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1 Introduction

This Future scenarios and main implicatioreport is the second main deliverable of the
project ‘Comprehensive sectoral analysis of emergoaompetences and economic
activities in the European Union.’ It completes tiaft final report, which consists of
two parts. Part | contains a description of ma@mds, developments and the state-of-play
in the European furniture sector. The present tepgeart 1l, focuses on the expected
changes in the content and importance of the megnpation categories in the furniture
industry over the next decade (i.e., up to 2020jetms of the methodology described by
Rodrigues (2007), this report focuses on stepsl®i&tep 6 describes the main scenarios
and their implications for the employment trendgepS7 assesses the implications of
scenarios for competences and occupation proffit=pp 8 highlights the various strategic
choices in response to the emerging skills needs) step 9 focusing on specific
implications for education and training. Step 1@aades by providing a number of key
recommendations for the future. These steps areusBed in the following seven
sections:

e Translation of the different assumptions concernirggdevelopments in the main
drivers of change into a number of scenarios (8e@);

« Determination of the job function structure in gextor with the statistical job
classification as a starting point (section 3);

e Translation of scenarios into expected volume chamgpr function (section 4);

e Translation of scenarios into emerging competepeesunction (section 5);

e Overview of strategic choices to meet emerging aetence needs (section 6);

e Overview of specific implications for education amnaining (section 7);

e Recommendations (section 8).

A slight extension of the Rodrigues methodology wexle in that already in describing
emerging skills and competences, a clear link Withscenarios is established. Although
the content of this study remains the responsybdit the authors, valuable discussions
were held and inputs received from a number of ggp# is important for the reader to
be aware that this report is meant as a steppiogesfor further discussion about
emerging competences in the EU and its Member Stdtieese discussions will take
place at a final workshop with 20-30 mostly Eurapsactor experts scheduled for 22 and
23 January 2009. The present report is to be us@dpaincipal input for this final sector
workshop, which has the aim of validating, amending complementing the study.



2 Scenarios

2.1 Overview of scenarios and main underlying drivers

This section presents the main scenarios for theitéwe sector. The scenarios take a
medium-long range time perspective, taking 202Q@hasfocal year. It is important to
understand what scenarios can deliver and whatSuetnarios are plausible future paths
of development rather than predictions or forecaStenarios are not wishful pictures
(‘dreams’, ‘crystal ball gazing’) of the future bate grounded in existing data and trends
and derived in a logical and deductive way, in Wwhieferences about plausible future
developments are made.

Figure 2.1 summarizes the four different scendooshe furniture sector, each of which
representing a plausible future for the year 202@& four scenarios have been based on a
clustering of relevant drivers that were identifiedpart | of this study, with the x-axis
reflecting the relevant exogenous drivers and thaxig reflecting the relevant
endogenous drivers.

Figure 2.1 Drivers and scenarios for the furniture sector

Endogenous, sector specific
drivers:
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Full customisation

Exogenous drivers: Local: 3) 4 Global:

e Globalisation: Slow growth Local Global design | Fast growth
competition, emerging customisation and
markets customisation

= Outsourcing and off- | Low importance High importance
shoring @) @)

= International Small Large
production networks Local mass Global mass _

= Technology: new Slow growth production production Rapid growth
materials (hi-tech
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2.2 The drivers — building blocks for scenarios

The drivers form the main fundament and can berdaghas the key building blocks for
the construction of the scenarios. One of the aétgnets of the scenarios identified here
is a clear distinction between exogenous and emangedrivers. The endogenous drivers
are defined as those drivers that can be direnoflyenced by governmental actors, in
other words where there is the scope and abilighenge the course of action by policy-
making, either at the regional, national or Euraopkesvel. Two sets of drivers - which
priori might also be labelled endogenous factors - areimzmtided in the scenarios,



namely: (a) Possible actions and measures at thestiry and company level itself; and
(b) Actions and measures directed towards the eidued and training system. The
reason for excluding these drivers in the formolaf the scenarios is that they have to
be regarded as solutions (or so-called stratediomg), which logically follow from the
scenarios as implications rather than as buildiogks for the scenarios. These strategic
options represent the degrees of freedom for pal@asures and other actions (see
further section 6: main strategic choices to mestrging skills needs).

The drivers were selected during the previous pludsie project on the basis of a
number of criteria, the most important being ref@eand significance for the furniture
sector, potential impact and degree of uncertai®tyly those drivers with the highest
overall ranking with scores from eight to 10 weaken into consideration.

High-scoringendogenousdrivers for the furniture sector are:

e Increasing market segmentation: changing consurharacteristics, needs of
different types of consumers, changing lifestyldemand for environmentally
friendly products, use of non-traditional materj&t.;

e Environmental regulation; and

e Security and safety regulation.

High-scoringexternaldrivers for the furniture sector are:

e Outsourcing and off-shoring;

e Increasing global competition;

e Global / regional production networks (clustersila
e New materials.

Externally, globalization and increased internasiocompetition (mainly from China at

the moment, but later also from other emerging ties), and related processes of
outsourcing of production, the segmentation ofgfeluction chain and the emergence of
international production networks will have a majopact on the European furniture

industry. This trend leads to a growing role of bglb furniture companies. These
companies may produce furniture themselves, or ey be design and retail companies
who outsource the actual furniture production teaage of different suppliers (e.g.,

IKEA).

Endogenous drivers are more directly related tatmeamics of the furniture sector itself.
Traditionally, the sector has been characterizednbgs production of a limited number
of standard furniture models. An important trend away from traditional mass
production of furniture and towards new, more fid&i models of production where
individual customer preferences play an importaie rand where customers are also
involved in the design and finishing of the furméuThis customisation trend is also a
strategy for the furniture industry to generataieaddded.

2.3 The scenarios — detailed discussion

Based on the combination of endogenous and exogediovers identified above, we
discriminate between four sector scenarios folBhpean furniture sector, namely:

e Scenario I: Traditional (local) mass production. This scenario is essentially a
continuation of the status quo. The importancelobgization in this scenario is not
very high as result of measures to protect thetiposiof EU producers. European
producers (many of them small- and medium-size@rpnse [SMESs]) continue to



produce along traditional lines. Although theressne protection for EU producers,
this scenario will result in closure of firms andduced employment because the
industry fails to renew itself and will not be alie cater to the demands of an
increasingly segmented market, consisting of aelamgmber of small niches.

Scenario Il: Global mass production — lkea style. This scenario maintains the
traditional approach to furniture design and maactuf@ng, but open markets speed up
the processes of delocalization, outsourcing aedgtiowth of global furniture value
chains. Global mass production will be controllgdabfew large companies who are
not necessarily producing furniture themselves, it concentrate on design,
logistics, integration of the production chain ammdhrketing. Implications for EU
employment are mixed with reductions in the old NbemStates and possible gains in
the NMS based on low labour cost. Eventually, d®ua costs in the NMS rise,
production will shift to lower wage countries

Scenario Ill: Local customisation. This scenario combines the two trends of
relatively low levels of international competiti@and a much more important role of
consumers in design and customisation. The EUtfiutnindustry tailors its production
to an increasingly segmented market of differepesyof consumers (young and old,
middle class and upmarket, etc.). Customers thexesdélecome involved in design and
adaptation, using web-based tools. Shops provide@ado customers on design and
help with practical support. This scenario emplesizp-market, high-value and
qguality production, tailored to a wide range offeliént customers. It requires the
development of new systems of production orgarmueéti.g., lean manufacturing, mass
customisation).

Scenario 1V: Global customisation. The process of mass customisation and catering
to the demands of very different types of consunseextended to the global level in
this scenario. Chinese and other Asian companiesstdrted producing cheap
furniture for the mass market are following therepée of European producers and
increasingly provide tailor-made designs for indival consumers. Conversely, up-
market European companies will start to cater ¢éodiamands of increasingly affluent
upper and middle classes in the BRIC countriegriat, web-based design tools,
advanced logistics and systems of quality contitolvacustomers to order tailor made
designs directly from companies across the glolvegt competitive prices.



3 Determination of function structure

In order to determine the quantitative and quaieaimplications of the scenarios for
jobs and skills, a workable job classification eeded. The occupational classification of
the available sector data derived from the Eurdsabur Force Survey (LFS) is used as
a starting point (see Box 3.1). The advantage oahgughis classification is that
developments in the past as observed in the LFSheknto foresee likely trends for the
future. For example, it might be expected thatreidevelopments in new Member States
in some cases will follow similar paths as old M&miStates in the recent past.
Moreover, where strong growth of certain job fuoot appeared in most recent years,
one might have a reason to cautiously weigh araksess any further increases in future
years, as the situation (markets and other factoight have stabilised in the mean time.
The share of job functions in total sector emplogtrie not unimportant either; sizeable
shares call for adequate attention. This doesmptyi that job functions with only very
minor shares of the total should be ignored altogietlt might well be that occupations
that have small shares now will face strong growtkhe coming years, or are strategic
and vital for growth of the sector as a whole, ewemall in size.

However, the LFS job classification cannot be take@r one to one. First, the definitions
of the job function groups given by LFS are highlygregated and tend to cover very
heterogeneous job functions. Reporting at the mggtegate level therefore would not be
very illuminating. Second, some job functions thaty be strategic for the sector when
looking at the future can be ‘hidden’ in a broadgtistical category. This also includes
‘new’ emerging job functions. For both reasons sarhéhe aggregated categories have
been split up into separate job function categpndsich have been given a more in-
depth treatment. The opposite case, where ceririunctions may be closely related,
but do not fall within the same statistical LFSsslamay also apply. Here it would be
logical to combine them.

Box 3.1 The European Labour Force Survey

The European Union Labour Force Survey (LFS) isdoeted in the 27 Member States of the
European Union and two countries of the Europeae Hirade Association (EFTA) in accordance with
Council Regulation (EEC) No. 577/98 of 9 March 1998e data collection covers the years 1983 to
2006 and covers all industries and occupations. dt®nal statistical institutes are responsible fo
selecting the sample, preparing the questionnaimes, conducting the direct interviews amopg
households. The Labour Force Surveys are centpatlgessed by Eurostat, using the same concepts
and definition, based on the International Labotgadisations guidelines and common classifications:

(NACE (rev 1), ISCO-88 (COM), ISCED, NUTS).

Although the LFS can be used for comparative pwepothe relative small sample size (in 2002 the
sample size was about 1.5 million of individual$iieh represents 0.3% of the EU population) means
that error margins can be high, especially whernrttiastry itself is rather small.

Source: Eurostat (2008)

Third, in the trend analysis it was already obseértieat whereas in some countries
employment shares of a particular (production)fjoiction were extremely large, similar
shares in other countries appeared extremely Ifn avith another closely related job
function being much higher. A very likely explamatifor this phenomenon is that in
some countries workers are reported as job functishile in others they are reported as



job function y, where basically similar tasks om flob are performed. By aggregating
these job functions, this sort of reporting bias b& avoided. Fourth, the job functions
that appear from statistical data analysis mightaimays be similar to what a person in
or familiar with that sector would rank as the joimctions that matter “in reality”, i.e.
from a work floor perspective. On the basis of destons with experts and national
sector skills studies, an attempt was made to geod job classification that is both
workable and recognisable by the sector in praclibés classification is shown in Table
3.1 below.

Table 3.1 Job classifications

Job function
categories as used in
the next tables*

Classification in Labour Force Specific jobs of high relevance to
Survey (LFS) sector falling in LFS classification

Corporate and specialist managers
covering all firm functions
Computer systems designers, analysts,

Computing professionals programmers and computer associate IT professionals
professionals

Managers Managers

Industrial designers
Architects, engineers
Production planners

Accounting &

. ' finance staff
Accounting, finance and sales

professionals Sales & marketing
staff

Business professionals

Lawyers and economists, other science
Other professionals & technicians  professionals, and associate (Strategic) buyers
professionals

Office clerks and secretaries Office clerks and secretaries, - .
Administrative

receptionists and information clerks,
support staff

Service workers transport conductors

Plant and machinery

Extraction and building trades Machinery mechanics and fitters, metamaintenance and
moulders, welders, tool makers repair
Metal. Machinery workers Machine operators

Precision. Handicraft. Craft printin
Food processing., wood treaters

Textile, garment, pelt, and leather Skilled handicraft
Assemblers, craft and related trad workers
workers

All other craft and trades workers
Manufacturing labourers; also

Labourers maintenance and cleaning personnel; Labourers
porters, etc.

In order to establish a meaningful and appropricsessification, the existing LFS
occupational classification for the furniture sedtas been adapted by either aggregating
and/or further differentiating some professions aiit the original LFS statistical
classification. This exercise was based on fouea:

o employment shares (aggregating);
o closely related job functions (aggregating);



0 strategic role in sector (disaggregating by furedecting among the
occupational groups identified in the statistidaksification); and

0 emerging job functions not yet covered and/or bhbdiglly to light by current
statistics.

Table 3.1 shows the detailed job functions for ftlraiture sector, based on the original
LFS classification and the classification (thirdiuwon) used in the remainder of this
study. The following functions have been distinperd:

0 Managers top management and company owners/ entreprenduuts,also
including different specialist managers, such asvHiRnance, production, sales,
and R&D management.

o0 ICT professionalsiCT professionals such as system designers argtgmmmers
as well as lower computing professions and compojerators, as well as
industrial robot controllers.

o Commercial and industrial designer®esigners are in most cases hired by
furniture manufacturers to design a new furnituslection on project basis, but
sometimes are also employed permanently by thédwenmanufacturer.

0 Production plannerprofessionals who do the contact with clientsnplschedule
and prepare the work for actual manufacturing. Tineyslate the design from the
commercial and industrial designers into a produnctvork plan.

Accounting & finance professionalsccountants and bookkeepers.

Sales & marketing professionalsales and marketing staff and product stewards,
capable of marketing and branding local and/or gldb retailers, users and
buyers.

o0 Strategic buyersthe strategic buyers are responsible for the iaitoun of the
(raw) materials from suppliers regionally and/aslwlly. They are responsible for
selecting the right quality materials for the riginice and under the right delivery
conditions.

o0 Support staffincluding office clerks, secretaries & other sogipstaff covering
administrative functions (including order managetreamd stock keeping), HRM
staff, as well as other specialized professionatsovered by the other categories
(e.g. lawyers).

o Plant and machinery maintenance and repair workenachinery and precision
workers such machinery mechanics and electrical eledtronic equipment
mechanics: often outsourced to machine manufastareservice companies

o Skilled handicraft workers skilled workers are capable of skilled manual
handicraft work, often specialised in one speciiaterial (e.g. wood).

0 Machine operatorsthe skilled production workers, most importanpkant and
machine operators, still a relative small shardésector.

0 Labourers low-educated/skilled workers such as manufacturiabourers,
caretakers, porters, cleaners and related workers.



4 Implications of scenarios by job function — volueféects

Different futures will have different implication®r jobs, both in quantitative and in
gualitative terms. In this section the implicatimighe four scenarios in terms of volume
effects for each of the identified job functiong assessed. Trends and developments of
the recent past provide an important starting pmirforming an idea about these future
developments. This quantitative trend informatioas hbeen combined with expert
opinions of a core expert team and supplementddingights from invited sector experts
in a dedicated workshop to assess which volumectsffeould be likely to occur for
which job functions. It should be emphasized thed teferred expected changes are
qualitative in nature, reflecting the outcome opest judgements and expert discussion
as well as desk research taking into account thdteeof other studies. The results of the
following section should therefore be used as glempent and an independent expert
assessment in addition to other more formal ang)ysg. based on mathematical and/or
econometric modelling and simulation.

