborating with the enterprises in the resolution of
problems, the production units are not the only ones to benefit; the scientific
and technological knowledge base also increases, which is the critical issue.

iv. Training for competencies. The changes, both technological and
organizational, which are taking place within the productive apparatus as well
as within the context of globalization, are redefining the parameters of com-
petitiveness of the markets in which the production units are developing. The
effects of this process are making themselves felt not only in the structure of
production but also in employment and in working conditions in the work
centres.

Obviously thistechnological and organizational transformation isrequir-
ing of training systems and institutions new responses leading to the achieve-
ment of different and greater levels of training and capacitation. And at the
centre of this problem is the orientation that ought to be given to training so
that it is articulated both with the objectives of productivity and competitive-
ness of the production units, and with the expectations of economic and social
improvement of the population.

Thusit isthat different social playersidentify training oriented by results
and based on modular, flexible and quality systems, as the axis orienting the
efforts to be deployed, which by analogy with the systems of quality in pro-
duction, allude to reliability, normativity, evaluation and certification, which
are the elements which shape the competence of the individual into a specific
job function.

Owing to this, job competence is becoming acrucial issue, leading to the
transformation of education, training and human resources development
schemes; it is also becoming a decisive tool in the formulation of education
and labour policies which, along with economic policies, procure sustained
economic growth and equitable social development.

In the traditional programmes, training is oriented towards the qualifica-
tion of theworker, likened to agroup of tasks; in general, training programmes



have a management slant, to the extent to which they are instrumental, and in
the best of cases, are limited to an intellectual proposal. The processes of
changein operation in the training institutions and in many technical schools,
take other dimensions into consideration. They are not reduced to the trans-
mission of technological information and manual skills, but pay attention to
cultural, socia and attitudinal aspects which broaden the capacity of indi-
viduals. The culture of modernization of production based, among other crite-
ria, on quality, productivity, efficiency and competitiveness, cannot be ap-
proached from training programmes centered exclusively on preparation for
specific jobs.

Contribution to the construction of a new culture of labour and produc-
tion is central in the instances which we are considering; this is achieved not
only through the explicit training methods, -courses, programmes, curriculum
content, methodol ogies, but the environment and production climate to which
the centres and schools have access are, basically, what makes it possible. In
other words, the new skills necessary for an economy open to the currents of
international trade, under highly competitive conditions, cannot be attained
through training which responds to the former schemes of the innkeeper and
tailor organi zation; the substantial changein operation in theinnovative schools
and institutions, isthe transcending of the reductionist focus, based merely on
pedagogical training for the acquisition of qualifications. This implies that
modern competencies cannot be acquired in just one course. Rather, they must
be the reflection of a production environment, impregnated with the atmos-
phere of the enterprises, with the codes of conduct and performance which
operate in reality, with standards of work and production.

In summary: only those proposals which articulate education and train-
ing with labour and technology, in an appropriate environment, can put to-
gether the mechanism through which are acquired the values, habits and be-
havioursinherent in the competencies which current historical circumstances
require of workers, technicians and professionals.

2. Recent changesin training management

Several training institutions, technical schools and training programmes
organized around Ministry of Labour projects, to cite a few cases, have ac-
cepted the challenge of their ingtitutional transformation. Ultimately, thisisa
consequence of the crisis of the old models of work organization, aswell as of
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the impact of the profound technological revolution coming out of computer
science, new material s and biotechnol ogy. Redefining theinstitutional arrange-
ment seems to be one of the keys to achieving an advantageous operational
position. Thisredefinition must embrace objectives, functions and scopes, entry
into the world of production and alert attention to the demands of the labour
markets. Among the themes which make up the new strategies, we shall com-
ment briefly on three which assiduously appear as preferred options:
sectorialization, verticality and integrality.

Sectorialization. One of the movements gaining greater acceptance in
the region, has to do with sectorialization; that is, the redefining (or restruc-
turing) of units (schools, centres or programmes) with the aim of servicing
specific economic sectors. For decades, and in many countries, an educational
unit wasidentified asindustrial, rural or commercial, and undertook a variety
of specialties within the field. An industrial school could take on courses in
mechanics, electricity, construction, chemistry and so on. Current trends point
to focus on the needs of a specific sector (graphic arts, tanning, foods, textiles
and others). This focalization has advantages which are derived from its
specificity.

One: the real possibility of participation, through their organizations, of
the playersinvolved in thelabour processes (workers and managers). The more
delineated and precise the discussion, the more intimate and friendly the par-
ticipation.

Two: the question of equipment. In focalizing, the diversity derived from
disparate training is reduced, which, furthermore, facilitates the targeting of
the equipment towards a production end (of goods and above all of services),
beyond its educational and training application. The intensive use of equip-
ment, which with this strategy can be updated, makes the repayment of costs
more bearable.

Thirdly, sectorialization gives rise to verticality; and finally, is directed
towards integration of action.

Verticality. Traditionally, the training of human resources was distrib-
uted by level. The vocational training institutions, in general, prepared work-
ers for skilled and semi-skilled jobs. The technical schools were concerned
with the intermediate levels of the occupationa pyramid, while the universi-



ties prepared the professionals. Whileinfrastructure and homogeneous equip-
ment permit concentration of effort; while thereis constant rapprochement to
the scientific-technol ogical transformations of the production and labour proc-
esses, there are beginning to emerge conditions for accepting the challenge of
providing training for all levels of the occupational pyramid of one branch of
activity. Thisis what many schools and centres have observed and are imple-
menting as a consequence. In many cases, training services from the lowest
levels, up to internationally recognized post-graduate courses, are being of-
fered. As a corollary, the possibility of providing continuity in the supply of
educational and training services, is one of the contributions to the general
education system.

It is not by chance that these educational units are being observed with
particular interest. Having broken dualities and dichotomies, they have per-
mitted programmes and outreaches to be defined by criteria derived from the
production and labour reality, and not be tied to rigid administrative schemes.
And what is better; the opening of training to the different levels of the occu-
pational pyramid opens the possibility of fulfilling one of the dreams of per-
manent education: that schools be at the service of al those who need atrain-
ing response of some type.

