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Paradox in teachers’ competence foresight

= |t Is a paradox that the foresighting of teacher
competences has been left in the
background. Due to the increasing
Importance of education and training in the
futures of organizations and nations, the
competence management of teachers in
vocational and higher education should be
considered with intense care.
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Research question and research strategy

= The research question is: what are the pathways for the
foresight mechanism in foresighting teachers’
competences in the context of strategic human resources
management?

= The objective of the research is to perform a conceptual
analysis of the phenomena. The conceptual analysis will
be used later for modelling the pathways for the
mechanism in the subsequent action research.

= The research strategy is theoretical research with
conceptual analytical approach. The research compares,
compiles and combines theories and perspectives of
strategic human resource management, competence
management and foresight.
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Theoretical perspectives
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Strategic Human Resource Management
and Competence Management

= The key guestions for research and practice
of human resources today are: How does the
organization ensure, that human resources
are aligned to support current strategies, are
adaptable to new strategies and are able to
iInfluence new strategic directions? How does
an organization actively build and
continuously renew strategic human and
organizational resources to fuel competitive
advantage? (Colbert 2007, 101.)
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Competence Management Framework
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STRATEGIC HUMAN RESOURCE MANAGEMENT

Strategy of human resources, objectives and measures

COMPETENCE MANAGEMENT

FORESIGHT

Definition of competences

Competence needs analysis
Current competences — new competences

Development discussions

PLANNING OF -
HUMAN RESOURCE Recruiting

Individual/groups/departments
Development plans

Human resources development practices

ENSURING
COMPETENCES
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Foresight concept and foresight process

European Foresight Monitoring Network defines foresight as follows:
“foresight is a participative approach to creating shared long-term visions
to inform short term decision-making processes” (www.efmn.info).

PHASE ONE PHASE TWO PHASE THREE
Inputs Foresight Outputs and Action
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Cpleation Tranlation Assimilation
Summarization Intepretation Commitiment
K A successful foresight process (Horton 1999, 6).
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http://www.efmn.info/

Competences under examination

In this conceptual analysis the competences under examination are
divided into three main categories, which are: core competences,
dynamic competences and loss of competences.

Importance
EMERGING
O

CORE

TRANSITIONAL

MATURING

Time
NOW +5 YEARS
K Competency life cycles (Boam & Sparrow 1992).

PAIJAT-HAMEEN
KOULUTUSKONSERNI KOULUTUSKESKUS SALPAUS -+ LAHDEN AMMATTIKORKEAKOULU -« TUOTERENGAS




Pathways for the foresight mechanism

= A pathway includes the elements for the
competence type. The elements are: input
iInformation type and sources, methodology of
iInformation collection, point of time for
competence examination and integration to
competence management software.
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Pathways for the Core Competence

Competence
type

Point of time of
examination of
competences

Input information type
and sources

Methodology
of information
gathering

Integration to
competence
management
software features

Core

Competence

sexisting strategy of the
organization

sevaluation information of
organization’s functionality
(e.g. quality audits)
sregional, national and

Information from
textual sources is
collected and the
information for
core competence
examination is

During strategy
building and
evaluation process,
which is performed
one or two times a
year, depending on

The needed changes
of core competences
are defined according

to the strategic
objectives and

success factors. The

international educational brought up by the education sector new and constant
strategies content analysis and environmental core competences
sregional and national methods. changes. are made apparent in

business and innovation the typology of
strategies Information from competences in the
forecasts of labour market human sources in competence
supply and demand the strategy management
sresearch and surveys of thinking and software.

labour market trends planning

sresearch and surveys of
competence needs of labour
market

*megatrends, top ten lists

The sources of information are
textual sources by the top
management, experts and
researchers. Human sources
are e.g. networks, colleagues,
customers

processes is
often gathered by
brainstorming and
discussions.




Pathways for the Dynamic Competences

Input information
type and sources

Point of time of
examination of
competences

Methodology of
information
collection

Integration to
competence
management
software features

Competence type
Dynamic

Competence

Emerging

Transitional

Maturing

™
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sweak signals, wild
cards, ideas
eevaluation information
of organization’s
functionality (e.g.
quality audits)

The sources of
information for weak
signals are mainly
human sources
(experts, futurists,
colleagues,
scientists/researchers,
networks) and also
textual sources
(academic and
scientific journals,
science and economic
magazines).

Active discussion
with personnel and
networking with
experts, colleagues,
researchers etc.
Systematic reading
and following the
future trends
discussions.

Active evaluation of
the organizational
functionality.

Continuous scanning
of the environment.
Development
discussions with the
personnel according
to the organizational
yearly cycle.

Individual discussions

and group
discussions.

Competence
management
software contains a
platform in the
competence
evaluation section
and development
discussion section to
bring out prominent
signals of emerging
competences which
are important for the
organization’s future.

the input information is comprised of the same issues as in the core competence

examination above
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Pathways for the Loss of Competence

Competencetype
Loss of

Competence

Retirement

Change of

function due to
Organizational changes
Job rotation

Resigning

Input information
type and sources

* individual’s and
organization’s
competences in
databases

sreports and documents
of competence
management (e.g.
competence evaluation)
sevaluation information
of organization’s
functionality (e.g. quality
audits)

*process descriptions of
the organization’s
processes

The sources of
information are textual
sources such as
documents and
databases. The
information is
constructed by
individuals, management
and experts in human
resources in various
discussions.

Methodology of
information
collection

Textual information
is brought up from
databases and
documents by
content analysis
methods.

Various discussions
and interviews.

Point of time of
examination of
competences

Development
discussions with the
individual, in which the
point of time is set
according to the
planned retirement.
The discussions
contain special
consideration of tacit
knowledge.

The point of time is set
according to the
organizational change
processes. In the case
of job rotation, the
discussions are
scheduled individually.
Development
discussions with the
personnel. The point of
time is scheduled
individually in the leave
discussions.

Integration to
competence
management

software features
Competence
management software
contains development
discussions section
and competence
evaluation section.

Competence
management software
contains development
discussions section,
competence
evaluation section and
section for job rotation.
Competence
management software
contains development
discussions section,
competence
evaluation section and
a section for leave
discussions.



Kiitos mielenkiinnosta!
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