Main volume trends based on the period 2000-208@&sufollows:

0 Managers managers are representing around the 7% of emmglot/in the EU
furniture sector, with a higher representationhie@ New Member States (11%). A
general trend is the decrease of high-educated geasmi@nd an increase in low-
educated managers.

o ICT professionals:computer professionals are scarce in the furnikeetor,
representing only 1% of employment; which remaittesl same over 2000-2006.
In the EU-15 the number of high and low educatethmating professionals
increased at the cost of the medium educated warkethe New Member States
there was an increase of high educated ICT prafeals and an equal decrease in
medium educated ICT professionals. An increase roportance of ICT
professionals, due to a further digitalisation dfménistration, logistics, sales and
an increase of the use of computers in design esatliption is expected.

o Commercial and industrial designerthe commercial and industrial designers
form a very small group of total employment and @ften hired from outside the
furniture manufacturing sector for the design ofvrfarniture-products. Although
the importance of design is expected to increake, dabsolute number of
commercial and industrial designers will remain BnTdoe impact of designers on
the product and sales can be very large, espedaidily established and famous
designers.

o0 Production plannerProduction planners are people who translatelésegn into
a work plan. These workers form a small percentsgmtal workers (less than
2%). It is expected that these workers in the tutwill require higher education
levels, due to a more globalised, automated, rebdtand digitalised production.

o0 Accounting & finance professionalthe accounting and finance workers form a
quite small share of employees in the furnituré@ewith less than 2% and this is
expected to decrease in the future due to a fudhesourcing of these tasks to
service providing companies.



o Sales and marketingsales and marketing staff form a quite small shaf
employees in the furniture sector with less than 2%increase in the importance
of sales and marketing is expected in the future.

o0 Strategic buyersthe strategic buyers represent only a small shardeo total
workers in the furniture manufacturing. An increagethe number of strategic
buyers is expected with the availability of manyvnmaterials that can be applied
in the furniture industry.

o Administrative support stafthe secretaries and office clerks represent ardiun
% of the sector's workforce, although there wasnalk decline. In the New
Member States there was an increase in high eduedteinistrative support staff
(9%), with a similar decrease in medium educatdidetlerks and secretaries (-
7%). The share of this job function is expected¢orease, due to rationalisation
and digitalisation of the administrative procedures

o Plant and machinery maintenance and repair workénge plant and machinery
maintenance and repair workers form around 6% @fvtbrkforce and remained
stable over the last period. With the increasdefapplications of machines in the
furniture industry, the number of maintenance agwhir workers is expected to
increase. Since the application of self-maintenanaehines and maintenance and
repair robots is not likely to be high in the fuume industry, this trend is expected
to continue in the future.

o Skilled handicraft workersSkilled handicraft workers form the largest shafe
workers (over 50%). Although the share of skillehdicraft workers remained
quite stable over the last period, a shift from leducated to medium educated
workers was visible. In the New Member States a&neiase in skilled handicraft
workers was visible. A sharp decline in the numiifeskilled handicraft workers
is expected in the future due to automation andotrsétion in the mass-
production of furniture in the EU-15.

0 Machine operatorsthe machine operators represent around the 4%eofotal
workforce. There was a small decline (-1%) in thare of machine operators. A
decline in low educated workers was compensatel arit increase in medium
educated workers. In the future a small increag@achine operators is expected
because of the increase in the use and applicatiomachines in the mass-
fabricated furniture manufacturing.

0 Labourers Labourers represent around the 7% of the workerthe period 2000-
2006 the amount of labourers in the furniture maaotufring decreased with 3%
and in the New Member States with 17%. Furthernaoséift from low-educated
to medium-educated labourers could be observeduthdr decrease in the
amount of labourers is expected in the future doerdtionalisation and
outsourcing of tasks typically performed by labaar® service companies.

The results in 4.1 represent the relative expechaahges in the volume of workers by job

category in the furniture sector per scenario far period 2008-2020. The table shows
the different selected job categories and the abmegpected for each of the scenarios. In
the last row an assessment of the overall expgabedevelopment is given.

The global customisatiorscenario gives the most positive results in teoh®verall
employment volume in 2020 (see Table 4.1). In fosnario the production of furniture
will be based on mass customisation. This meangi#sgn, consumer-friendly software,



and automated and robotised production are eskeateaments of a furniture
manufacturer. In this scenario, Europe will bealag region for well-established brands
of furniture, which are suitable for adaptation @ding to individual consumer
preferences. This will result in more managers, I@iofessionals and business
professionals, specialized in the implementationrafots, rapid manufacturing and
advanced, user-friendly (online) software for canets. For both mass customisation
scenarios, a growth is expected in the number oingercial and industrial designers.
Designs have to be creative but also adaptableass mustomisation.

Table 4.1 Relative volume changes by job category under different scenarios

Scenarios

Job category Mass Production Customisation

Local Global Local Global
Managers 0 0/+ + +
ICT professionals 0/+ + 0 +
Commercial and industrial designers 0 0/+ + +
Production planners 0 + 0 +
Accounting & Finance 0 0/+ 0 0
Sales & marketing 0/+ + + +
Strategic buyers + + 0/+ +
Administrative support staff 0 0 0 0
Plant and machinery maintenance and repair staff + 0 + 0/+ +
Skilled handicraft workers - - 0/- 0/-
Machine operators 0 0 0/+ 0/+
Labourers - - - -
Overall job change - 0/- 0 0/+

Notes: - =decrease, +=increase, O=maintain.

For both mass production scenarios the numberhsf i® expected to decrease. The mass
production of standard series of furniture will imeich more automated and robotised,
which will be at the cost of the skilled handicrafbrkers and the labourers. In both mass
production scenarios, there is a higher demantlCforprofessionals, production planners
and a strong increase in sales & marketing worlginse the standard-produced products
have to be branded and marketed locally or glob8liye to rationalisation and efficiency
gains in both scenarios, the number of labourerd skilled handicraft workers is
expected to continue to decline.

For the traditional (local) mass production scemarismall increase in ICT professionals
is expected, because of further digitalisation drhaistration, logistics and production.
There will be a small increase in staff in salemé&rketing, since the marketing and sales
is based on a strong regional link with customeosnfthe same region, in which the
furniture manufacturer has to build a strong braatti a regional image.

The global mass production scenario foresees arase in the number of managers that
have to organise and manage the global supply-adsinell as global sales. In order to

stay competitive with other global furniture maraitaers, European companies in this
scenario have to invest in short delivery times anthe automation and robotisation of

the mass production of furniture. Both developmeatpiire ICT professionals who are

able to program and operate the needed softwame.glidbal mass production scenario

foresees that European furniture manufacturersneillonly compete on price but also on

design and brand image, which requires high quaksigners. A small increase in the

number of designers is expected.

10



For mass customisation (both local and global) mamyre and different skills are
required, leading to an increase in many diffefebt functions. The automation and
robotisation required for mass customisation wdldi the expense of labourers and to a
lesser extent the skilled handicraft workers. Timess customisation requires a higher
number of managers to organise the broad rangémtes offered to customers in the
design, materials and finishing of the product, gbpply-chain, and the relationship with
customers. For the scenario of global customisahenwill require an (online) software
tool for customers to customise their furnituren@pared to many other industries, the
furniture industry has already quite some expesewnith customisation of furniture.
However, under the customisation scenarios theomest will have a higher degree of
freedom with regard to the design, material chastze and finishing. The higher degree
of freedom of choice of materials will require arcriease of strategic buyers who are
responsible for the acquisition of the right matksrfrom all over the world. Also a global
sales and marketing will require a higher numbesatés and marketing workers.

For the local customisation scenario the competitioll be less fierce and more local
oriented. A better understanding of the local co&ois needed as well as a stronger
orientation on local suppliers of materials. Ovierfar both scenarios handicraft workers
and labourers will decrease in general and knovddmitsed workers increase (managers,
designers, strategic people).
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5 Main emerging competences

5.1 Introduction

Determining emerging competences is at the verytledahis study. The starting point
for the analysis is step 5 of the Rodrigues (206@@éjhodology. In order to identify the
main emerging competences by occupational funcimdrigues refers to the following
three principal competency clusters, namely: themke technical and social. This
distinction builds on the distinction between knetde, skills and competences in the
European Qualifications Framework (EQF) and the ogean Credit system for
Vocational Education and Training (ECVET) (see ®g). The term human capital
broadly defined by the OECD as ‘the knowledge, Iskitompetencies and attributes
embodied in individuals that facilitate the creatmf personal, social and economic well-
being’ (OECD, 2001:18) captures all three. The ak¢he term ‘capital’ leads one to
think in terms of investments in education andnirg which are often necessary in order
to acquire skills and knowledge. However, skillsldmowledge can also be acquired
through work experience, informal on-the-job leagniand a variety of other means.

Box 5.1 Definition of skills and competences in EQF and ECVET

Several definitions of knowledge, competences &iit$ @re nationally as well as internationally lemdl

discussion. Moreover, Member States of the Eurofuraon still have different approaches in defining
these terms. The European Union has set up a jootess to co-ordinate the different existing
terminologies and to find a common basis. Aims ho$ tprocess are for example to strengthen |the
mobility of the labour force within the Europeanitim and to facilitate sectoral developments. In the
following reference is made to the definition ussgtthe European Qualification Framework (EQF) and
the European Credit System on Vocational EducaimhTraining (ECVET).

The EQF links national qualification systems anelstto make vocational training and lifelong leagi
more transparent and understandable. Thereforenanoa terminology was developed. The following
descriptors are taken from the EQF (European Cogioms2008):

D

a. knowledgeaefers to the outcome of the accumulation of infation through learning. Knowledg
is the body of facts, principles, theories and ficas that is related to a field of work or studly.
the context of the European Qualifications Framéwdmnowledge is described as theoretigal
and/or factual;

b. skills refers to the ability to apply knowledge and usew-how to complete tasks and solye
problems. In the context of the European Qualiftcet Framework, skills are described ps
cognitive (involving the use of logical, intuitivand creative thinking) or practical (involving
manual dexterity and the use of methods, matet@mids and instruments);

c. competencaefers to the proven ability to use knowledgelskand personal, social and/ ¢r
methodological abilities, in work or study situatfoand in professional and personal development.
In the context of the European Qualifications Frevmidx, competence is described in terms |of
responsibility and autonomy.

In the actual identification of future competencée EQF/ECVET definitions are used
as indicative. It is noted that the difference lesw competences and skills is not always
clear-cut, for instance where ‘soft skills’ comeairplay. A similar comment holds for
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what determines job or occupational qualificatibfartly because of these identification
issues, adequate measurement of competences, kigewknd skills is notoriously

difficult. In some of the literature, the problerhskills measurement is avoided by using
various indicators as a proxy focusing on qualtfas (high-level, intermediate-level,

low-level) as well as occupations. For the purpoflselentifying future skills needs such

approach will not deliver useful results. Instetid the knowledge and skills behind that
need to be identified.

Rather than producing a full and exhaustive lisalbtompetences for each job function,

the key focus in this section is on identifying atescribing key and critical competences
for the future. Especially changes in the set ohpetences to meet ‘new’ emerging job

function will be discussed. The description will feeused but also general enough to be
meaningful across countries. A slight extensiotheforiginal Rodrigues methodology is

that together with the identification of criticabmpetences, a differentiation by scenario
is made.

Throughout the text the term competences is usdtleamain header, being defined as
the “proven ability to use knowledge, skills andgmmal, social and/or methodological

abilities, in work or study situations and in prsd®nal and personal development.” In
the practical elaboration of competence needsdbesfis predominantly on knowledge

and skills needs, with a further distinction to wisausually described as ‘soft skills’ such

as team working skills, and planning and organishigte that the ‘personal, social and/or
methodological abilities’ included in the defintiaof competences (see box 5.2) come
very close to what is generally understood as ‘skifts’.

Box 5.2 Skills needs, skills shortages and skills gaps defined

Emergent skills needare defined here as the change in skills that ede@ to adequately fulfil a
certain job function in the future. Addressing egaet skills is needed in order to avoid skills sages
and/or skills gaps in the future.

Skills shortage®xist where there is a genuine lack of adequagkijed individuals available in the
accessible labour market. A skill shortage ariseerwan employer has a vacancy that is hard-totfill
because applicants lack the necessary skills,foqpadions or experience.

1=

Skills gapsarise where an employee does not fully meet tliks slequirements for a specific jo
function but is nevertheless hired. This skills gegeds to be closed through training. Skills gaas
arise where new entrants to the labour market meel land although apparently trained and qualifled
for occupations still lack some of the skills ragdi.

(%]

A number of different skills categories have beakeh into account, including social
skills, problem solving skills, (self) managemekils, skills related to entrepreneurship,
as well as knowledge requirements (sometimes kadbedls ‘hard skills’). Table 5.1
provides an overview of the different skills andolhedge categories taken into
consideration.

! ‘Qualification’ denotes the requirements for adiuidual to enter or progress within an occupatidalso
denotes an official record (certificate, diplom#&)achievement which recognises successful compleifo
education or training, or satisfactory performaite test or examination. The concept of qualifaat
varies from one country to another. It may exprégs ability — formally defined in work contracts or
collective agreements — to perform a certain joimeet the requirements of the workplace. A qualifan
may give rise to a number of rights and prerogatiwhich determine the individual's position withime
hierarchy of his/her occupational context. (Tesggr2004: 235).
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Table 5.1 Overview of skills clustered in similar skills requirements

Skill category Skills

Social skills Team working skills; Social perceptiess (listening / understanding);
Communication; Networking; Languages; Intercultural

Problem-solving skills Analytical skills; Interdigdinary; Initiative, Multi-skilling; Creativity
Self management Planning; Stress and time manageRiexibility; Multi-tasking
Management skills Strategic & visionary; Coachimgl &eam building; Change management;

Project management; Process optimizing; Qualityagament; People skills
crucial for collegial management style

Entrepreneurial skills Supplier and customer refahip / understanding; Business understanding;
Trend setting / trend spotting

Knowledge (‘hard skills’) Legislative / regulatokpowledge (environmental / safety / labour /
contracting); Languages; ICT related skills and petances (e-skills);
Marketing skills; Technical knowledge; Product kneslge; Product
development

For each job function key emerging future competsrzan be identified. Within the four
scenarios (traditional [local] mass production, bglb mass production, local
customisation, and global customisation) presemechapter 2, theraditional (local)
mass productiorscenario offers the least challenging in the cdndé new skills, while
the other scenarios each have their own challemgasew skills. Theglobal mass
production scenario foresees that furniture manufacturers egerate at global level,
with production facilities, design, suppliers, e#dl over the world, either close to the
market or close to the availability of natural resces. Global trends in design and
fashion have to be incorporated into the produadtioorder to stay competitive. Thecal
andglobal customisatiorscenarios are challenging in the change from rpesgduction
towards mass customisation, which is a differensiness model that asks different
technical and social skills from employees at allels within the furniture production
chain.

The emerging future competences are identified cimstered with similar competences
in a concise overview table per job function (sextnsections 5.2 to 5.13). Only
substantive key changes are taken into accounghwmmeans that not all cells in the
tables are filled. However, if a competence is hglited in one scenario, but is not
addressed in another, this does not mean that ahgpetence is irrelevant in that
particular scenario. Rather it means that demandhis competence type in the latter
case will not increase substantially within thedifname 2008-2020. Furthermore, it is
assumed throughout all scenarios that currentlgtieg REACH and environmental
regulations will be implemented.

In the case of théraditional (local) mass productioscenario, we do not foresee any
significant increase in the demand for certain cetapces. Hence, in the discussion per
job function (sections 5.2 to 5.13) this particidaenario has been left out.
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5.2 Managers

Table 5.2 summarizes the emerging skills and coempeds that managers in the

furniture sector will need under the different sm@pms. Those skills and competences
coloured black or grey are the ones that are glearierging under a particular scenario
and may require attention in terms of additionalning and adjustments in the curricula

of educational establishments. Those skills andpatencies coloured black are the ones
that are the most critical, followed by those coézligrey.