Integrality. The offer of diverse services to the sector, is a perspective
which is being opened with the new institutional arrangements, apart from
training and human resources development. A policy of open doors provides
the schools and centres with the potential to be converted into many other
things: technological animators, showcase for new developments in the sec-
tor, spaces where students, teachers and people from the world of work share
equipment and laboratories. And, what is fundamental, sphere in which the
fragmentary practices of the old manual labour vs. intellectual work scheme
are overcome, on the basis of the integrative formula training/education/la-
bour/technol ogy.

3. Change of focus: from programmes based on
supply to programmes based on demand

A third level on which it is possible to find innovations relates to the
change in the clientele of the different units. These are now not so much just
groups of individuals who call on their services, but the production unit (the
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enterprise) as an important demander of services of different types, and not
just of training, has begun to appear.

It is not just the subject of attention which is changing. Other types of
projection for the units are also appearing. These, while they continue seeking
their students in the labour market, are also beginning to act through interme-
diate means; that is, they are approaching individual s and enterprises via sec-
torial chambers, or local employers' or workers' organizations. And, above
al, they are based on the new forms of organization of production as are the
technology-based business incubators, the business nurseries, the industrial
parks, the scientific-technological parks, etc.

More precisely: in some innovative experiments it has been understood
that the training of workers was not always the first need of the enterprises;
that the needs for updating/ specialization/training should be conceived in
terms of the overall management of the production units; and, not lessimpor-
tant, that it was not only the workers who needed to be included in the training
programmes: the managers and the owners as well. It is a matter, in the final
analysis, of placing thetraining of workersin acontext of integral attention to
the requirements of the production units.

This change of focus provokes a passage from emphasis on the strength-
ening of the supply of training, to an emphasis on the strengthening of the
demand for training. From a scheme of procedures where the programmes
are preconceived by the institutions, and to which the production units and
individuals had to adapt in view of their needs for training, there is a trend
towards amodality of work inwhich the enterprises and the workersintervene
inthe phases of design, implementation, evaluation and adjustment of the new
programmes. |deally, the majority of programmes should not be repeated, but
should consist in specific responses to the expressed need of the productive
apparatus.

This last point bears an additional advantage: it renders viable the gen-
eration of training and consultative mechanisms for the micro, small and me-
dium-sized enterprise. For too much time, the relatively smaller enterprise
found no way, not only to fulfill the legal precepts necessary to carry out
training activities, but neither found the suitable and specific mechanismswhich
could respond to their needs for assistance and support. The new modality of
work, centered in theintegral attention to production, training and technol ogi-



cal needs, expressed in the specific demand of the production units, allowsfor
the satisfaction of already-known regquirements, the detection of others which
were not known, and, what is more stimulating, the unleashing of new de-

mands.
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Training strategies for
the informal sector

The presence of the informal or non-structured sector has become a per-
manent and unavoidable feature of regional labour markets. The development
by governments of strategies to deal with it has surely had to wait for along
time. This delay has been due, on the one hand, to the difficulty which this
phenomenon presents at the moment of realizing a conceptualization whichis
at one and the same time suitable and trand atable into effective action, which
has not failed to be countered by diverse postures with regard to their origins,
perspectives and possible functions within the economy. On the other hand,
the idea that its growth could be linked to the application of adjustment poli-
ciesfrom the eighties, led to the assumption of acritical nature which merited
strategies of a similar nature, without the establishment of more permanent
institutional frameworks grounded in focus on the said sector.

These two factors, which influenced the area of social policy generally
considered as delaying its capacity to respond, affected vocational training in
a special way, since of its own it plays a protagonistic role in any strategy
oriented towards the informal sector, in the matter of employment.

It must be added, moreover, that the training systems and institutions
remain inevitably subject to the tension of providing a response both to the
modern, structured sector of the economy, with its demands for achieving
significant and rapid increases in competitiveness and productivity, and to the
informal sector, with itsintrinsic heterogeneity and complexity, with its over-
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lapping with the problem of poverty, and with the lack of clearer, general
policies by which it can be guided.

Because of this, the task of systematizing all that is being done in the
region in the matter of training for the informal sector, is a highly complex
one. Many of the programmes and actions which are developed for socially
disadvantaged groups; for example, youths from poor homes, women heads
of households, micro-entrepreneurs, signify action in thisfield. However, in-
formality is not directly related to poverty. While poverty is a phenomenon
associated with income distribution, the informal economy is determined by
relationships of production.

Although at first sight it could seem unsuitable to use the same concept
for approaching such dissimilar situations as those of a pedlar and of a com-
puter software consultant, the concept of informal economy becomes useful
precisely becauseit refersusto aspecific type of production relationship which
generates incomes and separates us from the notions of economic duality and
social marginality. Although the majority of individualsinvolved in informal
activities in Latin America are poor, the processes of the informal economy
are occurring throughout the entire social structure.

In general terms, the basic characteristic of the informal economy isthe
realization of income-generating activities (directly or indirectly) without in-
stitutional regulation within the framework of a society in which such activi-
ties are indeed regulated. This absence of regulation can affect distinct ele-
ments of the labour process, and each situation defines a specific type of ac-
tivity.

Firstly, one can refer to the status of the job; for example, whenthejobis
not declared, the social benefits to which the worker is entitled are not pro-
vided, salaries are below minimum wage level, or employment is offered in
circumstances which labour standards would not permit.

Secondly, one can refer to working conditions; for example, when the
activities are hazardous to health or public hygiene, or present a danger to
security, when they ignore inherent prohibitionsin the area, or when danger-
ous products are manufactured in the middle of densely populated areas.

Thirdly, one can refer to thetype of administration of someenterprises,



for example, fiscal fraud or the generalized use of non-registered cash pay-
ments, as a means of economic transaction.

From the works of PREALC, during the mid-seventies, one can observe
an irruption of the concept of informal sector, which had a positive influence
on training ingtitutions, since it furnished theoretical and methodological cat-
egories which enabled improved focusing of actions towards this sector. This
was so probably because the empirical nature of the informal sector applies
analytical instruments such as typology of production units, or occupational
categories, in general very similar to the methodological instruments of the
institutions.

With a view to designing and executing programmes intended for this
sector, and within the line of analysis which characterizes the informal sector
as a group of production units, it is possible to identify the intended popul a-
tion of the training programmes as all those who work individually for them-
selves, or in small production units characterized by almost no availability of
capital, by the application of very simple or rudimentary technology, and by
the employment of a small number of workers whose level of instruction is
usually very low. Their organizational structure -if they have any- is elemen-
tary and division of labour is minimal. Wagesin thistype of unit are generally
lower than in those that can be obtained in formal businesses, social security
is practically non-existent and employment is highly unstable.

In the delineation of the informal sector from the perspective of the la-
bour markets, the intended training population is characterized by whether it
belongs to certain occupational categories: self-employed worker or small-
business owner in informal units, wage-earner in informal production units,
unpaid family worker, domestic worker, etc.

The use of such categoriesin training actions has meant along and ardu-
ous path of apprenticeship, since theinformal sector isan heterogeneous real -
ity within which basically subsistence-level occupations and production ac-
tivities coexist with others which have a certain potential for development,
given their specific articulation with the markets, and their particular combi-
nation of production factors.

A typical problem of this nature is that presented with the concept of
micro-enterprise. On the one hand, it is clear that one of the manifestations of
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theinformal sector arethe small production units which, because of their size,
can validly be called micro-enterprises. But there are approaches which de-
fine the micro-enterprise by removing it from its context in the informal sec-
tor, and which essentially defineit by itsintrinsic characteristics: size, level of
technology, level of productive and organizational development, etc.

In both perspectives, at |east two major types of micro-enterprise are usu-
aly differentiated: those whose level of development is minimal and can only
provide a subsistence function for their workers, and those which possess a
development potential, a capacity for accumulation. And in defining the train-
ing actions, it is extremely important to be sufficiently clear and explicit with
respect to what type of micro-enterprise is concerned, and in which develop-
ment policy the training action is located.

Below is acoarse attempt at typification, with aview to locating the dis-
tinct strategies developed in view of more general categories which can be
explained. Three major types of category seem to be taking shape:

Those aimed at stabilizing employment and improving, even mod-
estly, the conditions of work and production, and the incomes, of populations
linked to the informal sector in subsistence activities. The populationslack, as
awhole, the internal resources and/or the external articulation necessary for
achieving a potential for more dynamic growth and development. Typically,
these strategies cover groups such as hawkers, domestic workers and persons
self-employed in activities of extremely low productivity.

Those designed fundamentally to facilitate the transfer of manpower
from the informal sector to the formal sector. Especially targeted here are
workers with a relatively higher level of basic education, work qualification
and experience, for whom have been identified or is expected to be generated
entry opportunities in the formal productive structure. Articulation with the
formal sector can be made via two means: through their linking as wage-
earners in the formal sector; or through their organization and formalization
in order to place the goods and services which they produce, in a more struc-
tured and stable manner, in the formal sector.

Strategies oriented towards the consolidation, modernization and ex-
pansion of activitiesin theinformal sector with adevelopment potential. These
activities are generally referred to as informal micro-enterprises, in order to



distinguish them from the formal micro-enterprises which are very small pro-
duction units with respect to the number of workers employed and which op-
erate at purely modern levels of technology, capital and productivity. Thein-
formal micro-enterprises with development potential are distinguished from
subsistence-level micro-enterprises by the presence in them of apositive capi-
tal expressed in fixed assets; by alevel of competitiveness which allows them
to compete in certain markets even with formal sector enterprises; by their
capacity to generate surpluses and to retain part of them in their operation on
the same market; and by their capacity to accumulate capital for reinvestment,
which can be directed to the incorporation of technology and/or the creation
of new jobs.

Notwithstanding the difficulty of achieving a regional balance of the
progress attained in this matter, it is possible -within the scope of this work-,
to establish which are the most salient features of the innovative experiences
that have produced most encouraging results.

i. Training for these sectorsisunderstood initsaim astraining for pro-
ductivework and for social development. That is, that it ought to contribute
towards facilitating a labour-productive insertion of its target population, in
such away that -in addition to offering immediate employment and income
opportunities- it contributes to the general development productive apparatus,
while it contributes to the processes of change which lead to overcome its
constrictions, imbalances and inequalities and, as such, to an elimination of
the structural determinants which place these sectors and groups in disadvan-
tageous positions.

ii. These experiences show that the only way to contribute to such an
objective is through a pedagogical proposal which considersthe members
of itstarget population asactive subjects participating in and responsible
for their own development, and capable of understanding the socio-economic
processes in which they are involved. Training for work and development fa-
vours people-centered teaching-learning processes, preferably in collective
contexts, which develop their creativity and permit them to consciously man-
agetheir learning process, adapting it to their own rhythm and to their particu-
lar interests. This type of training is recognized, in its turn, as part of the
processes of open and life-long education, and therefore seeksto envision the
best manner of articulation with other modalities of education so that it can be
completed and strengthened.
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iii. Thetranscending of thetraditional notion of teacher-instructor in
benefit of the broad concept of agentsof training isverified. Now involved
in the training process are business management advisors, technical assist-
ants, development agents from other institutions participating in integrated
processes, community developers, among others. The collective configura-
tion of the training agent, as an inter-disciplinary team which animates, sup-
ports, orients and regul ates the training process, contributes to facilitating in
target populations a progressive autonomy and development of interest in the
themes of cooperation and management. This configuration, in spite of being
open to articulation with new agents in different phases of the training proc-
ess, is not left to chance, but is based on careful processes of selection and
training, and on techniques of working by projects.

iv. Programmeplanning of trainingfor work and development isfunc-
tional. It is constructed on the basis of the identification of problems and
critical deficiencies in the forms of labour and management used, and the
design of improved features incorporating suitable technology. That is, the
functional character tends to assure the capacity for atraining response to the
real problems felt by the target population.

v. Training seeks to be integral, projective and flexible:

Integral, since its contents include not only technologies for production
of goods and services, but give particular emphasis to the development and
instrumentation of the capacity for production and business management. All
this is complemented with content relating to the social and economic con-
texts which provide the setting for and determine the labour-production inser-
tion of these groups. This configuration requires, on the other hand, that pro-
gramme planning be also integral with respect to anticipating and ordering,
around the processes of development of skills and dexterities, processes of
development of knowledge, and of attitudes and values.