Table 5.2 Emerging skills and competences of managers in the European furniture
sector under different scenarios

Mass production Customisation
Skill category Skills Local Global Local Global

Social skills Team working skills
Social perceptiveness
Communication
Networking

Language
Intercultural

Problem solving | Analytical skills
skills Interdisciplinary
Initiative
Multi-skilling
Creativity

Self management | Planning

Stress & time management
Flexibility

Multi-tasking

Entre-preneurship | Understanding supplier & customers
Business development
Marketing skills

Trend setting/spotting

Management skills| Strategic & visionary
Coaching & team building
Collegial management style
Change management
Project management
Process optimizing

Quality management

Knowledge Legislative & regulatory knowledge
e-skills
Technical knowledge
Total emerging skills and competences Count: 1 €du Count: 7| Count: 1€

In many smaller companies, the managers are naidened as a separate category and
usually do not have a formal background in manageme most instances they have a
technical background and have grown into a manalgpasition over time through on-
the-job training and learning-by-doing. This sitaat however, is different in large
furniture companies.
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Specific skills and competencies that stand outragal for managers in the furniture
sector are:

e Entrepreneurial skills of understanding consumed auapplier needs, for both
customisation and mass-production scenarios asasedipotting trends and market
opportunities arising from structural changes aeded. Similarly the focus in these
scenarios is on skills for developing new businessaddition to managing and
optimising of processes.

e Social skills are required for the managers of SM&Ro often grow into the
function of manager from a technical background aften lack the right skills for
managing other people.

e Analytical skills are needed to identify new teclugical and consumer trend, as
well as to identify new (niche)-markets.

e Globalisation and outsourcing requires more knoggeaf global supply chain
management, especially for SMEs in order to stlergtheir position in the sector.

e Creativity will become for a manager more importimtdistinguishing the company
and companies brand from others. This can also rieamobilisation of creativity
in the company.

e These skills and work requirements in a competiifjgbal environment and a
stronger pressure on lower delivery times requiranagers to handle severe
pressures for which time and stress managementracgal to function well over
time.

e e-skills (ICT related skills and competences) amgcial to operate in a modern
business environment, also for managers; thereeicer a need for continuously
updating e-skills.

Global mass productiois the most challenging scenario, necessitatingensceativity,
planning abilities and marketing skills. In contrasthecustomisatiorscenarios, there is

a need to distinguish from non-European furnituranafacturers based on design,
planning, etc. In theustomisatiorscenarios, customer relations skills will beconaren
important. In both global scenarios, social andeytultural skills will become more
important. Thelocal mass productionscenario is more-or-less business as usual,
requiring few additional skills and competences.

5.3 ICT professionals

Table 5.3 summarizes the emerging skills and coemgets that ICT professionals in the

furniture sector will need under the different saméms. Those skills and competences
coloured black or grey are the ones that are glearierging under a particular scenario
and may require attention in terms of additionaining and adjustments in the curricula

of educational establishments. Those skills andpstencies coloured black are the ones
that are the most critical, followed by those coézligrey.

IT professionals in small enterprises often combthés job function with other
administrative jobs. These people are responsible f

e |ICT support (logistics, administration, electrorocdering systems shared with
suppliers and retailers).

e E-commerce (marketing, public website).

e Specific ICT solutions to sector — modelling / slation of products in the design
phase and the software required for operating tlaehmes and robots in the
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production process (often part of plant and maclineaintenance and repair
workers).

For thecustomisatiorscenarios the functioning of a user-friendly waebshat is adapted
for customers to indicate their preferences is s&agy for a good functioning business. In
the mass production scenarios a further decreasdelfery time will become an
increasing factor for competitiveness and will rieg@an integration of software systems.

IT professionals have to deal with people from $tigs, management, administration and
machine operators and therefore require more amd kay soft skills like team work and
communication skills.

Table 5.3 Emerging skills and competences of ICT professionals in the European
furniture sector under different scenarios

Mass production Customisation
Skill category Skills Local Global Local Global

Social skills Team working skills
Social perceptiveness
Communication
Networking

Language

Intercultural -

Problem solving | Analytical skills
skills Interdisciplinary
Initiative
Multi-skilling
Creativity

Self management | Planning

Stress & time management
Flexibility

Multi-tasking

Entrepreneurship | Understanding supplier & customers _

Business development
Marketing skills
Trend setting / spotting

Management skills| Strategic & visionary
Coaching & team building
Collegial management style
Change management
Project management
Process optimizing

Quality management

Knowledge Legislative & regulatory knowledge

Technical knowledge

Total emerging skills and competences Count: 5 €duin| Count: 11| Count: 14
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5.4 Commercial and industrial designers

Table 5.4 summarizes the emerging skills and coempets that commercial and
industrial designers in the furniture industry wileed under the different scenarios.
Those skills and competences coloured black or gmeythe ones that are clearly
emerging under a particular scenario and may reqaiitention in terms of additional
training and adjustments in the curricula of edwreat establishments. Those skills and
competencies coloured black are the ones thatharenbst critical, followed by those
coloured grey.

Table 5.4 Emerging skills and competences of commercial and industrial designers
in the European furniture sector under different scenarios

Mass production Customisation
Local Global Local Global

Skill category Skills

Social skills Team working skills
Social perceptiveness
Communication
Networking

Language
Intercultural

Problem solving | Analytical skills
skills Interdisciplinary
Initiative
Multi-skilling

Creativity _

Self management | Planning

Stress & time management
Flexibility

Multi-tasking

Entrepreneurship |Understanding supplier & custome _:

Business development
Marketing skills
Trend setting / spotting

Management skills| Strategic & visionary
Coaching & team building
Collegial management style
Change management
Project management
Process optimizing

Quality management

Knowledge Legislative & regulatory knowledge
e-skills
Technical knowledge
Total emerging skills and competences Count: 5 €duh Count: 11| Count: 14

Especially in smaller companies, designers arenofigternal employees and have
project-based contracts. Larger companies ofter Hair own design departments.

In general the role of commercial and industriadigeers will be different, depending on
the different scenarios. For the global mass-prodacscenario, the creativity of the
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designers will be very important for creating urgquesigns, while for mass-
customisation creativity is needed to make dedilgasare adaptable for customers. In the
customisatiorscenarios a stronger service orientation will loeganore important. In the
global scenarios the social and language skillsgaih importance.

In the customisationscenarios, a close co-operation with the customelisbecome
necessary to establish a workable concept thas take account individual freedom and
the translation into doable products.

In bothmass productiorscenario’s the necessity for industrial and conumaédesigners
to have creative skills to design distinctive amique furniture will become more
important in order to create a distinctive compegefor furniture manufacturers.

E-skills will also become a growing necessity simeach of the design work will be
computer-based. The introduction of new materiaddlscfor increasing technical
knowledge to assess new design opportunities veith materials.

5.5 Production planners

Table 5.5 summarizes the emerging skills and coemg&ts that production planners in
the furniture industry will need under the differeacenarios. Those skills and
competences coloured black or grey are the ondsatteaclearly emerging under a
particular scenario and may require attention i of additional training and
adjustments in the curricula of educational essaiplients. Those skills and competencies
coloured black are the ones that are the mostakitiollowed by those coloured grey.

For theglobal mass productioscenarios as well as for bathstomisatiorscenarios this
function will become more challenging in the fututa all scenarios the shift from
handicraft to machine and robot manufacturing &gk for a different input from the
production planner, who needs to understand theacteistics of the manufacturing
process in order to make a detailed work plan basethe design from the commercial
designer. Since the production planner needs tonaomcate well with designers and
production employees (machine operators and skiladdicraft people), this person
needs to have communication, networking and teamking skills. For production
planners the planning of suppliers and the undedstg of customers is of growing in
importance. Also the e-skills will become veryensnt in each scenario since production
planner will increasingly use computer-based systenexecute their planning.

For the customisationscenarios the production planner will face morgega that a
furniture design has to fulfil in order to be adage for customisation by customers.
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Table 5.5 Emerging skills and competences of production planners in the European
furniture sector under different scenarios

Mass production Customisation
Skill category Skills Local Global Local Global

Social skills Team working skills
Social perceptiveness
Communication
Networking

Language
Intercultural

Problem solving | Analytical skills
skills Interdisciplinary
Initiative
Multi-skilling
Creativity

Self management | Planning

Stress & time management
Flexibility

Multi-tasking

Entrepreneurship | Understanding supplier & customers
Business development
Marketing skills

Trend setting / spotting

Management skills| Strategic & visionary
Coaching & team building
Collegial management style
Change management
Project management
Process optimizing

Quality management

Knowledge Legislative & regulatory knowledge

e-sls I S N

Technical knowledge

Total emerging skills and competences Countt G@unt: 24| Count: 21| Count: 24

5.6 Accounting and finance professionals

Table 5.6 summarizes the emerging skills and coemgéts that accounting and finance
professionals in the furniture industry will neeatder the different scenarios. Those skills
and competences coloured black or grey are the thiag¢sare clearly emerging under a
particular scenario and may require attention irm&e of additional training and
adjustments in the curricula of educational essainients. Those skills and competencies
coloured black are the ones that are the mostakitiollowed by those coloured grey.

Small companies often outsource the accountingfimashce jobs, while medium-sized
and large companies usually have their accountimfmance staff. In the larger firms
the accounting and finance professionals may hawdeal with a more complex flow of
contracts and payments, considering the increagberuse of different materials and
therefore different suppliers. For the global scers the accounting and finance
professionals have to deal with clients, retailarsl suppliers from many different
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countries, which require additional communicatitanguage and intercultural skills as
well as an understanding of different legal andulaigry systems. Furthermore, the use
of more sophisticated software and the integration standardisation of Enterprise
Resource Planning-software (ERP) with electroniamiadstration, invoicing into
standardised software will require additional diskunder all scenarios. Also in the
customisationscenarios the communication with customers withwgrin importance,
which will increase the importance of soft skililsdaunderstanding customer’s skills for
accounting and finance professionals. In all sieeadhe communication with suppliers
and customers will become more important due tanarease in the diversification of
resource materials. Also the use of e-skills ared uhderstanding of relevant laws and
regulations of other countries will become more em@nt, not only in the global
scenarios but also in the local scenarios in whiehbuying of raw materials will become
more a global issue.

Table 5.6 Emerging skills and competences of accounting and finance professionals
in the European furniture sector under different scenarios

Mass production Customisation
Skill category Skills Local Global Local Global

Social Skills Team working skills
Social perceptiveness
Communication
Networking

Language
Intercultural

Problem solving | Analytical skills
skills Interdisciplinary
Initiative
Multi-skilling
Creativity

Self management | Planning

Stress & time management
Flexibility

Multi-tasking

Entrepreneurship | Understanding supplier & custome
Business development

Marketing skills

Trend setting / spotting

Management skills| Strategic & visionary
Coaching & team building
Collegial management style
Change management
Project management
Process optimizing

Quality management

Knowledge Legislative & regulatory knowledge
e-skills
Technical knowledge

Total emerging skills and competences: Count:5 €@&0n Count: 6| Count: 10
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5.7 Sales and marketing professionals

Table 5.7 summarizes the emerging skills and coempets that sales and marketing
professionals in the furniture industry will neeadder the different scenarios. Those skills
and competences coloured black or grey are the thiag¢sare clearly emerging under a
particular scenario and may require attention im$e of additional training and
adjustments in the curricula of educational essaintients. Those skills and competencies
coloured black are the ones that are the mostakitiollowed by those coloured grey.

Table 5.7 Emerging skills and competences of sales and marketing professionals in
the European furniture sector under different scenarios

Mass production Customisation
Skill category Skills Local Global Local Global

Social Skills Team working skills
Social perceptiveness
Communication
Networking

Language
Intercultural

Problem solving | Analytical skills
skills Interdisciplinary
Initiative
Multi-skilling
Creativity

Self management | Planning

Stress & time management

Fleiitty I

Multi-tasking

Entrepreneurship Understanding supplier & custon

Business development
Marketing skills
Trend setting / spotting

Management skills| Strategic & visionary
Coaching & team building
Collegial management style
Change management
Project management
Process optimizing

Quality management

Knowledge Legislative & regulatory knowledge
e-skills
Technical knowledge
Total emerging skills and competences Count: 7 €dué Count: 11| Count: 14

The sales and marketing staff are responsible foraging customer relations, marketing
the products and managing sales activities. Inglbbalisation scenarios the sales and
marketing professionals require strong languageiatedcultural skills. In addition, sales

and marketing work requires high level social skith engage in extensive contacts with
external parties such as customers or service geovi These social skills are part of the
set of soft skills that are required in most prefesal jobs such as team working,
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communication, networking, language and intercaltwkills in addition to flexibility,
creativity, multi-tasking and project managemenillsk Especially in the mass-
customisation scenarios the understanding custos&ery important for marketing and
sales to offer the right conditions for customessctuistomise and design their own
product. For the mass-production scenarios it igoirtant for the sales and marketing
professionals to understand the customer wishewdaer to know what kind of mass-
produced furniture is wanted and what the new cmesutrends are. With increasing
market segmentation and niche markets emergingerstenarios, entrepreneurial skills
such as spotting of market trends and opportunibesome increasingly important.
Moreover, it will be very important to be able t@rslate market requirements into
product specifications.

While sales and marketing is not a science butit & mostly learned through learning
on the job. Specific knowledge requirements refate

e Product knowledge, especially the technical undadihg of products, in order to
be able to serve clients.

e E-skills and particularly e-business skills as fioost professional jobs are crucial
and need to be up-to-date. Sales and marketingfistgtiently works with specific
IT programmes to manage client relationships / coamoation.

e With national differences in regulation of the sgctales staff that sells products in
international markets needs to be aware of difie@enn environmental and health
and safety regulation to perform its tasks.

In general, creativity and the taking of initiativéll be of relevance due to a general up-
scaling of marketing innovations by all competitdreernet-based sales, advertising and
marketing will become standard, providing more opyaties for original concepts and
strategies. Especially the Internet as a commerplatform necessitates creative
marketing concepts due to fierce global competiiiorthe global scenarios. Although
some experts doubt whether consumers will in tieréubuy furniture online, some new
furniture manufacturers have already set up amerdiales websites that sells furniture
products, including seats and sofa’s globally antine. Especially for the lower value
added markets this might in the future become gomant way for gaining sales and
asks different skills of sales and marketing preif@sals in furniture manufacturing firms.
Until now the manufacturing firms primarily focus aetailers for the sales of their
products.

Technical knowledge may also become more imporanimarketing because of the
development of new materials, new concepts andvatiins whose advantages have to
be explained to the customers.

5.8 Strategic buyers

Table 5.8 summarizes the emerging skills and coempets that strategic buyers in the
furniture industry will need under the differenesarios. Those skills and competences
coloured black or grey are the ones that are glearierging under a particular scenario
and may require attention in terms of additionaining and adjustments in the curricula
of educational establishments. Those skills andpstencies coloured black are the ones
that are the most critical, followed by those coézligrey.
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Table 5.8 Emerging skills and competences of strategic buyers in the European
furniture sector under different scenarios

Mass production Customisation
Skill category Skills Local Global Local Global

Social Skills Team working skills
Social perceptiveness
Communication
Networking

Language
Intercultural

Problem solving | Analytical skills
skills Interdisciplinary
Initiative
Multi-skilling
Creativity

Self management | Planning

Stress & time management
Flexibility

Multi-tasking

Entrepreneurship | Understanding supplier & custome
Business development

Marketing skills

Trend setting / spotting

Management skills| Strategic & visionary
Coaching & team building
Collegial management style
Change management
Project management
Process optimizing

Quality management

Knowledge Legislative & regulatory knowledge
e-skills
Technical knowledge

Total emerging skills and competences Countt Cbunt: 16| Count: 11| Count: 16

5.9 Administrative support staff

Table 5.9 summarizes the emerging skills and coemgéts that administrative support
staff in the furniture industry will need under thdferent scenarios. Those skills and
competences coloured black or grey are the ondsatteaclearly emerging under a
particular scenario and may require attention irm&e of additional training and
adjustments in the curricula of educational essainients. Those skills and competencies
coloured black are the ones that are the mostakitiollowed by those coloured grey.

Support staff should be understood here as beisgpport of all other job functions and
to improve work effectiveness. The category of supptaff is defined here to include all
other support job functions than the ones that halveady been described and not
requiring tertiary education. Most support stafii¢tions are administrative related jobs.
Key knowledge required for these activities aretaqolate e-skills to function effectively
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in an administrative environment (basic Interneliskspreadsheet and word processing
skills; e-monitoring skills).

In addition, a number of social skills is cruci@ perform support functions in an
organisation well, especially team working skillsdacommunication skills. Both will

become increasingly important in project driven ismwments. Project driven

environments require self-initiative to work indedently, good planning, multi-tasking
and stress & time management. In international resgdéions also for support functions
language and intercultural skills become incredgiimgportant.