Itisprojective, to the extent that starting from the immediate set of tech-
nical problems being faced by the target population, or the immediate needs
of a subsistence-level production, they are able to offer possibilities for the
development to those who wish or need to complement or deepen their train-
ing in order to have access to more technology- or management-type levels.
Among other effects, this definition has taken articulation with external sys-



tems such asthose of hon-school-based basic education, those of popular edu-
cation, etc., in search of providing the target populations with possibilities of
access to basic training in elements of mathematics, reading and writing, as
well as to the development of skills of expression and handling of formal
processes and institutional environments.

Finally, flexibility refers to the search for the versatility necessary for
adapting to a broad range of economic, social, technological and cultural situ-
ations among the target populations and their types of production. This flex-
ibility, which presupposes a diversity of content and levels of training, isim-
plemented through the modular organization of the curriculum, the only way
to permit combinations and variations in the training processes, but maintain-
ing control of them and assuring strategies of integrality and projectivity.

vi. Lastly, but by no means least important, these experiences combine
three operational functions in their action strategies:. training, promotion and
advice.

Training is directed to the elevation of the competency levels of persons
for the performance of tasks related to the process of production of specific
goods and services, for the management of that same process, and for the
tasks which involve their own well-being and devel opment. The training tech-
niques include not only those of the traditional witness type (not less valid
because of that) such as courses, workshops, seminars, etc., but also those
which have been devel oped more recently, such as techniques derived on the
basis of distance education.

Promotion is directed towards the socia integration of an initially scat-
tered population and its mobilization around a development alternative, as
well as towards maintaining cohesion in the face of the accumulation of inter-
nal and external pressures which inevitably affect it throughout the training
process. The techniques most frequently used within thisfunction are: partici-
patory research-action, pedagogic propaganda, revival of the oral tradition,
organizational |aboratories, meetings and training tours, etc.

The advice function seeks to provide access to the socioeconomic and
technological information which broadens the training panorama, usualy re-
stricted because of its necessarily specific nature. It includes entrepreneurial
or management advice, and technical assistance aimed at helping to confront
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technical problems which -because of their urgency or level of complexity
and specialization- remain outside the reach and immediate possibilities of
the target population, or cannot wait on the results of training, and must there-
fore be solved “from outside” by experts. The advisory programmes are nor-
mally organized on the following types of events or lines of action: techno-
logical and socioeconomic information, extension campaigns, training con-
sultancies, technical assistance, socio-entrepreneurial advice, among others.



Job competencies.
a key training tool in the face of
the challenges of competitiveness

The emphasis on job competence starts, in several industrialized coun-
tries, as a basis for the regulation of the internal and external market of the
enterprise, and also of the manpower training policies, which are closely re-
lated with the production changes of the eighties. This relationship occurs on
the different levels of the change in production: i) the strategy of creating
competitive windowsin the globalized market; ii) the strategy of productivity
and the dynamics of technological innovation, organization of production and
organization of labour; iii) human resources management; and, iv) the per-
spectives of the social actorsin production and of the State.

Theinfluence of the emphasis on job competence, today reachesthe most
modern sectors of production in Latin America and the Caribbean, but is be-
ginning to have repercussions in broader spheres, while it converges with the
efforts devel oped in the same sense from within the vocational training world,
where there exist antecedents dating back to the decade of the seventies.

1. Job competence and labour market

The competency of the human factor has always been recognized as an
important component of the internal architecture of the enterprise, that is, the
contribution which individuals are able to develop in order to achieve specific
objectives.
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Nevertheless, in the traditional emphases, and in large measure still valid
in the region, attempt is made to exploit that competency in only some of its
dimensions, generally the quantity of effort made. The quantity of effort isa
relatively easy factor to be controlled by management and copied by competi-
tors. Not so the quality and direction of the effort made, which are peculiar to
the organi zation but which are not something that management controlsat all,
and in which it must invest in order for them to be effective.

From the supply side of training, oneis also witnessing the advent of new
emphases which attempt to take account of the requirements of the modern
productive sector, attend to existing situations of surplus materials and im-
prove conditions of employability in the diverse sectors of the population.

In every case, and for both ends of the relationship, the need arises for a
new concept: that of job competence, which goes beyond that of simple quali-
fications for a specific job. The chalenge for this emphasisis to offer are-
sponse to the need to identify and construct new spheres of knowledge, under
a perspective which permits adaptation to the new circumstances which are
appearing. A requirement which can seem ambivalent: creating around knowl-
edge norms which are modified with time.

One of the characteristics of the new type of labour market policiesisthe
participation of the social actors in the design, execution and evaluation of
programmes. As a consequence, these programmes are defined in adecentral -
ized manner and their impact depends on the mobilizational capacity of the
players in respect of improvement of productivity and training.

This last point bears with it a clear problem for the regional reality: the
lack of experience of the diverse players in the new roles which they must
assume for the devel opment of active labour market policies.

At present, the challenge of the training policy consists in knowing at
what moment the State ought to be directorial and promote training activities,
and at what moment it ought to leave the initiative to the private sector in the
broad sense of the word. Transition from the model ought to be understood as
aprocess of ingtitutional learning, both for the State and for the other players.
Inthis processtherewill be successes and errors, and the level of advance will
depend on the capacity for analysis, feedback and continuous adaptation on
the basis of the experiences devel oped.



2. Conceptual and methodological bases
for the focus on job competency

In order to understand what is being spoken about when allusion is made
to job competency, it isimportant to distinguish its meaning from the other
older and more widely used term: qualification.

If by qualification is understood, with some frequency, all the knowledge
and skillswhich individual s acquire during the processes of socialization and
education/training, it would be within afocusthat isinstrumental in nature; as
such it would be atype of “asset” on which individuals could depend in order
to perform specific jobs. In this sense, it would be defined as the “ potential
capacity to perform or undertake tasks corresponding to an activity or job”.

Competency, for its part, refers only to some aspects of this “pile” of
knowledge and skills: those which are necessary for achieving certain results
required in a given circumstance. It isthe “real capacity to achieve an objec-
tive or result in a given context”.

In order to identify the qualification required in ajob, or rather the labour
market, the method adopted in many cases was that of an occupational analy-
sis oriented towards the establishment of a simple inventory of al the tasks
included in an occupation. The inventory of tasks was the point of reference.

In order to identify the competency, one starts from the results and/or
objectivesdesired from the organization in their totality, which derivein tasks,
and these in required knowledge, skills and abilities. In this case the tasks are
conceived as a variable medium between the result and the knowledge and
skills with which the individual is endowed. So as to avoid interferences and
reductionismsin theinitial defining of the tasks, an attempt is made to estab-
lish adirect connection between the results and the endowment of knowledge
and skills.

In an environment of continuous technical and organizational changes
within the enterprise, tasks also change. For their part the objectives are in
general less variable, although they tend to be more exacting. It would be
more sensible to havethem asapoint of referencefor the endowment of knowl-
edge and skills than the tasks.
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Furthermore, in the presence of superimposed and complex objectives,
the unidirectiona relationship between task and result disappears, making
room for agreater diversity of options aimed at the achievement of a specific
result, owing to the processes of apprenticeship being forged by the processes
of change. To the extent that greater importance is being given, on the one
hand, to training in general and, on the other, to the evolutionary character of
the requirements of tasks and to job mobility, the concept of competency tends
to beimposed on the terminol ogy to the detriment of that of qualification, and
the “competency portfolio” competes with the school certificate.

3. Someregional experiences

In 1975, Cinterfor/ILO, in fulfillment of a mandate from the X1 Meeting
of the Technical Committee, embarked on the development of a project on
measurement and certification of the occupational qualifications acquired by
workers through systematic training courses, work experience or a combina-
tion of both.

Theideaof beginning aproject of this nature arose, among others, for the
following reasons:

The vocational training institutions, in response to the demographic
increase and the growing technol ogical development, were facing the need to
broaden and diversify their programmes, in order to satisfy labour market
demand and improve the quality of the training required for the different lev-
els of occupational qualification.

The educational reforms undertaken in recent years by the majority of
countries in the region, tend to validate the experience acquired by workers
throughout their working life, which requires the design of adequate evalua-
tion procedures for determining the knowledge and skills of the workers.

National employment services do not always dispose of information
relating to the occupational qualifications of the economically active popula-
tion, neither of clear estimates about the qualitative and quantitative require-
ments of the employment market which would permit them to formulate indi-
cations relating to supply and demand of skilled manpower.

Finally, the expediency has been recognized of establishing basic sub-
regional occupationa profiles which serve as a reference for the design of



training programmes with common essential content, and systems of certifi-
cation which favour the free movement of workersin the countries belonging
to a sub-region.

Almost immediately -in October 1976- while at the same time pioneer-
ing, the process of institutionalization of occupational certification began in
CostaRicawith the creation of aspecialized Department at the National Train-
ing Institute [INA], the main objective of which isto administer the Occupa-
tional Certification System throughout the country. During the first six years
of operation of the system, the INA, with the participation of employers and
workers, updated its labour studies and developed occupational tests for 18
occupations belonging to nine vocational branches. Participating in the certi-
fication process during this period were approximately 900 workers who, on
the basis of the individual diagnosis obtained as aresult of the application of
the practical and technological tests, received thetraining necessary to achieve
the levels required by the enterprises.

In 1983, the Organic Act No. 6868 of INA was enacted, establishing (in
Article 3, Clause d.) that in order to achieve its aims, the Institute has, among
its attributes:

“To develop a system for officially certifying the level of knowledge and
skills of workers who submit to the evaluations in the areas imparted by the
Institute, independently of the manner in which such knowledge and skills
may have been acquired.”

Theregulations of the Act consider, among other aspects, that submission
to the evaluations will be voluntary and as such that non-possession of a cer-
tificate will not be an impediment to the exercise of any activity for which a
qualifying certificate is not legally required.

It isindicated, furthermore, that the delivery of certificates will be free
for workers, and that wherever possible, employersand workers of well-known
ability, taken from lists presented by the professional organizations representa-
tive of the activity or by the respective affiliated council, will be made to
participate in the certification process.

In Brazil, with the opening of the international market, demands are in-
creasing for high levels of quality of their products and competency of work-



ers. The country is beginning to live with the reduction of tariff wallsand with
the consequent opening of itsfrontiers, which stimulatesthe exchange of skilled
manpower among member countries of that market.

In the face of this scenario, the SENAI considersit important and appro-
priate to implement a System of occupational certification, taking into ac-
count that there exists in the country a growing number of enterprises, certi-
fied or in the process of certification in the systems of guaranteed quality,
which naturally are going to demand certification of the competencies of their
workers. The system of certification proposed for the SENAI is conceived
with aview to meeting the demandsin thisfield, attempting to make theinter-
ests of industry compatible with the aspirations of workers, which must be
oriented towards the devel opment of the country.

Considering that the quality of products and services depends basically
on the quality of persons, certification must look at two planes:

One, as part of atraining system, within an environment of continuing
education, permitting open and flexible access to workers, employed or not,
interested in acquiring improved competency for the job;

The other, aimed at immediate attention to demands for certification
of workers with professional experience, in order to satisfy the requirements
of enterprises derived from the norms established by the international systems
of guarantee of quality.

Finally, and in the case of Mexico, it isinteresting to highlight the recent
and ambitious experiment undertaken by the Council for the Standar diza-
tion and Certification of Competencies of Workers[CNCCL].

The Council for the Standardization and Certification of Competencies
of Workers[CNCCL], was set up as atripartite body at national level in 1995,
and began to function with stability from 1996. The initiative of the govern-
ment responds to the concern for achieving the participation of the players,
among other mechanisms applying incentives to demand, the aim of whichis
to support the structure and development of atraining based on standards of
competency and its certification, in that way determining the support whichis
going to be offered.



There are fundamentally two central axes on which the activities of this
Council, as well as the other instances of government involvement, are in-
scribed: 1) Definition and integration of standards of competitiveness; 2) Es-
tablishment of the system of certification of workers' capacities, which enjoys
social credibility and wide acceptance in the labour market.

The system of job competency proposed for development consists of five
major components:

1. Definition of technical norms of job competency by branch of activity
or occupational group, by the social players and with government support.

2. Establishment of mechanisms for evaluation, verification and certifi-
cation of the knowledge, skills and abilities of individuals, independently of
the manner in which they were acquired, always and whenever they comply
with the technical standards of competency.

3. Transformation of the supply of training into a flexible modular sys-
tem, based on standards of competency, in order to permit individuals to tran-
sit between modules, according to their needs.