Table 5.9 Emerging skills and competences of administrative support staff in the
European furniture sector under different scenarios

Mass production Customisation
Skill category Skills Local Global Local Global

Social Skills Team working skills
Social perceptiveness
Communication
Networking

Language
Intercultural

Problem solving | Analytical skills
skills Interdisciplinary
Initiative
Multi-skilling
Creativity

Self management | Planning

Stress & time management
Flexibility

Multi-tasking

Entrepreneurship |Understanding supplier & customers
Business development
Marketing skills

Trend setting / spotting

Management skills| Strategic & visionary
Coaching & team building
Collegial management style
Change management
Project management
Process optimizing

Quality management

Knowledge Legislative & regulatory knowledge
e-skills
Technical knowledge
Total emerging skills and competences Count: 4| Count: 9] Count:4  Count: 9

While there is little difference in skills needstWeen the sub-sectors as support staff
comprises tasks generic to the sector, neverthaléssic technical understanding of the
products is beneficial for people seeking employiniiethe sector. Furthermore, there is
a change that much of administrative work may bexonisourced or will be automated

due to the application of advanced and sophisticadétware.

25



Especially in global scenarios, language and conication skills as well as flexibility
will become more important for administrative sugpsiaff. Due to expected increases
in safety and environmental regulations, improvedal knowledge will add as an
upcoming skill for administrators.

Especially in global settings the function of (&g@ic) buyers will generally get more
important. Independent of the scenarios, the matwiag of furniture is not a local, but
a global process where materials and productioroganised internationally, depending
on the optimisation of prices and material avalighiln the future more and more
different materials will be used and applied in tleniture industry, including the
application of high-tech materials as well as thieliton of intelligence to furniture
(sensors and ICT). This will require more technicabwledge of the strategic buyers, as
well as communication, networking, language andraoultural skills.

The understanding of customers and suppliers msuah relevance and especially global
scenarios require a high degree of flexibility.

Knowledge about legal issues and regulations veiiegally become more important due
to new and stricter rules, e.g. in regard to emrimental and safety aspects. The same
applies for a certain degree of technical knowlegen it comes to innovations and the
use of new materials and product components.

In the local scenarios the higher use of local mal&eis expected, to give products a
more local (and sometimes also an eco-friendly)gendstill in this scenario also the use
of many different non-local materials is foreseersérve the many different wishes of a
white variety of local customers.

5.10 Plant and machinery maintenance and repair workers

Table 5.10 summarizes the emerging skills and ctemgees that plat and machinery
maintenance and repair workers in the furnitureustiy will need under the different
scenarios. Those skills and competences colourack br grey are the ones that are
clearly emerging under a particular scenario and/ meguire attention in terms of
additional training and adjustments in the curacaf educational establishments. Those
skills and competencies coloured black are the trasare the most critical, followed by
those coloured grey.

Many of the tasks of plant and machinery mainteaaand repair workers will be
performed by the builder of the machinery or wal dutsourced to service providers. The
large furniture manufacturer will employ maintenarend repair workers who will be
responsible for the daily routine and small re@aid maintenance functions, where the
large repair and maintenance functions will be outtsed to service providers.

In the future more sophisticated machines and amows robots will be used in the
furniture industry, which will be more operated éason advanced software. This
requires from the maintenance and repair workersenamlvanced e-skills and ICT
knowledge. In general, machinery will become moraltifiunctional and complex,

necessitating higher technical and analytical skillgeneral.

For the mass production or mass-customisation a ganning of maintenance and
repair of machines will become more important. 8ina less labour intensive
manufacturing process will likely to be a continsoprocess, day and night, the
maintenance and repair of machines has to be tifireat and keep the interference
with production process at a minimum.
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Table 5.10 Emerging skills and competences of plant and machinery maintenance
and repair workers in the European furniture sector under different scenarios

Mass production Customisation
Skill category Skills Local Global Local Global

Social Skills Team working skills
Social perceptiveness
Communication
Networking

Language
Intercultural

Problem solving | Analytical skills
skills Interdisciplinary
Initiative
Multi-skilling
Creativity

Self management | Planning

Stress & time management
Flexibility

Multi-tasking

Entrepreneurship | Understanding supplier & customers
Business development
Marketing skills

Trend setting / spotting

Management skills| Strategic & visionary
Coaching & team building
Collegial management style
Change management
Project management
Process optimizing

Quality management

Knowledge Legislative & regulatory knowledge
e-skills
Technical knowledge
Total emerging skills and competences Count: 7 | Count: 10 Count: 7 | Count: 1€

5.11 Skilled handicraft workers

Table 5.11 summarizes the emerging skills and cotenpees that skilled handicraft
workers in the furniture industry will need undke tdifferent scenarios. Those skills and
competences coloured black or grey are the ondsaiteaclearly emerging under a
particular scenario and may require attention im$ of additional training and
adjustments in the curricula of educational essaintients. Those skills and competencies
coloured black are the ones that are the mostakitiollowed by those coloured grey.

In all scenarios the number of skilled handicradtrkers will decrease, due to the increase
of automation and robotisation. For skilled hanalficrworkers, the use of more
sophisticated and automated tools to facilitater thandicraft will increase, asking for
more different technical skills in operating thésels. In the future, the borders between
handicraft workers and machine operators may blequiring from the handicraft
workers multi-skilling capabilities. Due to a fueth expected increase in the use of
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different materials, handicraft workers need toallen their knowledge about materials
to many new materials. In small traditional furmgumanufacturing organisations many
skilled handicraft workers have extensive knowledgeut the treatment of wood and the
manufacturing of furniture out of different type$ wood. With the use of plastics,
bamboo, concrete, glass and many different masemal knowledge and skills in how to
treat these materials is necessary.

In the customisation scenarios it will be importémtranslate the customer wishes into
the desired product, which necessitates flexibgibd creativity from a more analytical
perspective.

Table 5.11 Emerging skills and competences of skilled handicraft workers in the
European furniture sector under different scenarios

Mass production Customisation
Skill category Skills Local

Social Skills Team working skills
Social perceptiveness
Communication
Networking

Language
Intercultural

Problem solving | Analytical skills
skills Interdisciplinary
Initiative
Multi-skilling
Creativity

Self management | Planning

Stress & time management
Flexibility

Multi-tasking

Entrepreneurship | Understanding supplier & customers
Business development
Marketing skills

Trend setting / spotting

Management skills| Strategic & visionary
Coaching & team building
Collegial management style
Change management
Project management
Process optimizing

Quality management

Knowledge Legislative & regulatory knowledg
e-skills
Technical knowledge

Total emerging skills and competences Count: 10| Count: 13| Count: 14| Count: 15
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5.12 Machine operators

Table 5.12 summarizes the emerging skills and ctempees that machine operators in
the furniture industry will need under the differescenarios. Those skills and
competences coloured black or grey are the ondsaiteaclearly emerging under a
particular scenario and may require attention im$e of additional training and
adjustments in the curricula of educational essaintients. Those skills and competencies
coloured black are the ones that are the mostakitiollowed by those coloured grey.

Table 5.12 Emerging skills and competences of machine operators in the European
furniture sector under different scenarios

Mass production Customisation
Skill category Skills Local Global Local Global

Social Skills Team working skills
Social perceptiveness
Communication
Networking

Language
Intercultural

Problem solving | Analytical skills
skills Interdisciplinary
Initiative
Multi-skilling
Creativity

Self management | Planning

Stress & time management
Flexibility

Multi-tasking

Entrepreneurship | Understanding supplier & customers
Business development
Marketing skills

Trend setting / spotting

Management skills| Strategic & visionary
Coaching & team building
Collegial management style
Change management
Project management
Process optimizing

Quality management

Knowledge Legislative & regulatory knowledge
e-skills
Technical knowledge
Total emerging skills and competences ‘ Count: 6 | Count: 8 Count: Count: 10

Automation and robotisation will also increasinginter the furniture manufacturing
industry. This applies to large companies, butl @20 also a growing number of SMEs
will increase the application of automation and atidation. With the increase of
competition from Asia (mainly China) and possiblyr&pean countries east of the EU
(e.g. Ukraine and Belarus) a further cost reduction low-added-value furniture is
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possible with the replacement of expensive laboith Wow-cost machines. Also the

countries in Central and Eastern Europe inside BEbethat now have a competitive

advantage due to low labour cost, will face incesais1 wages. For mass customisation
scenarios the use of software controlled machimes tan make unique designed
furniture at mass-production is necessary. In tlsesmario’s the machine operators will
need team working skills and communication skitls communicate with handicraft

workers and the production planner for the succéssfstomisation of each product (in

case this is not fully automated).

Since machines will get more ICT-based and moreptexn This will necessitate more
information-based than manual skills. E-skills aedhnical knowledge will grow in
importance. It is also likely that fewer peoplelwibntrol a growing number of machines
and that programming skills will become central.

For all scenarios the borders between ICT professsp handicraft workers and machine
operators may blur, necessitating more multi-sigli

5.13 Labourers

Low-educated workers still make up a significantt jp& the workforce in the sector; they
have been, however, the biggest loser in termsngdl@yment in the recent past. The
number of production labourers in this sector midishing in Europe, as most of the
simple production activities have moved outside oper or have been replaced by
machines. Future employment opportunities for type of workers will be in up-skilling
towards future skill requirements of metal and niaety workers as well as skilled
handicraft workers and machine maintenance andrezpalabourers active in cleaning
and maintenance will increasingly see their jobsoutced to third party service
providers; therefore, this type of job function lvgihift to the service sector.

5.14 Summary

Both the quantitative and qualitative implicatiofts jobs and skills for each of the
scenarios are summarised in Table 5.13. The volimaeges have been taken from Table
4.1 and the skills and competences changes fromasheow of Tables 5.2-5.12. Table
5.13 shows that the largest change in volume aitid akd competences occurs under the
global customisationscenario followed by thdocal customisationscenario. The
traditional (local) mass productioscenario will result in a stagnation/decline foosn
jobs categories and less demand for new skills @mdpetences than under the other
scenarios.
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Table 5.3 Summary of quantitative and qualitative changes per job category under different scenarios

Scenarios
Local mass Global mass Local Global
production production customisation customisation
Volume | Change | Volume | Change | Volume | Change | Volume | Change

Job category change | inskills | change | inskills | change | inskills | change | in skills
Managers M 1 M/ 16 I 7 I 10
ICT professionals M/ 5 I 10 M 11 I 14
Commercial and industrial designers M 5 M/l 12 I 11 I 14
Production planners M 10 I 24 M 21 I 24
Accounting and finance professionals M 5 M/l 10 M 6 M 10
Sales and marketing professionals M/ 7 I 16 I 11 I 14
Strategic buyers I 11 I 16 M/l 11 I 16
Administrative support staff M 4 M 9 M 4 M 9
Plant and machinery maintenance and repair worker$//| 7 I 10 M/ 7 I 10
Skilled handicraft workers D 10 D 8 M/D 8 M/D 10
Machine operators M 6 M 13 M/ 14 M/l 15
Labourers D NA D NA D NA D NA

Notes: D =decrease, I=increase, M=maintain. In @8adifferent skills and competences were idesdifin this study.
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6 Strategic choices to meet emerging competence needs

6.1 Introduction

The objective of this section is to identify theimatrategic choices to meet the skills and
knowledge needs identified for the three non-tredd@l scenarios:global mass
production local customisatiorand global customisatior{step 8 of the methodology).
This section provides a framework to pick and deflee most relevant strategic choices
available (i.e., solutions to meet skill and conepet needs). In section 7 some of the
more specific implications relating to educatiord draining will be described (step 9 of
the methodology). Strategic choices refer and edlathe medium- and longer-term, even
though skills needs may also apply to the presedtimmediate future. Essential in
seeking appropriate solutions is to keep this tipeespective in mind. Rather than
focusing on one single solution, a set of linkedtsgic choices will in most cases be the
best strategy to follow. Prioritising both in tinjehat first, where to follow up) and in
allocation of resources (budgetary focus) as wefugther fine-tuning is a clear necessity
to guarantee that skills needs are targeted amfisdt Skills needs can be identified at
various levels, ranging from assessments at thenator even European sector level to
regional and company level. The former are by matather general, while the latter can
be more precise and resulting in a more differémdiapicture. Especially for large
enterprises not only the identification of skilleeds but also the search for adequate
solutions will be an integral part of an overatinger-term employment strategy. Some
solutions will be found within the company itsdiby instance by reorganising functions
within or between plants, by offering training &efories and by active global sourcing of
personnel. For SMEs and especially for micro-emiseg such longer-term, more
strategic human resource management often is mtireul to organise. It should be
emphasized that at all levels identified differplatyers need to act to address skills needs
and offer solutions. These can be individual firmgganised interests at the sector level
(employers and employees), as well as local, regiand national governments. This
section offers first of all a better insight in thmenu’ of possible strategic choices
(section 6.2). It also provides for a frameworkttlcan identify skills needs at the
appropriate level and helps to decide which shdaddthe actual choices to be made
(section 6.3). This framework is subsequently agapto the furniture sector (section 6.5
and following).

6.2 Possible strategic choices

The possible strategic choices discussed in tltisoseinclude strategic choices proposed
in the common methodology (Rodrigues, 2007: 42ye@k as a number of other options.
Whereasstrategic choices mostly refer to the medium and longer temmost of the
options mentioned can also be implemented in tlet slan, to ‘mend’ existing skills
shortages and/or skills gaps (see section 5). B&dhe solutions at hand differs in
whether or not they can resolve direct skills shgets and/or gaps. A longer term horizon,
however, means that there is possibility of ad@ptsteering and fine-tuning the available
solutions towards a more optimal allocation of Iskdupply and demand. In view of the

2 Defined as firms with less than 10 employees.
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time horizon, the period up to 2020, the strategfioices and instruments with a more
long-term impact especially need to be addressd#ehtification of possible solutions
obviously is not enough. Concrete initiatives, ppland strategic decisions need to be
taken at all appropriate levels with each actoridga different responsibility and a
different role to play.

Strategic choices to meet skills needs have toakent by a number of actors and at
different levels (firm, sectoral, local, regionahktional, EU). For obvious reasons, firms
are an important player in finding solutions foe tkills needs — both in volume (skills

shortages) and in matching any existing gaps itlssknd competences. Companies avail
of a number of options to meet their skill and cetepce needs. These include:

Recruiting workers from other sectors;

Recruiting workers from other Member States;
Recruiting workers from non-Member States;
Recruiting unemployed workers with or without raHing;

moowP?>

Recruiting young people coming from the educatigstesm, with or without re-
training (first job recruits);

n

Training employed workers;

G. Changing the work organisation (including netwodilaboration and mergers);
and

H. Outsourcing and off-shoring.

Companies themselves are the prime actor for puystiiese options, even though for
some options co-operation is needed from otherrsaicExamples include measures to
enable recruiting workers from abroad or suppamifisector organisations in re-training.

Sectoral organisations, educational institutiond governments also have a role to play.
They will be the prime actors in addressing théofeing options:

I. Changing vocational education;

J. Designing and offering new courses (continuing Wocal education and
training);

K. Providing information about jobs and (emerging)lskcareer guidance; updating
job profiles regularly;

L. Improve the image of the sector (joint action ofnpanies together); and

M. Stronger cooperation with the industry (internshipgompany visits for
participants in education, image improvemeént).

Whether the strategic options are feasible andleidbpends on a number of factors. In
order to discuss and select from the availableofistrategic options, one should first - as
described in the introduction - know whether ancemwiskills needs are indeed likely to
arise, both in quantitative (job functions) andyunalitative terms (knowledge and skills).
An important question that needs to be addressstisi at what levednd to whomnthe
skills needs question actually applies. Obviousty &n individual firm different

A more detailed description of these options caifidind in annex I.
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information is needed when identifying future skilheeds than for a ministry at the
national level.