4. Creation of incentivesto demand, in order to promote the new system
among the population and the enterprises, and seeking equity in the distribu-
tion of opportunities for training and certification, paying attention also to the
needs of the marginalized population.

5. Conducting research in support of the system as awhole.

Starting from the creation of a system of national coverage, greater
emphasisis placed on the definition of standards for the more common func-
tions in the different economic branches, technological languages and occu-
pational areas. And so in this strategy job competencies are classified into
three types: Basic, which refer to the basic behaviours that workers ought to
demonstrate and which are associated with knowledge of atraining nature, as
arereading, expression and verbal and written communication. Generic, which
describe behaviours associated with performances common to diverse occu-
pations and branches of productive activity, asarethe ability to work in groups,
to plan, to programme, to negotiate and train, which are common to a large
number of occupations. Specific, which identify behaviours associated with
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knowledge of atechnical nature, linked to a particular technical language and
a specific productive function.

Without intending to end the presentation of the model of the Council, it
isappropriate to point out that while the normisthe axis of the strategy for the
standardization, evaluation and certification of job competency, it is estab-
lished that these must be defined by “ Standardization Committees’ on which
are represented the different interests of the workers and employers of a spe-
cific branch of economic activity, industry or area of competence, and their
activities supported by one or two representatives of educational institutions.

Finally, this initiative is conceived within the perspective of finding a
valid alternative for linking the different modalities of education and training
with employment demandsin the country. The challengeisto face theissue of
modernization of the systems of education and training for work, not only so
that they respond to the needs of adaptation to the new economic and techno-
logical conditions, but above all to pay attention to the need to place education
and training within the reach of all sectors of the population, with suitable and
relevant content and of the quality required by the labour market.



A range of options for articulation
between the State and the private
sector in the matter of training and
human resources devel opment

The modalities of articulation between State and private sector in the re-
gion are not, not even closely, homogeneous, neither are the levels of consoli-
dation in each case.

For example, in the matter of the financing of training, there are countries
in which specifically earmarked funds were completely removed, and in their
place were organized tax incentives aimed at motivating enterprises to train
their own human resources; there are othersin which they were reduced. And
still others where, although they have kept them, there are provisions which
allow tax exemption in favour of the enterprises, when they carry out the cor-
responding training programmes.

In the same way, there are appearing a number of combinations which
range, according to the country, from concentration of planning and regula-
tory functions in Ministries of Labour, leaving responsibility for execution of
programmes to private and public training agencies, to inclusion of the plan-
ning and execution functions within a single public vocational training insti-
tution. The majority of national cases arelocated between both extremes, with
diverse training systems depending, among other aspects, on the institutional
history of training, the strength and capacity to adapt to the changes demon-
strated by the institutions, the general state and orientation of production and
the economy, or the strategic political options assumed by the governments.
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To illustrate both the modalities of articulation which figure in the re-
gional panoramatoday, and the results being produced, four national casesare
presented below. Included as examples, they have the value of enabling avisu-
aization of the diversity existing in this field, while they represent, with the
relevant alterations and adaptations, variants carried out in countries in the
region.

1. Training, productivity and technological development:
the Technological Centres of the SENAI of Brazil

It is fitting to mention, in the first place, the ingenious formulae devel-
oped in this country with the aim of linking training with the current needs
and restorative demands of the enterprises, which has led to the SENAI and
the enterprises assuming hitherto unknown responsibilities.

The enterprisesin the process of modernization and committed to the
transformation of their productive and organizational processes with the aim
of increasing productivity, improving the quality of their products and serv-
ices and achieving greater competitiveness, are beginning to require of train-
ing agencies, public and private, specific technical and technological advisory
services, which go beyond the traditional training courses. By virtue of this,
someinstitutions have established forms, media and methods of offering such
services and, in this way, of being able to provide the corresponding advice,
without being detached from their fundamental objective of human resources
training. The reason why this is successful is rather original, although obvi-
ous: for training to have any meaning in the present times, it has to be linked
to the processes of labour and to technological innovation, and as such, train-
ing agencies, rather than limiting themsel vesto developing in workers aseries
of skills out of context, must be concerned with the cultivation of competen-
cies in consonance with the business environment, within which there exist
specific codes of conduct and operation, and standards of work and produc-
tion.

Itisin thisway that the SENAI -in interpreting training as part of the
technological transformation process- has converted some training centres of
excellence into Technological Centres seeking to carry out programmes fo-
cusing on the enterprises, according to branches of economic activity (tan-
ning, footwear, precision mechanics, chemistry and textiles, welding, furni-
ture, smelting, electricity and electronics, foods, transport, metal mechanics,



graphic arts, paper and cellulose, among others). Their major mission is to
acquire-nationally or internationally- work technologies, and to transfer them
to theindustrial enterprises, particularly the small and medium ones. Around
such activity, they undertake, on the one hand, engineering and design activi-
ties (research and devel opment) aimed at fashioning new products or improv-
ing existing ones, with aview to increase in production, productivity and im-
provement in quality. On the other hand, they offer technological services
which constitute technical supports for innovation: technical advice and as-
sistance; consultancy services linked to business or production management;
laboratory tests and experiments; specification, selection, testing and installa-
tion of new equipment; inter-mediation and sub-contraction.

It must be observed that these Centres -in spite of their technological
vocation- do not cease to be training agencies, since behind the lending of the
services mentioned, and as a fundamental background, is the training of hu-
man resourcesin a specific branch of economic activity and at different occu-
pational levels. It is, rather, that some of these Centres, through accords and
joint work with the technical schools and universities, offer training services
which rangefrom the lowest educational levelsto universally recognized post-
graduate courses.

To conclude, it could well be said that these new training units -the
Technological Centres- are a place of encounter among education, applied
research and productive work, where different worlds converge: that of the
university, of science and technology, of technical-vocational training and of
labour, al of them places -in a coordinated manner- at the service of the pro-
ductive transformation of the enterprises and of different economic sectors.

2. Theemergence of a system: the SENCE of Chile

In Chile atotal restructuring of the conceptions, forms and modalities of
dealing with training and human resources devel opment was undertaken. Asa
result of this restructuring the National Training and Employment Service
[SENCE] was established, governed by the following principles:

The different actors, through social dialogue, participate in the formu-
lation of the national policy of training for productive and equitable employ-
ment.
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The training activities are driven by the demands of the productive
sector.