This step would in principle require extensive atetailed future analysis at Member
State and preferably even regional level of demand supply patterns of skills and
competences by each sub-sector, in a similar wayadong the steps provided by the
methodology of this study so far. In principle tmethodology is also applicable at the
national and regional level of analysis. Ideallgede results should subsequently be
complemented by the results of labour market méatelcasts to corroborate the results.
Such an analysis would also need to include arsagsmt of the numbers (cohorts) and
composition as regards skills training of thoserenity being educated. In other words,
an estimate should be made of all cohorts of pymsecondary and tertiary pupils and
students (and their skills potential) who currerghg in the educational system and will
arrive at the labour market in the oncoming ye&ustthermore, a thorough overall
assessment of the current educational and traisysgem itself would be needed,
including the already decided changes herein feraihcoming years, to assess whether
the system as it is now in place is able to satis& prevailing and future new skills
demands.

Key questions for identifying skills needs are:

1. Is the demand for workers expected to decreasen@ease between now and
20207?(both related to market prospects and replacedwmand due to ageing)

a. If decreasing, there is probably less need foruitng workers from other
sectors and (non-) Member States and less needdiiting unemployed.

b. If increasing, analyse whether less radical optiars enough to meet
demand or whether options should be chosen likeiitewy workers from
other sectors and (non-) Member States and reawguitnemployed. See
Table 4.1 for estimated volume effects per scenario

2. Are the required qualitative skills expected torather stable between now and
20207

a. If there are not many changes in required competertbere is probably
no need to apply many strategic options. Pleasesfon the options that
are most effective.

b. If many competences are changing, there is protablsed to apply many
strategic options. Create a package of strategtormp to meet skills
needs. See Tables 5.1 and following for the nundfecompetences
changing per job function per scenario.

3. Do SMEs and especially small companies (includingranenterprises) play a
large role in the sector?

a. If yes, several options (like recruiting) are legable for companies
themselves as it is often difficult for small comps to organize this. If
this is the case, sector organisations or interamgdbrganisation might
play an important role in helping to match supphd alemand. Another
solution could be found in changing the work orgation. Through
cooperation or mergers, for instance, the relegaate can be increased
which makes it easier to use these options. Thes datds, more or less,
for the organisation of training and re-trainingarger (associations of)
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companies have less difficulties to organise timd the need for support
from other actors is lower.

4. Are companies in general active on Member Statd,|&U level or global level?

a. Companies who are active on a larger regional leséhave, in general,
more opportunities to use the option of recruitingrkers from other
Member States (for companies active at the EU )esatl the option
recruiting workers from non-Member States (for camps active at the
global level). The same holds for the option offishg.

5. Are workers in a job function in general low-edwezi2

a. If yes, training is less easy to implement as #&leiaption as difficulties
arise in organising this, while the need for tnaghmight be even higher.

6. Are workers in a job function in general old (icdder than the average age in the
sub-sector and compared to other sectors)?

a. If yes, training is less easy to implement as #&leiaption as difficulties
arise in organising this and less new knowledgeogedously enters the
companies, while the need for training might benelvigher.

6.3 Mapping and framing future skills needs at the local level and firm level

For firms and local governments an elaborate rgaxpkrational foresight tool to assess
and judge job and skills needs in the longer teithnermally not be available. What is
needed here is an appropriate targeted short-catiegic decision tool to enable the
management or the HRM department of a firm andlldeaision makers to pick and
choose the best strategic option(s). In this sedhc tool is described.

The strategic option decision tool consists of artist of a number of key questions to
be addressed, which together form a concise meohdose between the various options.
Each answer will give information about the vidliliof the available options. The
guestions need to be answered for the firm antstib-sector under consideration. Job
function information (e.g., new upcoming functiortgn be added where relevant. The
guestionnaire should be filled in for each job fime. The filling in of the list should
only be done on the basis of an informed discusfietween several stakeholders
involved, representing together an informed bodkredwledge on the various aspects at
stake, including labour market developments andgpeots at the sub-sector level, skill
and competence requirements at job function level developments in and make
up/orientation of the educational and training eyst

6.4 Meeting skills needs by choosing the right strategic options

In a subsequent next step, the list of availablatesgic options is confronted with the
analysis of quantitative and qualitative developteem headlines based on the preceding
six questions. For each job function identified assessment is made on whether the
available strategic options are relevant or notj amo should be the prime actor to
change the current situation into a more favouralection. If the strategic option is
considered relevant, a “yes” is included in the [€abtherwise a “no”. If the strategic
option is dependent on the characteristics of #ugos or components thereof, this will be
included in the Table. For example, if recruitingrikers from other Member States is
only an option for large companies a “Yes, but ofdy large companies” will be
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included. Characteristics that are dealt with ia tbllowing Tables are based on the six
guestion analysis, representing:

e The change in volume (the scenario with the largestase is taken as a reference,
I.e. the transformation scenarios);

e The change in skills (as a reference we use theasicewith the largest change in
competences, i.e. the transformation scenarios);

e Education level,
e Age of the workforce; and

e Markets and location characteristics of the company

6.5 Managers

Table 6.1 presents viable strategic options for rging skills and competences of
managers in thglobal mass productioacenario and bottustomisatiorscenarios for the
furniture sectof. While there is an increase in the number of marsagepected under
both customisation scenarios, also skill and coempms shortages are expected in this
occupational function (see chapter 5). What havenbeetected are current skill and
competence gaps.

In principle, all listed strategic options are J@lo meet the emerging skills needs of
managers. Some are more probable than others, bowéability depends on firm size
and identified skills needs. Recruiting manageosnfiother sectors for instance is a more
viable option for larger companies than for SMEer BMEs operating locally, more
company- and region-specific skills are needed.|&aer companies operating globally
more generic managerial skills are needed as wellingercultural skills, making
recruitment from other sectors (in different ‘cuéig’) a more viable option.

Some experts in the sector consider recruiting m@rsafrom other sectors a viable
option in order to gain fresh ideas and new strategions for the companies in a fast
changing business environment. However, in mostldmainesses that produce for the
local market the owner is also the manager. F@etheasons, the recruitment of workers
from other sectors, other member states or otherMember States are viable strategic
options only for the larger companies, but not ®VIEs in the furnishing sector.
Recruiting unemployed presents an option for athpanies, but is expected to be less
relevant for this occupational function.

The recruitment of young people from the educasigstem and training or re-training of
the existing workforce presents viable strategitioms for all companies. Training and
re-training is an adequate method to cope withetiherging skill gaps provided that the
overall workforce in the occupational function ‘nagers’ is expected to level off or to
decrease. The training content differs slightly tme¢he emerging needs in the different
sectors and size of companies. Social skills lix@munication and networking skills are
highly needed. This also holds for language aneraadtural skills, mainly in the global
customisation scenario (see section 5.2.). Traifon@n ageing group of managers is an
important strategic choice.

* Where significant differences are expected intstjia choices between the sub-sectors these will be
included in the text and accompanying Table.
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Table 6.1 Strategic options managers

Questions Answers

1. What is the maximum volume effect? Increase (longer term maintain in GMP)

2. What is the maximum change in skills? 16

3. Do SMEs play a large role? Yes (especially in LMC)

4. Is the sector national/EU/global? Global (except LMC)

5. Is the workforce old? Yes (in EU-15); younger in EU-12

6. Is the workforce low educated? Yes

Options Is this option viable? Actors”
A. Recruiting workers from other sectors Yes, maiollydgeneric managerial C, S|

skills (GMP and GC),

Less viable for LC (more specific
managerial skills needed)

B. Recruiting workers from other Member States Yednipan GMP and GC, less C,EG,I
viable in LC; often language barrier

C. Recruiting workers from non-Member States Yes, lgamGMP and GC, less C,EG,I
viable in LC; often language barrier
D. Recruiting unemployed with or without re- Only in rare cases C, |
training
E. Recruiting young people from the education | Yes, e.g. through apprenticeships C, S E
system
F. Training and re-training employed workers Yes, oube promotion and further | C, S, E
training in the firm
G. Changing work organisation Yes, GC mainly ICT &ikigs driven | C
(Supply Chain Management)
H. Outsourcing and off-shoring Yes, only for large @amies in GMP | C
and GC.
I.  Changing vocational education Yes, networking, eomication, S, E

language and intercultural management

J. Designing and offering new courses Yes, networkamgnmunication, C, S E
language, intercultural management,
also e-skills and logistics (SCM). In
GMP and GC knowledge regarding
foreign regulation and legislation.

K. Providing information about emerging skills Notessary

L. Improve the image of the sector Not necessary

M. Stronger cooperation between stakeholders Notssacg

* C = company; S = sector organisations and chasnecommerce; E =education & training; G
=governments; | = intermediary organisation, publigrivate.

Changing the work organisation, e.g. inter-disaigty team work, is a viable option for
meeting the emerging skills demands in global cusation. Outsourcing and off-

shoring is a plausible option for larger compamnethe globalisation scenarios GMP and
GMC.

Designing and offering new courses is a necessatyweable option to meet the demand
for skills and competences for managers in theréutdn the one hand the availability of
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courses, especially for SMEs, has to be improvadhe other hand courses should refer
strongly to the needs of the furniture industry.

Due to the good reputation of managers and theitfwen industry and due to the
availability of managers on the labour market, ioyomg the image of this occupational
function is not necessary.

6.6 ICT professionals

Table 6.2 shows the strategic options for emergmgpetences of ICT professionals. In
the three scenarios an increase of this occupatiumation is expected. Hence, in
general, all strategic options are within reachmieet the demand for this occupational
function. In the mass production scenario, the @ldCT professionals will be less
different than today, whereas the global charaofethe situation will call for more
intercultural and language skills.

The recruitment of workers from other sectors \dadble option since also generic ICT
skills are required for ICT networks, ICT suppaniaintenance and service. Professionals
specialised in programming and data processindeaselikely to be recruited from other
sectors due to the sector-specific knowledge andramming skills. This will only be a
feasible option in combination with a sector-specifaining. This is also the case for
engineers. They could be recruited from other sedalae to their general knowledge in
mechanics and electronics, but will need speaiiming on the sector-specific technical
equipment. Recruiting members from other and nombky States is a viable option
provided that the language gap can be bridged.tD@n expected European-wide skill
shortage these are strategic options mainly inhréac larger companies and Member
States with a relative high wage level.

The recruitment of unemployed seems to be a viapte®n only in combination with
sector specific training. In addition, this strategption will be limited in scope due to
the small numbers of unemployed ICT professionald angineers. Recruiting young
people from the education system is another viaipiiion to meet the skill gaps and
shortages for ICT professionals as well as engmeeparticular focus should be directed
towards attracting female workers to this occupatidunction in the sector, which is still
dominated by a male workforce. In order to overcamisting and emerging skill gaps
within this occupational function continuous oelibng training is necessary.
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Table 6.2 Strategic options ICT professionals

Questions Answers

1. What is the maximum volume effect? Increase

2. What is the maximum change in skills? 14

3. Do SMEs play a large role? Yes (especially in LC)

4. Is the sector national/EU/global? Global (except LC)

5. Is the workforce old? No

6. Is the workforce low educated? No

Options Is this option viable? Actors”

A. Recruiting workers from other sectors Yes (mainbnf industrial C S|
sectors).

B. Recruiting workers from other Member States Yesnipan GMP and GC in C, S EG,I
order to obtain intercultural skills.

Less viable in LC.

C. Recruiting workers from non-Member States Yes, lgdmGMP and GC in C, S, EG,I
order to obtain intercultural skills.
Less viable in LC.

D. Recruiting unemployed with or without Yes, but only with retraining. C,E I

retraining Operating systems and
programming languages change
fast, especially GC and LC.

E. Recruiting young people from the education | Yes, ICT skills (knowledge) readily C, E

system available. Competition is fierce.

F. Training and re-training employed workers Yes, dhftcult for older workers | C, S, E
(lacking ICT based education/
affinity).

G. Changing work organisation Yes, extending corporain C |
supply chain, especially GMP and
GC.

H. Outsourcing and off-shoring Yes, in house ICT suppan be C
outsourced mainly in LC and GMR,
off-shoring mainly in GC.

I.  Changing vocational education Yes, integrating KRills and C, S E
intercultural and language skills
(e.g., understanding international
suppliers and customers). LC and
GC web-based, customer-driven
development/ production and
logistics.

J. Designing and offering new courses Yes, intercaltand web-based, | C, S, E
customer-driven development/
production and logistics

K. Providing information about emerging skills Noteesary

L. Improve the image of the sector Not necessary

M. Stronger cooperation between stakeholders

Notssacg

* C = company; S = sector organisations and chasnbecommerce; E =education & training; G
=governments; | = intermediary organisation, publigrivate.
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6.7 Commercial and industrial designers

Especially in smaller companies, designers aresrakternal employees or have project-
based contracts. Larger companies can have theirdesign departments. Creativity and
service orientation will become more important Iskibr the commercial and industrial

designer, but also social and language skills lgiéome more important, especially in
both the globalization scenarios.

In the customisationscenarios, a close co-operation with the customelisbecome
necessary to establish a workable concept thas take account individual freedom and
the translation into doable products. E-skills wiko become a growing necessity since
much of design work will be computer-based. Theorhiiction of new materials calls for
increasing technical knowledge to assess new degigartunities with new materials.

Table 6.3 shows the strategic options for the furaisector to provide oneself with these
needed skills. Recruiting designers from otherasas not a viable option, since sector-
specific knowledge and skills are essential. Onityr\the proper education or experience
in the furniture sector one can function as a comiakfurniture designer. Recruiting
designers from other Member or non-Member Statesioe/ is a viable option, as is
recruiting unemployed and young people from thecatlan system. As long as people
are educated in furniture design, they can be itectruHowever, one has to reckon with
language as well as cultural barriers when reciitiesigners from other countries.

Training and retraining employed workers is alsasidered a viable option. However,
this only applies to employees that have alreadyaekground in designing. Training
these workers should mainly be focused on e-s{disigning furniture on the web) and
on new materials, concepts and products. Changingtwnal education is not necessary,
although some more attention should be given t&ills-an the relevant vocational/
educational programs.

In both customisationscenarios contact with the customer will be ofagrnenportance
since a customer could very well become a co-desig@loser business-to-customer
(B2C) interaction will require additional social care-skills from the commercial or
industrial designer. These aspects should be pidt@n to in training courses as well as
in vocational education programs.
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Table 6.3 Strategic options commercial and industrial designers

Questions Answers

1. What is the maximum volume effect? Increase (except LC)

2. What is the maximum change in skills? 14

3. Do SMEs play a large role? No

4. Is the sector national/EU/global? Global (except LC)

5. Is the workforce old? No

6. Is the workforce low educated? No

Options Is this option viable? Actors”

A. Recruiting workers from other sectors No C

B. Recruiting workers from other Member Statgs  Yes C, S, E,

I
C. Recruiting workers from non-Member States Yes C, S, E,
I

D. Recruiting unemployed with or without re- | Yes, but rarely available C
training

E. Recruiting young people from the education| Yes C,E
system

F. Training and re-training employed workers Yes, toainly e-skills and new C E

materials, concept and product

Changing work organisation Yes, in LC and GC cld&2€ interaction,| C, |

H. Outsourcing and off-shoring Yes, outsourcing maBIE C

I.  Changing vocational education Not necessary

J. Designing and offering new courses Not necessary

K. Providing information about emerging skills Yes S, |

L. Improve the image of the sector Not necessary

M. Stronger cooperation between stakeholders Notssaceg

* C = company; S = sector organisations and chasnecommerce; E =education & training; G
=governments; | = intermediary organisation, publigrivate.
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6.8 Production planners

This function describes the activity of developitie most appropriate method and
sequence of operations for a particular projecis b rather organisational function that
accompanies the whole furniture production proc&ss. globalisation as well as for
customisation scenarios this function will becommenchallenging in the future.

In almost every skill category, the demands wikriEspecially e-skills will become very
relevant in every scenario since the activities goeng to be increasingly ‘e’ and
knowledge-based. Organisation and coordination lallkey elements for efficient and
successful activities.

Table 6.4 presents the viable strategic optionsefoerging competences of production
planners in the furniture sector. Many strategic¢iass mentioned in the table are
considered more-or-less viable. For this job fuctirecruiting workers from other
sectors is, however, not a viable option sinceifipdaowledge is required. Recruitment
from other states, especially Member States, isiables option, mainly for larger
companies. Recruiting from non-Member States maymioee difficult since cultural
differences and language barriers are often madostantial. An intercultural workforce
might open up new possibilities in terms of marketess. In globalisation scenarios
recruiting from other countries is therefore a \gatption. Recruiting unemployed people
is a viable option also, but only with some addigibtraining, since the unemployed often
lack the contemporary competences required to &wsrn engineer.

Recruitment of young people through well developsthnical traineeships (or courses)
is also a viable option. A focus in these traincmurses should also be on e-skills,
especially in the customisation scenarios. Theterl#&aining packages should also be
made available for older workers to retrain thenfoorunemployed to introduce them to
working in the furniture sector. The offering ands@yning of new courses as well as
changes in the vocational education courses sHoalts on these aspects.
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Table 6.4 Strategic options production planners

Questions Answers

1. What is the maximum volume effect? Increase (GMP and GC), maintain (LC)

2. What is the maximum change in skills? 24

3. Do SMEs play a large role? Yes in LC, No in GC and GMP

4. Is the sector national/EU/global? Global (except LC)

5. Is the workforce old? Yes

6. Is the workforce low educated? Yes

Option Is this option viable? Actors”

A. Recruiting workers from other sectors No, spedifiowledge required C

B. Recruiting workers from other Member States Yess Mable for SMEs C, S, g,

I

C. Recruiting workers from non-Member Statgs  Yes,difficult for SMEs and often C, S, E,
language barrier. I

D. Recruiting unemployed with or without re- | Yes, specific (re)training required C

training
E. Recruiting young people from the education Yes, apprenticeships. Training on the job CE
system

F. Training and re-training employed workers Yes, firag on the job. C,E

G. Changing work organisation No

H. Outsourcing and off-shoring No

I. Changing vocational education Yes, e-skills GE

J. Designing and offering new courses Yes, e-skills , SCE

K. Providing information about emerging skills Yes C,S,E,

G

L. Improve the image of the sector No

M. Stronger cooperation between stakeholders No

* C = company; S = sector organisations and chasnbecommerce; E =education & training; G

=governments; | = intermediary organisation, publigrivate.

6.9 Accounting & finance professionals

This job category is in particular relevant for tlaege(r) companies in the furniture
industry. Most SMEs, however, tend to outsourceaitmunting and finance function. As
globalisation and customisation are expected tavgoommunicative skills are generally
getting more important, also for accounting & finarprofessionals. Also, in the global
scenarios, complexity and time-zone issues wiltaase, necessitating more flexibility
and analytical skills. Working in many differentuwries also requires knowledge on
more different regional and local rules and regotes. The least challenging scenario for
accounting would be local customisation, since lagg skills, requiring new knowledge
on local and regional rules and regulations anxilfiety will not be that important. The

number of accounting staff will only slightly in@ge in theglobal mass production
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scenario, due to growing outsourcing and off-slpriendencies of accounting and
finance (A&F).

Table 6.5 presents strategic options for emergkids sand competences related to the
accounting and finance professionals in the furaiector. Some A&F emerging skills,
such as legal and regulatory knowledge of an iateynal, national or even regional
nature, are considered generic skills that canyebsirecruited from other sectors. The
same goes for e-skills.

Table 6.5 Strategic options accounting & finance professionals

Questions Answers
1. What is the maximum volume effect? Limited increase (GMP), maintain (LC and GC)
2. What is the maximum change in skills? 10
3. Do SMEs play a large role? Yes in LC, No in GC and GMP
4. Is the sector national/EU/global? Global (except LC)
5. Is the workforce old? No
6. Is the workforce low educated? No
Options Is this option viable? Actors”
A. Recruiting workers from other sectors Yes, mairdperic skills involved| C
(business, finance, law)
Recruiting workers from other Member Stateg Ye$ MP C, S, E I
Recruiting workers from non-Member States Yes, MG C
Recruiting unemployed with or without re- No
training
E. Recruiting young people from the education | No
system
F. Training and re-training employed workers Yes, GMM@ GC training in C,E
regulations in ‘new’ markets
G. Changing work organisation No
H. Outsourcing and off-shoring Yes C
I.  Changing vocational education No
J. Designing and offering new courses Yes, aimindgagtimproving e- C, S E
skills in using new programmes;
and (b) improving knowledge
about international law in case of
the GMP and GC scenarios
K. Providing information about emerging skills Noteesary
L. Improve the image of the sector Not necessary
M. Stronger cooperation between stakeholders Notssacg
* C = company; S = sector organisations and chasnbecommerce; E =education & training; G
=governments; | = intermediary organisation, publigrivate.

These generic e-skills can also be recruited frémerocountries (Member States as well
as non-Member States). Also emerging accounting fewahce skills can be recruited
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from other countries. This is mainly a viable optio the GMP scenario in which it is
important to recruit A&F personnel with knowledgglocal, regional or national laws
and regulations in new markets. Recruiting accognaind finance skills from other states
within or outside the EU can pose difficulties haee since regulatory and legislative
knowledge are often country-specific. Recruitingst skills from other member states is
a viable option only for operations from the hont&tes of recruits. Recruiting skills for
other countries or markets than the home markehefrecruit would be a less viable
option.

Recruiting young people as well as recruiting timemaployed is not really a viable
option, since a lot of specific training would Exuired, either in country-specific skills
and knowledge or in sector-specific skills and klenlge.

Although the need for accounting and finance ptesls is expected to be modest in
the furniture sub-sector, replacing employees feave the labour market will be
necessary and recruiting these skills from othetoss is a viable option.

To make recruitment activities in other states maiable training programs can be
developed that provide recruits with an internadioset of skills and knowledge of
international laws and rules. The EU could helgtandardizing international rules and
laws, potentially improving labour mobility. Forrhuture an extra effort should be on
training personnel in acquiring e-skills needefutaction well in GC or LC scenarios.

6.10 Sales & marketing professionals

Sales and marketing activities will become moreansmt for the furniture industry in all
three scenarios. Especially in the global scenasiosial and language skills will become
more important. In general, creativity and takingiative will be of relevance due to a
general up-scaling of marketing innovations by @mpetitors. Internet-based sales,
advertising and marketing will become standard,vigding more opportunities for
original concepts and strategies. Especially thtertret as a commercial platform
necessitates creative marketing concepts due te bogpetition. Technical knowledge
may also become more important for marketing bexafsthe development of new
materials, new concepts and innovations whose dages have to be explained to the
customers.

Table 6.6 presents strategic options for emergiilts and competences related to sales
and marketing professionals in the furniture sediecruitment of workers from other
sectors is a viable strategic option for the fummr@tsector, although product and material
knowledge will become more and more important is jbb function. New recruits from
other sectors will therefore often need to be &dion the job in order to gain a more
profound understanding of consumer and suppliedsiematerials used and products
made. Also e-commerce will become a main issue.

In formulating a recruitment strategy aimed at ipgllin workers from other countries
(inside or outside the EU), as well as for pullinggoung people and unemployed people,
firms should broaden their recruitment horizon alslo aim at for instance female
workers. The furniture sector is still very muchwhite males’ sector. A characterization
that does not appeal to the female workforce tffat©sales and marketing potential. In
addition to broadening the recruitment horizon, ae&r, improving education and
training opportunities and content is also in orddgw courses need to be developed and
vocational education needs to be updated. The foairs should be on technical product
specifications and translating these for clientglififerent markets and countries as well
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as on using the Internet and websites in custominducts and on helping customers to
choose materials and products via electronic porighe latter is mainly in order in the

GC and LC scenarios. Also some basic knowledgeegiomal rules and regulations on

materials use and product specifications is inorde

Table 6.6 Strategic options sales & marketing professionals

Questions Answers
1. What is the maximum volume effect? Increase (GMP, LC and GC)
2. What is the maximum change in skills? 16
3. Do SMEs play a large role? Yes in LC, No in GC and GMP
4. Is the sector national/EU/global? Global (except LC)
5. Is the workforce old? No
6. Is the workforce low educated? No
Options Is this option viable? Actors”
A. Recruiting workers from other sectors Yes C
B. Recruiting workers from other Member States Yes S, |
C. Recruiting workers from non-Member States Yes &3
D. Recruiting unemployed with or without re- Yes, but with retraining in product | C
training and materials knowledge and ICT
skills
E. Recruiting young people from the education | Yes C,E
system
F. Training and re-training employed workers Yes, #iskeed updating C,ES

(electronic sales portals) as well ag
knowledge on new materials,
concepts and innovations.

G. Changing work organisation Yes, introduce telewagki C, |

H. Outsourcing and off-shoring Yes, outsourcing marksearch/ | C
B2B and B2C via electronic portals

I.  Changing vocational education Yes, marketing abelssvia S, E
electronic portals B2C and B2B,
working and communicating in full
product life cycle

J. Designing and offering new courses Yes, mainlya@especific modules| C, E, S
in product knowledge (technical

understanding), e-skills and laws
and regulations in emerging markets
(in GC and GMP)

K. Providing information about emerging skills Yes Ko
L. Improve the image of the sector Not necessary
M. Stronger cooperation between stakeholders Yes S,E G,

* C = company; S = sector organisations and chasnbecommerce; E =education & training; G
=governments; | = intermediary organisation, publigrivate.

Recruiting young people is a further viable optempecially related to up-to-date e-skills.
Young people are used to work with ICT and will &lgle to learn these skills more
quickly than older workers. Also, young people pfteossess more intercultural and
language skills as they grew up in a more mixedesyg/cschool environment.

46



Since the future appears to be e-driven withinftmaiture industry, changing the work

organisation is also a viable strategic option. iHakistry could for instance increase tele-
working possibilities in order to appeal to specidiroups of workers. Outsourcing and
off-shoring are also viable options, especiallgambination with the development of e-
portals for business-to-customer (B2C) and busttessisiness (B2B) communication.

Also market research can be outsourced to spesthibmpanies. The latter is mainly a
viable option in the sense that market researchnierging markets may very well be
performed by local agencies.

6.11 Strategic buyers

Especially in global settings the function of stgit buyers will generally get more
important. Here the manufacturing of furniture @& a local, but a global process where
materials and production are organised internaliypndepending on the optimisation of
prices and material availability. The understandhgustomers and suppliers is of much
relevance and especially global scenarios requingladegree of flexibility. Knowledge
about legal issues and regulations will generadlgdme more important due to new and
stricter rules, e.g. in regard to environmental aafitty aspects. The same applies for a
certain degree of technical knowledge when it cotbasnovations and the use of new
materials and product components.

Table 6.7 presents the strategic options for emgrgkills and competences related to
strategic buyers. Recruiting workers from othert@escand countries are all viable
options, as is the recruitment of unemployed peaptkyoung people form the education
system. Some introductory training will be necegdar people who do not have a basic
technical understanding, however. This goes esihed@ the long term unemployed.
Mainly social, technical and E-skills are of groggiimportance and since these or not
really sector or country specific, they can be uged anywhere.

Since the job function of strategic buyers is atreély new one training and retraining of
employees is also a viable option, as is changoogtional education and designing new
courses. Vocational education as well as trainlrukl then be aimed at communication
skills, E-skills and some basic technical skillattimainly concerns knowledge of (new)
materials and products. Also some basic knowledigeules and regulations, either

general of country specific is in order, dependinghe market to be served.

Strategic buyers need to be in good contact wittketeng and sales in order to be able to
buy the right materials. This makes changing thekwarganisation in a way that this
continuous contact is possible a viable as wedl ascessary step.
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Table 6.7 Strategic options strategic buyers

Questions Answers
1. What is the maximum volume effect? Increase GMP and GC, limited increase LC
2. What is the maximum change in skills? 16
3. Do SMEs play a large role? No
4. Is the sector national/EU/global? Global (except LC)
5. Is the workforce old? No
6. Is the workforce low educated? No
Options Is this option viable? Actors”
A. Recruiting workers from other sectors Yes, aineahhical sectors, since [aC
basic technical understanding is
useful.
B. Recruiting workers from other Member States Yes ai social skills next to C, S E|I
technical and e-skills
C. Recruiting workers from non-Member States Yes,admme C, S E I
D. Recruiting unemployed with or without re- Yes, training necessary in basic | C, |
training technical, social and e-skills
E. Recruiting young people from the education | Yes, e-skills, language and CILE
system intercultural skills readily available
F. Training and re-training employed workers Yes,nreommunication skills, as| C, E

well as e-skills and knowledge of
laws and regulations. Knowledge d
new products and materials.

=

G. Changing work organisation Yes, teamwork and caatper with | C, |
marketing and sales.

H. Outsourcing and off-shoring No

I. Changing vocational education Yes, communicatloltsse-skills, | S, E

knowledge of laws and regulations
products and materials

J. Designing and offering new courses Strategic Bgyin S, E

K. Providing information about emerging skills Yes IS,

L. Improve the image of the sector Not necessary

M. Stronger cooperation between stakeholders Yes ,C,'S
* C = company; S = sector organisations and chasnbecommerce; E =education & training; G
=governments; | = intermediary organisation, publigrivate.

6.12 Administrative support staff

Much of the administrative work may become outsedrer will be automated (e.g., with
better software). Especially in global scenari@siguage and communication skills as
well as flexibility will become more important. Due expected increases in regulations,
improved legal knowledge will add as an upcominitj & administrative support staff.

As a result of these developments recruiting aetwican be limited to young people

from the education system, as Table 6.8 shows.elhew employees should be used to
replace employees that leave the furniture sectat @ ensure the import of new

administrative concepts and methods into the orgdions.
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Since in GC and LC the furniture production procesfi become different, the
administrative support staff job function can bepented to change as well. These
changes require training and retraining of employaotkers, as well as changing
vocational education and developing new coursestemiding. These new educational
programs should aim mainly on providing administetsupport staff with up-to-date e-
skills, planning skills and some basic knowledgdamal or regional administrative rules
and regulations

Table 6.8 Strategic options administrative support staff

Questions Answers

1. What is the maximum volume effect? Maintain

2. What is the maximum change in skills? 10

3. Do SMEs play a large role? No

4. Is the sector national/EU/global? Global (except LC)

5. Is the workforce old? Yes

6. Is the workforce low educated? Mainly

Options Is this option viable? Actors”

A. Recruiting workers from other sectors Not necessary

B. Recruiting workers from other Member States Notesssary

C. Recruiting workers from non-Member States Not nsass

D. Recruiting unemployed with or without re- Not necessary

training
E. Recruiting young people from the education | Yes, in order to maintain C,E
system

F. Training and re-training employed workers Yes, ya@skills, planning, laws | C, E
and regulatory knowledge

G. Changing work organisation Yes, introducing telekimg and C
teamwork

H. Outsourcing and off-shoring Yes, outsourcing arfesbbring C

I.  Changing vocational education Yes, e-skills, G@ @&MP S, E
communication and networking;
laws and regulatory knowledge

J. Designing and offering new courses Yes, e-skBi§,and GMP S, E
communication and networking;
laws and regulatory knowledge

K. Providing information about emerging skills Noteesary

L. Improve the image of the sector Not necessary

M. Stronger cooperation between stakeholders Yesdls@rvice centres C S|

* C = company; S = sector organisations and chasnbecommerce; E =education & training; G

=governments; | = intermediary organisation, publigrivate.

6.13 Plant and machinery maintenance and repair workers

Much of these tasks will be performed by the buildé the machinery. Since new
machines/technology will be more software-baseskikks are getting very important for
maintenance and repair workers. In general, maghingl become more multifunctional
and complex, necessitating higher technical anti/acal skills in general.
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Table 6.9 presents strategic options for emergiompetences related to plant and
machinery repair and maintenance. Recruiting warkeom other sectors as well as
recruiting workers form other states, member ad aglnon-member, are considered
viable options. Recruiting workers form other sests, however, limited to workers with
generic skills. Specific skills needed to maintamrepair ‘furniture-specific’ machinery
can only be recruited from the furniture sectootiner states, not from other sectors.