The supply of training is developed in an environment which favours
competence among the training agencies, asaway stimulating efficiency, qual -
ity and relevance of training services.

The State assumes a regulatory and complementary role leading to:
the promotion of training activities and vigilance over their quality; attending
to social demandsin thisregard; correcting the negative effects on the demand
for training caused by distortions in the labour market; and providing infor-
mation to the stake-holders in the system, so that they can make proper deci-
sions on the matter.

The stake-holdersin the National System are: the enterprises, thetraining
agencies, a National Training Supervisory Office and the State. The training
activities are organized around two major axes: Training Programmes in the
Enterprises and Public training Programmes, the latter driven, organized and
financed by the above-mentioned Supervisory Office.

The Training Programmes in the Enterprises include training activities
and complementary technical improvements which the enterprises undertake
through their own initiative, and the cost of which is assumed as atax exemp-
tion, subject to certain normsand formalities. The Public Training Programmes
include those activities by means of which social training needs are taken care
of. Social training needs are understood as the training requirements of the
poorest segments of the population, who normally find themselves excluded
from the training programmes of the enterprises.

Among the Public Training Programmes, the following are worthy of
mention:

A Youth Training Programme, the target population being young peo-
ple with scarce resources, with problems of employment marginality, owing
to low schooling linked to irrelevant experience and lack of preparation for
the world of work.

A Programme of Training and Technical Assistance to Small and Mi-
cro-enterprises, the target population being small producers excluded from



benefiting from the tax exemption offered for training in the enterprises, due
to the informal nature of their undertaking, or those for whom the said tax
exemption is inadequate by reason of the limited size of the enterprise.

A Programme of Training for unemployed or under-employed Adults,
the target persons of scarce economic resources -unemployed or under-em-
ployed- with working experience but with low educational levelsand no prepa-
ration for the world of work.

A Programme of Labour Restructuring, aimed at facilitating the mo-
bility of workers displaced through the restructuring of production, moderni-
zation of technology and reduction of the public sector, towards new produc-
tive activities. Thisdeals, in general, with specialized workers, whose compe-
tencies have reduced their value in the labour market.

A Programme of Apprenticeship in Enterprises, theaim of whichisto
promote the employment and training of young people as skilled operators,
through long-term training programmes (2-3 years), in which periods of theo-
retical training in Training Centres, are alternated with periods of practical
training in the enterprises.

3. Institutional restructuring:
the transformation of the SENA of Colombia

The example of Colombia servesto capture the simultaneousrole of con-
tinuity and innovation which, within the framework of a State policy on train-
ing and human resources development, the public vocational training institu-
tions can play.

The National Apprenticeship Service [SENA] fulfillsarole of continuity
through the ratification -by means of law- of its character of a public estab-
lishment of the national order, with its own independent patrimony and ad-
ministrative autonomy, attached to the Ministry of Labour and directed in
tripartite form by representatives of government, workers' organizations and
employers’ associations.

It defines asits basic function integral vocational training for the incorpo-
ration and development of persons in productive activities who contribute to
the social, economic and technological development of the country, priority
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attention being given to young persons who constitute the new labour force,
efforts being concentrated on qualification for functioning within the environ-
ment of the processes of production of goods and services.

Initsturn, and based on the Restructuring Act, thisinstitution is conduct-
ing an innovative process of redefining its structure, its articulation with the
spheres of production, education and society in general, its procedures and
the characteristics of its offering which, without losing its central objective of
training, is opening up towards new services.

To detail, these innovations are:

A structure with few levels, with a Central Office, regional officesand
training centres, the latter being the axis of the new organization asit progres-
sively takes on additional competencies in the pedagogical, administrative,
financial and planning order, with organizational models suited to the charac-
teristics of each region and of the country.

Networking among the training centres, and with the clients, homolo-
gous bodies and information, research and technological development cen-
tres.

Encouraging national agreements to broaden the scope and relevance
of the training supply, especially with universities, in order to strengthen the
training link, and with employers to improve productivity and competitive-
NEsS.

Flexibility and continuous updating of the content of training, as the
central foundation of its relevance.

Modernization of designs, so that they support the generation of an
innovative, creative and polyvalent knowledge.

A system of information on labour supply and demand which centres
its action on broadening its scope, labour market analysis, innovation in occu-
pational classification, extension of the occupational guidance service and
access of usersto job training.

Utilization of “virtual” workshops specially designed to support train-



ing processes, in place of real workshops, which are usually more expensive
and of less coverage.

Training and technical assistance in the levels of management of mi-
cro, small and medium enterprises.

Enrolment aternatives for the complete itinerary (full exits) or for
specific aspects or trimestrial modules of the occupation, which can be fol-
lowed in chain-link fashion until training is completed.

With aview to achieving ambitious objectives in terms of utilizing all
the potential of contracts which the legisation of apprenticeship contracts
permits, at the levels of skilled worker, vocational specialist and technologist,
acombination of strategies: promotion of the apprenticeship contract among
employers, sponsorship of workers already linked to employment, recogni-
tion of coursesin other vocational training institutions and in enterprises, stimu-
lation of the training chain, utilization of strategies of out-of-school or part-
time training, maximum utilization of the installed and operational capacity
of the centres, significant reduction of all costs and improvement of the total
efficiency of the entity.

A definition of open institution which seeks and executes strategic
alliances with businesses, employers’ and workers' organizations, NGOs,
municipalities, technological development centres, public and private educa-
tional and research bodies and other national and international organizations,
as away of harnessing, adapting and transferring technology, methods and
media in order to raise the quality, scope and relevance of the training pro-
grammes, the actions of a technical nature derived from such programmes
and the employment information services.

The entire action of the institution is focused on the achievement of re-
sults and guided by the philosophy of service to the client.

4. Training and moder nization of production:
the CIM O Programme of Mexico

The Programme of Integral Quality and Modernization [CIMO], in
Mexico, is one of the basic components of the Modernization of Labour Mar-
kets Project (1993-97) and constitutes an undertaking of major interest for
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other countries in the region. It began as a pilot project aimed at shaping and
promoting training, human resource development, the quality, productivity
and competitiveness of micro and small enterprises and intended to orches-
trate demonstrative action which could be repeated and multiplied by the self-
same enterprises, thus generating a permanent, modernizing and self-sustained
process which will permit elevation of the competitiveness of the Mexican
productive apparatus and the level of training of workers and employers.