Table 6.9 Strategic options plant and machinery maintenance and repair workers

Questions Answers
1. What is the maximum volume effect? Maintain in GMP, slight increase LC and GC
2. What is the maximum change in skills? 10
3. Do SMEs play a large role? No
4. Is the sector national/EU/global? Global (except LC)
5. Is the workforce old? Yes
6. Is the workforce low educated? Yes mainly
Options Is this option viable? Actors”
A. Recruiting workers from other sectors Yes, genskills needed C
B. Recruiting workers from other Member States Yes sa,
C. Recruiting workers from non-Member States Yes a, s,
D. Recruiting unemployed with or without re- Yes, some training necessaryin | C, E
training technical knowledge and e-skills
E. Recruiting young people from the education | Yes C,E
system
F. Training and re-training employed workers Yes, tyaiachnical knowledge | C, E
and e-skills (ICT and programming)
G. Changing work organisation No C, I
H. Outsourcing and off-shoring Yes, both outsourcimgifly in C
GMP) and off-shoring (GC)
I.  Changing vocational education Yes, related torimeth knowledge | E, S
and e-skills
J. Designing and offering new courses Yes, relataegd¢hnical knowledge| E, S
and e-skills
K. Providing information about emerging skills Yes Ko
L. Improve the image of the sector Not necessary
M. Stronger cooperation between stakeholders Yes ,E, G, 1

* C = company; S = sector organisations and chasnecommerce; E =education & training; G
=governments; | = intermediary organisation, publigrivate.

Next to recruiting across national borders or settioorders, recruiting youngsters from
the education system as well as recruiting the yh&yed are viable options. In the case
of the unemployed, however, some training is prbbabequired, mainly in technical
knowledge and E-skills. Also the provision of kneddje on new materials or products
may be in order. Youngsters should mainly be réeduio replace employees that leave
the labour market.

Training employed workers is also a viable optibnorder to provide this training the
development of new training programs or the altenabf existing programs may be in
order. These new or altered training programs shquit an emphasis on technical
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knowledge was well as e-skills (ICT as well as pangming). The sector could work
together with educational institutions and sectgaaisations to develop a basic technical
training for machinery maintenance and repair staff

6.14 Skilled handicraft workers

Table 6.10 shows the strategic options that areleir the furniture sector in providing
oneself with the skills needed for Skilled Handitk&orkers in the longer term. Since in
none of the four scenarios an increase in the nurabekilled handicraft workers is

expected, no recruiting is necessary, other tharrdbruitment of young people from the
education system to replace workers that leavéatheur market.

Table 6.10 Strategic options skilled handicraft workers

Questions Answers

1. What is the maximum volume effect? Maintain in GC and LC, decrease in GMP

2. What is the maximum change in skills? 15

3. Do SMEs play a large role? No

4. Is the sector national/EU/global? Global (except LC)

5. Is the workforce old? Yes

6. Is the workforce low educated? Yes, mainly

Options Is this option viable? Actors”

A. Recruiting workers from other sectors Not necessary

B. Recruiting workers from other Member States Notesssary

C. Recruiting workers from non-Member States Not nsass

D. Recruiting unemployed with or without re- Not necessary

training
E. Recruiting young people from the education | Yes, but only replacement demand C, S E
system

F. Training and re-training employed workers Yes, ivshtilling, mainly e-skills | C, S, E
and social skills

G. Changing work organisation Yes, combination withchine C |
operators jobs. Job enlargement
(multi-skilling)

H. Outsourcing and off-shoring Yes, both outsourcimgifly in C
GMP) and off-shoring (GC)

I. Changing vocational education Yes, renew techikicalvledge C, S E
(new materials), e-skills, multi-
skilling

J. Designing and offering new courses Yes, on neverias, e-skillsand | C, S, E
social skills

K. Providing information about emerging skills Yes )

L. Improve the image of the sector Not necessary

M. Stronger cooperation between stakeholders Yes ,E, G, |

* C = company; S = sector organisations and chasnecommerce; E =education & training; G
=governments; | = intermediary organisation, publigrivate.
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Skilled handicraft workers will be more importamt the customisation scenarios,
although an increase in automation is also expeant#us area until 2020. The necessity
of e-skills and technical skills is expected towyras well as knowledge about new
materials. In the customisation scenarios it w#l inportant to figure ways how to
translate the customer wishes into the desiredyatoavhich necessitates flexibility and
creativity from a more analytical perspective. Thawrders between handicraft workers
and machine operators may blur, requiring multikskj.

Since the kind of work that skilled handicraft werk do will change, some training and
retraining will be in order. First of all the jolnriction of the skilled handicraft workers
and the skilled non-handicraft worker will eventyddecome one and the same, requiring
multi-skilling for both job functions. Next to thamainly E-skills, knowledge of new
materials and social skills are in order. Makingsi aspects central aspects in training
courses as well as in vocational education is bl@ias well as necessary option. Multi-
skilling and closer teamwork between skilled and-skilled handicraft workers implies
changing the work organisation, for instance jolagyement as well as multi-skilling are
in order. Some additional training may be required.

6.15 Machine operators and skilled non-handicraft workers

Automation will increasingly enter the furnituredmstry. This applies especially to large
companies, but until 2020 also to a growing nund§e8MEs. Machines are getting more
sophisticated, IT-based and complex, necessitatioge information-based than manual
skills. E-skills and technical knowledge grow inpamtance. It is also likely that fewer
people will control a growing number of machinesl ahat programming skills will
become central. Not only technical and e-skillsl w&écome more important, but also
social skills, especially in the global scenarios.

Table 6.11 presents the related strategic optiBesruiting technical knowledge from
other sectors is possible, but only viable for genskills. Similarly, recruiting people
from other countries is a viable option. The EU ldotacilitate intersectoral and
international labour mobility. However, this reasr standardising of safety standards
together with the furniture industry. Recruitinguym people from the education system
is also a viable option that deserves full attemti®ecruiting unemployed is also
considered a viable option, although some traimngetraining in technical as well as e-
skills will always be in order.

With technical as well as e-knowledge of key impnde on the job, training courses are
needed to keep technical skills up-to-date. Thepeds should also stand at the core of
possible alterations in the vocational educatiagmm, however.

Since we expect skilled non-handicraft workers/ Inirae operators and skilled handicraft
workers to start working together ever closer, songanisational changes may also be in
order. These two job functions may eventually weell become one job function, with
the implication that every worker should be abl&dth handle new machinery as well as
handicraft furniture him- or herself. Multi-skilinthese groups of workers as well as
organising working together are in order.
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Table 6.11 Strategic options machine operators and skilled non-handicraft workers

Questions Answers

1. What is the maximum volume effect? Maintain in GMP, slight increase LC and GC

2. What is the maximum change in skills? 11

3. Do SMEs play a large role? No

4. Is the sector national/EU/global? Global (except LC)

5. Is the workforce old? Yes

6. Is the workforce low educated? Yes mainly

Options Is this option viable? Actors

A. Recruiting workers from other sectors Yes, genskills needed C

B. Recruiting workers from other Member States Yes sa,

C. Recruiting workers from non-Member States Yes a, s,

D. Recruiting unemployed with or without re- Yes, some training necessaryin | C, E
training technical knowledge and e-skills

E. Recruiting young people from the education | Yes CE
system

F. Training and re-training employed workers Yes, aiachnical knowledge C,E

and e-skills (ICT and programming

G. Changing work organisation Yes, combination withle# C, |
handicraft workers’ jobs. Job
enlargement (multi-skilling)

H. Outsourcing and off-shoring Yes, both outsourcimgifly in C
GMP) and off-shoring (GC)
I.  Changing vocational education Yes, related tortmeth knowledge | E, S
and e-skills
J. Designing and offering new courses Yes, relategdbnical knowledge | E, S
and e-skills
K. Providing information about emerging skills Yes Ko
L. Improve the image of the sector Not necessary
M. Stronger cooperation between stakeholders Yes ,E, G, |

* C = company; S = sector organisations and chasnecommerce; E =education & training; G
=governments; | = intermediary organisation, publigrivate.

6.16 Labourers

This category will be most threatened by automapioycesses. A general up-skilling is
needed. Increasing technical and language skilldo@come more important. Also social
skills will grow in relevance.

Table 6.12 presents the strategic options for emgrgompetences related to low skilled
labourers. We expect a strong decline in the nurabgbs within this job category. That
is why only a few emerging competences were asse€sgrent labourers need to be up-
skilled/(re)trained with mainly technical and sddaalifications to the level of plant and
machinery maintenance and repair workers or evamjphg engineers. Labourers outside
production are likely to be replaced by technol@ggcurity/-receptionists) or outsourced
to the service sector (cleaning / maintenance).
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Table 6.12 Strategic options labourers

Questions Answers

1. What is the maximum volume effect? Decreasing

2. What is the maximum change in skills? 6

3. Do SMEs play a large role? No

4. Is the sector national/EU/global? Global (except LC)

5. Is the workforce old? Yes

6. Is the workforce low educated? Yes

Options Is this option viable? Actors”

A. Recruiting workers from other sectors Not necessary

B. Recruiting workers from other Member States Notessary

C. Recruiting workers from non-Member States Not neags

D. Recruiting unemployed with or without re- Not necessary

training
E. Recruiting young people from the education | Not necessary
system

F. Training and re-training employed workers Yes, Uijtliag in technical C, S E
qualifications and social skills
(language)

G. Changing work organisation No, automation of prditurc C
processes

H. Outsourcing and off-shoring No

I.  Changing vocational education No

J. Designing and offering new courses Yes, generalkilpng in e-skills, | C, S, E
technical knowledge and social
skills

K. Providing information about emerging skills Notessary

L. Improve the image of the sector Not necessary

M. Stronger cooperation between stakeholders Notssacg

* C = company; S = sector organisations and chasnecommerce; E =education & training; G
=governments; | = intermediary organisation, publigrivate.
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7 Specific implications for education and training

This section specifically discusses the implicagidar education and training. The results
reported here are based on the conclusions of tamal workshop and expert judgement.
They also include examples of initiatives from sodafethe larger EU Member States, in
particular the UK, Germany, Italy and Spain, basad literature review. The implications
address the differences in education between MeiStaes and education levels, ranging
from schools, universities and colleges to ini@tational training institutions.

One of the key findings and an issue that shouldrbently addressed is the following:

‘Challenges for education and training in the seatannot be solved by education
and training institutions on their own. A number sidkeholders needs to actively
work together in order to provide joint answers agmdlutions to the range of
challenges identified below.’

The need for more and better collaboration is #®ult of inherent sector development
(technology, Internet, recent blurring of tradidnsector divides, and more) as well as
societal developments in general. Both become ewvere pressing in the oncoming future,
especially so in the transformation scenarios.

There are four challenges that will affect the fataf education and training, both in terms of
course and/or curriculum development requirememis #or the education and training
system:

1. The degree of automation will increase throughbatihdustry, in all scenarios. In the
global mass productioscenario automation will play a bigger role tharthelocal
and global customisatioscenarios, but the application of machines/roposdtypers
will increase until 2020.

2. There will be more machines, but this does not ynglgrowing need for people to
operate them — at least in the mass productionasiosn Production can be run by
fewer people from central control boards.

3. The furniture industry lags behind in regard to ldtest automation technology and it
will probably remain a lagging sector until 2020ertde machines capable of self-
diagnosis and self-maintenance as well as mainterabots will probably not be
deployed routinely in the furniture industry by 202 his will lead to an increase in
the need for machine maintenance and repair warkienwever, they will more likely
be provided by the producers of the machines rdbi@@r employed by the users of the
machines (i.e., the furniture industry).

4. Ongoing technological change leads to profound gearin business strategies and
job functions. The need for handicraft workers &tuburers will decrease in general
and the need for knowledge-based workers will npssebably increase (managers,
designers, strategic buyers).

5. Mass customisatioleads to new niches in the sector and a stronggiaisation and
differentiation; and

6. Mass customisationboth local and global) in combination with teclogcal
advancement will lead to a more customer-driverdpction process. Customers will
probably be enabled to co-design their own fureitanline, which will require the
development of sophisticated and interactive websif\fter completing the design,
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the product will go into production, which could bdly automated. This way of

selling products requires different technical skdind e-skills from practically every
job function, from managers to marketing and sates from commercial designers to
labourers.

In the light of the importance of training it isaessary to prepare the education and training
system to find adequate solutions. In the followitige implications for the education and
training system of these challenges are described.

7.1 Implications for education

Introducing sector-specific skills at an early stag

Ongoing technological change and fierce competitiothe sector make it necessary to early
combine theoretical, academic and vocational kndgéeat all educational levels and in all
forms. The transferability and connectivity of t#ferent education and training systems
should be enabled.

To improve the matching of skills taught at schomhal skills needed by the industry, the

British Department for Children, Schools and Faesil[DCSF) has created a new education
pathway for children from 14 to 19 yearShe so-called "Diploma” was jointly founded by

education officials and the industry and tries tadde general academic and vocational
education.

Improving the image of the sector

The expected skill shortages in the two transfoinascenarios, the expected increase of the
ICT and engineering professionals, of business famahce professionals, as well as the

replacement demand for production workers, makasaessary to improve the image of the

furniture sector in schools to attract more labauhese occupational functions.

Career guidance for labour market entrants and exppés

Career guidance can be used to pursue the follotmingobjectives. First of all, it can help to
redirect pupils and students to occupations whema@eased demand is expected and to the
sector in particular. Second, career guidance tassissupporting the placement of those
mature workers who are threatened by unemploynherthe sector scenarios, it is expected
that lower skilled occupations like production werk and support staff as well as managers
will decrease either by natural fluctuation or bydffs.

Career guidance assists in finding new job postésl within or outside the sector. In
combining career guidance with skills assessmengs potential analysis) as well as with the
recognition of soft skills by companies, the scdpeplacements can be expanded for the
employed as well as for labour market entrants.

Career guidance for pupils is undertaken in mosht@es by several different actors such as
schools, training organisations, public employmsentvices and related career information

centres, trade unions, universities, sector orgdiniss and companies. To enhance career
guidance for pupils a solid regional co-ordinatlmtween these actors can be very effective
as this helps in counselling and directing studentsa profession suitable for them.

® http://www.dcsf.gov.uk/14-19/index.cfm?go=site. refsid=47 and http://yp.direct.gov.uk/diplomas/ (ot
downloaded in October 2008).
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Regularly, persons equipped with required skilld gnalifications are available but do not
apply for vacancies due to the lack of informata@nthe labour market possibilities. Career
guidance and personal development for mature Iekiled workers could be supported by
an assessment of those skills which are not atiir documented so far. Systems for the
recognition of prior learning (RPL) support the etetination to what extent people possess
necessary competences for a new job (Duarte 2004. integration of RPL in career
guidance and targeted training bridges the gapdufem competences especially for mature
workers. Some Member States have included RPLeim flystem. In Portugal, for instance, a
national system of Recognising, Validating and Beng Prior Learning is implemented
through a network of centres. Adults, whether erygdbor unemployed, are offered a three-
tiered service, namely information, counselling amnplementary training, including the
accreditation of competences (OECD/European Comieani2004, p. 31). The centres are
supported by the Ministry of Education and are loyrtraining organisations or universities.
The certification and validation of skills is untiden by a jury with an external evaluator.

Another conceivable option is co-operation betwaemmpanies, sector representatives,
training institutes and external human resourcensellors, especially to further develop or
up-skill the lower skilled workforce of SMEs in tlsector. One of the implications of the
scenarios is that there will be less demand fopstipstaff and production workers in the
future. In order to prevent skill gaps in other weations within the sector and to prevent
unemployment of these workers, career managemewalyof such networked co-operation
could be helpful. This kind of human resource depeient could especially be led by
training institutions, yet jointly implemented withe other actors. Especially for the small
companies in the furniture sector this could beossibility to develop their human resource
management.

7.2 Implications for initial vocational training: need for new contents and new
approaches

Different vocational training systems in Europe

The expected technological change in the threeasmenwill lead to profound changes in
both business strategies and occupational functldowever, the precise extent of the impact
of these changes is hard to predict. The educatiortraining system has to cope and adapt to
this uncertainty rather by a transition to flexilti@ining (e.g., modularisation) than by
offering new content. However, training institutsoare unable to face this challenge on their
own. To keep up pace with sector developments tieeg to provide the latest technology,
the latest knowledge about emerging business pliss#h and training for the skills of
tomorrow. This challenge cannot be met by one aatwre. The half-life period of skills and
knowledge is also getting shorter due to changesistomer demands and resulting changes
in business models. This leads to several impbaatifor education and training systems on
the level of both, the nature and the content eftthining provided.