The Mexican reality with respect to training activities was, for a long
time, applicable to other countries and training institutions in the region:

The enterprises had maintained a strategy of competitiveness based
on rigid specialization.

Assuch, thetraining programmes are structured as standardized pack-
ages, where knowledge was structured for the exclusive intention of the job.

The change in market conditions provoked numerous problems for
the enterprises organized on the basis of arigid conception, for which reason
some of them began to apply more dynamic administrative structures where
better communication and cooperation of workersfor the solution of the prob-
lems was converted into a fundamental aspect of a new productive strategy.

The assignment of new responsibilities and functions to staff, raised
the need to incorporate into the training content broader technical knowledge
and aspects related to: quality control, new forms of organization of labour
and production, as well as the links with cooperation.

Finally, training is beginning to be seen as an investment which must
be constantly renewed. This can be achieved if the knowledge of workersis
updated continually, in such a way that they acquire the attitudes to face the
continuous technological changes and improve the devel opment of the enter-
prise on the basis of participation.

Faced with this conceptual and operational change of direction with re-
spect to the nature and scope of training activities -and always taking into
account the new productive and entrepreneurial conditions- within the broad
National Training and Productivity Programme, the following objectives for



training were proposed with the aim of guaranteeing them to the workers:

Integral training which looks at the aspects linked to job performance
and which permits them to obtain better conditions for professional and per-
sonal devel opment.

Flexible and adaptable training, modifying methods and permitting
rapid substitution of knowledge in order to deal with technological changes.

Identification of training needs arising from the introduction of tech-
nological changes, new equipment and methods of work.

A participative process of training needs detection which permits the
identification, classification and prioritizing of those felt by workersin order
to establish course curriculums.

Based on these guiding principles, novel training programmes have been
established within the National Training and Productivity Programme, among
them the CIMO, the basic scheme which consists of the constitution of Train-
ing Promotion Units (TPUs) within the intermediary entrepreneurial organi-
zations and the establishment of groups of enterprises by branch, based on
common themes or problems.

These TPUs, jointly with the enterprises, conduct a basic diagnosis and
develop a programme of support to the enterprises, by means of process con-
sultancy instruments. On that basis the training actions are conducted, involv-
ing al the occupational levels and areas in the enterprises.

Three important moments in the development of CIMO stand out:

i. Emphasison training promotion; and on the link between the needs of
enterprises and the supply of training. The advances achieved were: consoli-
dation of the TPUs; initiation of the adaptation of training supply; training
courses in asignificant number of enterprises; and the initiation of diagnoses
as an instrument in defining strategies.

ii. Emphasis on the execution of integrated training programmes and in-
tegration of groups of enterprises under the modalities of theme, branch, pro-
vider and client. The advances achieved were: greater adaptation of the con-
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tent of training actions; greater continuity of training; groups of enterprises
which proposed objectives beyond that of training; and greater consciousness
among entrepreneurial agencies of offering integrated services to their mem-
bers.

iii. Emphasis on getting groups of enterprises to advance in the training
and integral development of the enterprise; and on the development of entre-
preneurial agencieswhich demonstrate an interest in providing integrated serv-
ices to their members. The advances achieved were that the entrepreneurial
agencies, jointly with the CIMO Programme, are initiating the development
of Integrated Service Units and Quality-Productivity Centres.

For the 1993-97 period, the CIMO Programme established the following
strategies: broadening the geographical and sectoria scope, as well as the
scope of thetrained active popul ation and the services offered; continued group-
ing of the enterprisesin order to establish common services and achieve better
production and market links; encouraging assimilation on the part of the en-
trepreneurial agencies of the scheme of operation; and consolidation of the
link with other institutions of support to micro, small and medium enterprise.



Conclusion

However drastic and radical the multiple changes in the society and the
economy in general, and in the sphere of training and human resource devel-
opment in particular, may seem to us, adynamic and perspective view seems
to be the most suitable for approaching the discussion of the challenges to be
faced.

All the relevant players must participate in the tasks established for the
new development strategy: States, training institutions, enterprises, employ-
ers and workers’ organizations, all possess a history and havetheir rolein the
future. All are faced with the challenge of reformulating their organizational
structures, their functions and their modalities of insertion in the productive
and social life of our countries. As such, rather than past or future players,
they must be conceived as players in transition.

Each one of these players has an important role to play with respect to the
theme of training and human resources development, and thisis, initsturn, a
central themefor each of them. Thiscentrality is derived from the fact that the
human capital isthe essential forcein thistime of change. As a consequence,
the present world of work accentuates the importance of the type of training
for the development of human resources which can create and carry forward
the constructive change.

It is essential to note, however, that the current coincidence in the strate-
gic importance of training among the diverse social and productive players
does not render the task of designing and implementing policiesin this plane
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more simple. Much to the contrary, it is an increasingly complex task, given
the plurality of the challenges being faced today by our societies and econo-
mies.

Those of us who work in the field of training are now obligated to re-
spond, on the one hand, to the requirements of the productive sector, in terms
of raising the levels of productivity and competitiveness, and on the other, to
develop the capacity to attend to rel egated groups and sectors, contributing to
an equitable distribution of training opportunities and, therefore, to integra-
tion and social cohesion.

While these are not necessarily contradictory objectives, making them
compatibleisan arduoustask, and is precisely the recurring factor inthe daily
practice of the experiences which we seek to analyze in this document. The
experiences, even though they can be considered to be incipient, or not as
intensively and extensively developed as would be desirabl e, are probably the
firmest basis for the construction of national consensuses on the matter of
training and human resources development, in consideration of an improved
competitiveness and productivity of our economies, and an elevation of the
levels of integration and social justice.

A work which seeks to achieve a more detailed description of the differ-
ent innovative experiencesin train in the region, would surely take account of
the enormous diversity which exists. Nevertheless, at the point of finding a
common denominator for all of them, we certainly haveto elect asaprincipal
characteristic the systematic search for strategic associations among States,
training ingtitutions, enterprises and civil organizations, as well as the tran-
scending of institutional and disciplinary barriersin the broad field in which
the educational and training actions are devel oped.
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