Most of the employees in the furniture industry éalow or medium educational
gualifications. The majority of the occupationahétions are either trained at schools, in
apprenticeships, or on the job. Less than 50% efntianagers in the furniture sector have
higher education (Manshanden, et al. 2008, Takl®)3.Therefore, the initial vocational
training system is important for most of the jobndtions. Before outlining several
possibilities for improving Initial Vocational Edaton and Training (IVET), different
Education and Training (VET) systems will be ddsed and analysed. Different VET
systems as well as a combination of Initial and thoing VET systems (IVET and CVET)
are implemented in the European Member StatesQkamatide et al [2005] and Koch and
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Reuling [1998]). Various characteristics of the VEkstems have to be taken into

consideration when discussing possible specifidigafions for education and training.

Table 7.1 The three prevailing VET systems in Europe

A. Liberal

B. State-controlled

C. Corporatist

Decision maker

Business (and individuals

State

State and social partner
organisations

individual, utility oriented,
short term and specific

Rational Liberalistic competitive Centralistic state-centred Corporative — social
consensus

Programmes Business and individual Education and citizen Oetiop

Content Needs of business and Politically determined, Determined by social

general knowledge,
course-oriented, academi

partners, occupation
C centred, strong traditions

Labour markets
VET relates to

Internal (business) labour
markets

Occupational and internal
labour markets

Occupational labour
markets

training and education

Strengths Flexible, cheap for the Strong linkage to the Broad vocational
state, close to the needs ofeducation system, no lack education with equal statu
production of training places to general education
Weaknesses Under-investment in Weak linkage to the labouyrInertia in the institutions

market

in certification and quality

Representative | United Kingdom, Ireland France Germany, Austria,
examples Denmark
Trends Stronger state involvement“Dual system” emerging | Internal labour markets

and stronger orientation o

nMarketing of VET

business needs

Source: Adapted from Clematide et al (2005).

In general, the VET systems can be grouped intethdeal-typical’ systems, each of which
have various characteristics, but are typifiedh®yplayer(s) who decide(s) about the structure
and content of the VET system. At the hand of th&inction, three main types of VET
systems can be identified, namely: (a) Liberal; $tgte-controlled; and (c) Corporatist (see
Table 7.1).

The three VET systems of Germany, France and thiedrKingdom are of specific
importance as they can be regarded as ‘ideal typesésenting many variations of the VET
implementations in Europe. The enterprise-baseiainiga system of Germany (the ‘Dual
System’) is implemented by the social partners thedstate. Next to this prevailing system,
other forms of VET exist. In France, a school-baseihing system is established and
implemented by the state. Even though the full-fisehool-based training system competes
to some extent with an upcoming apprenticeshimitngi system, it is still the dominant form
of vocational training in France.

The system implemented in the UK, the national tiooal qualification, is regulated and
driven by market forces in several important segmer\lthough national vocational
gualifications (NVQ) and general national vocatiogaalifications (GNVQ) are regulated at
national level, the implementation of training ist megulated at national level. Commercial
certification systems are still competing with patl ones. Thus, work-based as well as full-
time school-based training can be found. Specahittg schemes for unemployed such as
school-based schemes for unemployed youths orlsaterprises for long-term unemployed
are present in several European Member States.
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Besides those ideal types, several mixed formg @xiEurope. In Spain, for example, there
are more informal forms of VET to be found. In Gahtind East European countries the VET
system tends to move from a state-controlled mtwdalmore corporatist model.

Enhanced flexibility and modularisation

Several implications arise due to the strengthsveeaknesses of the different VET systems
in place, with sector specific challenges on the band and the employer needs on the other.
Firstly, enhanced flexibility in education and triag of technical occupations is needed.
Flexibility in this sense refers to the capabilifythe VET system to adapt effectively to new
training needs in terms of quality and quantity.flaxible VET system is required in
particular in circumstances in which profound chesigake place and job functions and
occupational profiles alter quickly. In order tchaase more flexibility and to respond in-time
with altering training contents and enhanced qtyardi modularisation of education and
training is recommended. Even if problems occuth® modularisation of training in some
IVET systems, modular systems facilitate the bogdiup of competences and ease the
interaction between IVET and CVET systems. Flekipik also required for different forms
of education and training. Enhanced flexibility aadmodularisation of IVET is a big
challenge for the state-controlled and the corpstraystems. Liberal systems will find their
ways easier. However, the liberal market-drivertesys with their strong focus on technical
on-the-job skills lag behind in general educatiwhich in turn becomes an obstacle to the up-
skilling of the individual and a higher permealyildf the education system. Besides, general
and generic skills are not obsolete but become nmp®rtant as a basis for the ability to
react on new training demands emerging from newnglogies and changing production
processes.

More important and sometimes presenting a deadisdhe consequence for Life Long
Learning of the individual following from differedET systems. The corporatist and school
based VET system guarantees a more universall imd@ational training and in the case of
combined apprenticeships also a practical traimamgthe job (dual system). However,
continuing training is disregarded. The qualifioatievel once acquired leads to reposing on
the achieved and Life Long learning is not givekes focus. VET structures are not capable
of adapting quickly to the new skills needs. Thausplid co-operation between VET suppliers
and companies is required to better match skilledaed by the industry and the supply
throughout the working life cycle.

In the three scenarios a broader set of skillsllim@upational functions and the ability to
choose between the right ones by the individualkewois expected. Over the last years
several reforms have taken place or have at leash Iplanned to adapt IVET to the
technology driven changes in the economy. Modwdfos and greater flexibility is one
possibility to adequately react on emerging skikeds. An alternative option presents the
building up of joint training systems.

Joint Training Networks to foster apprenticeshipshe sector

Due to technological change and the developmediffgfrent business niches, joint training
networks between companies for job entrants (aswlfar mature workers) will become more
important in the future. Regional based joint timgnnetworks between companies are one
possibility to provide the comprehensive trainiof pntrants need. The main purpose of joint
training systems is that apprentices pass throligheaessary stages of an apprenticeship,
although the main training company can only pro\ddene of these stages. Particular SMEs
have continuing problems to dispense workers fainiing. Joint training networks are most
applicable in regional centres of the sector whbeedensity of companies is high. Regional
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and communal authorities can support the sectoratd build up such regional joint training
networks.

Joint teaching facilities for all: keep vocatiortalaching up to date

Joint training facilities with the latest equipmeatailable for initial vocational and further
training can be built up in cooperation with traigiproviders, social partners and the public
authorities. To establish such training facilitte® combined effort of sector organisations,
component suppliers and public authorities is néede

Development of e-learning and blended learning

A stronger use of e-learning also in apprenticesluipuld help to unburden SMEs in this
respect. This is also a quite useful tool to supfgue training supervisors of apprentices in
companies and provide latest information about ldgwveents in the sector. During the
German reform of apprenticeships in the sector-Eaming platform was established with
several features. The Dutch sectoral fund “StichtiScholing en Werkgelegenheid
Meubelindustrie” (Foundation for Schooling and Eayshent in the Furniture Industry) is
another example where e-learning is going to bmodlotced. If they want, companies and
schools have the possibility to use their platfdonadjust and to add courses. Most useful of
e-learning is the possibility of self directed l@ag which considers the limited resources for
off the job training in SMEs and micro enterprisélereover, it offers more flexibility in time
and place of learning, which can be a big advantgaining is difficult to combine with
work schedules and/or home responsibilities.

7.3 Implications for continuing vocational training: further developing existing
pathways

For practically all occupational functions in thecwr the analysis suggests continuing
changes in vocational education (for details semptehr 6). The overall implication of the
scenarios for continuing vocational education ikeéep the traditional skills needed in the
sector up-to-date and to provide for new skillsiag from technological developments and
changes in business organisational models, esfyeteaskills”. The requirements are best
described by the term “multi-skills”. This developnt is boosted through the predominance
of SMEs in the sector, where employees have monretifins to fulfil than in large
companies. Some occupations will be more affectethis trend than others. The scenarios
and the already existing problems documented in liteeature propose several urgent
measures for certain job functions:

e Continuing vocational education: preparing for maskilling, re-training and up-
skilling;

e Skills assessment, transparency and quality afitrgj

e Information campaign about utility of continuingoational training in the sector;

e Joint continuing vocational training networks apedal courses for older workers;
e Enhance flexibility in learning forms; and

e Cooperation to improve information regarding skileeds and job opportunities.

Continuing vocational training: multi-skilling, recaining and up-skilling

According to earlier analysis in this study thedaration workforce is low skilled, ageing and
mostly employed in SMEs. Employment numbers areeetqul to decrease in the future but
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also new skills are needed. This leads to severpligations for the education and training
system. Besides training the existing productionrkiavce in emerging skills (and
particularly in flexibility in applying new technigps, working with new materials and
technologies and working with ICT and e-portals)d,adue to a broader work scope, soft
skills like communication, stress management, gpatianagement and health and safety,
there is also the necessity for up-skilling andneketraining in occupational functions like
sales and marketing and business staff. For tlaisore certification of skills and knowledge
obtained in the workplace should be recognized skills assessments of skilled workers
should be offered by training providers to optimthe re-placement of these workers (see
also recognition of prior learning, section 7.1nh dvercome skill shortages and gaps in the
furniture production apprenticeships for adult uhe#t labourers in binding and finishing
production are also conceivable to fill the vacas@and give insiders and also outsiders a new
perspective.

Training, up-skilling and re-training support stafff the furniture sector for higher
occupational functions such as sales is neededadsal possible. Continuing vocational
training is needed to prepare support staff foraijeg the emerging ancillary services. This
includes general computer skills, operating dig€@NC machines, databank management,
marketing, customer care and sales knowledgelomitic services, etc.

Multi-skilling will become more important also fasccupations in the furniture sector.
Business skills and project management skills Bg@tome more important in the future. This
will also be the case for designers because of gteng role as information hub and their
position at the interface between customer andymtimh. The main challenge for education
and training will be to provide suitable courses.

Joint continuing vocational training networks amukesial courses for older workers

To minimise costs in off-the-job vocational traigifor SMEs joint vocational training
networks can be established between firms. Compawiiehe sector jointly decide about
training needs and send their staff to jointly aiigad trainings offered by external training
providers. This could help reduce training costs.sbme countries (e.g. Austria) these
training networks are supported by the public emplent service, but only when they are
specifically targeted at certain groups, e.g. tlderoworkforce. Thus, this could be a model to
train the ageing workforce of furniture productiworkers.

Co-operation to improve information regarding skilleeds and job opportunities

Close collaboration between all relevant stakelrsldeompanies, education and training
organisations, social partners, research institgtend public authorities, will help to reduce
information deficits on current and emerging skiileds. The traditional training system has
to adapt to the new situation and collaboratioranseffective instrument to stimulate the
implementation of changes in VET. A strong linkdagtween industry and education and
training is recommended in full-time, school-bas#ell systems that are state-driven (Koch
and Reuling, 1998). In all countries and, in paiac, in the new Member States, co-operation
is essential to improve the practical orientatioWET (Skjglstrup and Mayen, 2007).
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8 Recommendations

8.1 General recommendations

A principal recommendation to meet emerging skillseds is to intensify cooperation
between all relevant stakeholders in the sectoe. difallenge to overcome sectoral skill gaps
will be met if industry, training providers, socigartners, research and public authorities act
in concert. This was demonstrated in section se#ecollaboration is not only required to
meet skills needs, but also to support the devedopraf sectoral learning strategies and the
establishment of partnerships for innovation argceation.

Enhanced investment in human capital is requirexst Gharing mechanisms between actors
such as public authorities, companies and indivgueeed to be developed and life-long

learning (LLL) throughout the life cycle should peomoted. Learning must be made more
attractive to all, e.g. via tax incentives or arlp of attitudes in order to integrate learning
into all phases of life and to incorporate a lifedleyapproach to work. In addition, the training

and education systems in the Member States neleel fmproved to cope with more modular

based needs for VET to cover knowledge shortagesipsskilling needs, as already stated in
the above implications for education and training.

Life-long learning is the key to keep up with cortifpeeness and to prevent less favourable
scenarios. Governments should further developebal Iframework for supporting life long
learning at all ages. Social partners should dgvgdint programs of lifelong learning in
cooperation with public authorities and other rel®v stakeholders such as training
organisations and universities in order to up-grskiés of the workforce in the sector. The
programs should be tailored to the specific neddSMES in the sector. Life-long learning
should encompass all skills levels aiming at rgdiasic social skills as well as technical
sector skills. All available international, natidraand regional and local pathways should be
used to finance lifelong learning.

8.2 Specific recommendations

Different strategic options by job function weredlaut in sections 6 and 7. Additional
specific recommendations relate to the following:

Facilitation of training co-operations between SMEs

The prevalence of SMEs in the furniture sector mat@operation for initial and continuing

vocational training necessary. These co-operatstiasild be supported by national training
bodies and sectoral social partner organisatioms sapported by public funding. Existing

models should be made public and good practice pksmnshould be disseminated. Joint
training networks should be used for apprenticeshyot also for the training of the

employees of the sector. In regional centres osdwtor provincial or regional authorities can
support the establishment of training co-operations

Up-skilling of low skilled technical production wkars

To ensure employability of lower skilled technipabduction workers in furniture and to train
them for other occupations in the sector, up-siglland retraining is a necessary investment.
Public authorities such as the public employmentvise or communities (as their
responsibility for regional development) should &gpg and support companies and
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individuals in their training efforts. For this s an adult apprenticeship model could be
developed and applied.

Keep older workers longer in employment and suppacttional training for older
employees

Like most industries, the furnishing sector is confed with an ageing workforce. To keep
the knowledge and the experience of older workeaslable and to avoid skill gaps, special
part time retirement schemes should be developetidyesponsible authorities and applied
by the companies. Additionally, further training ofder workers in SMEs should be

supported by public authorities.

Build joint training facilities

Therefore, joint training facilities financed by cter organisations, companies (also
engineering companies) and public authorities ghbel established for initial and continuing
vocational training to keep the workforce up-toedat

Strengthen cooperation in sector-specific trainmgasures

In order to keep pace with technological and subsetjorganisational developments flexible
and up-to-date training offers are required in #extor. The demand for building up
cooperation between companies, social partneisjrigaproviders and research institutions is
obvious. Interactions between the actors involvedu&l take place on a regular basis and
should be implemented in a dynamic way. Such catiger would help to implement the
concept of the “knowledge triangle”, that is to s&yconnect education with research and the
innovation processes. Thus, training should airméke workers acquainted with emerging
processes in sector-specific innovations, resegroesses, and new educational settings
(such as micro-learning, the use of social softvear@ other networking practices). Since the
trainings should especially meet the specific detsasf SMES, the participation of SMESs in
the design process of the trainings should be preth@nd encouraged. Chambers of
Commerce, sectoral funds and training providers expected to play a major role in
organising joint efforts.

Interdisciplinary and multidisciplinary studies

In vocational education and training more attentishould be paid to inter- and
multidisciplinary studies as different technicalllskneed to be combined with the required
non-technical skills. Even though a sound techredaication still provides the basis attention
will have to be paid to enhance other skills sushpeoject management, languages and
competencies in business development. Such elensbiotgd also be an integral part of
apprenticeship and traineeship programmes.

Enhance transparency of the quality of trainingaal as improving the trans-national
recognition of vocational qualifications

Due to the fact that a common certification systsnstill missing in the EU, vocational
gualifications are not recognised in all countriesaddition training often takes place in form
of non-standardised and not-certified courses, whmits the possibility to assess its quality
and to include it in worker skills profiles. Difiidties in assessing workers’ skills also occur
when workers are recruited from other countriesemtors. The implications of the missing
certification system are crucial. The setting ug@bmmon certification system is a necessity
in order to also make the quality of further tramimore transparent and to increase mobility
of the workforce. Programmes to stimulate mobilgg such (by short- and mid-term
exchange programmes) might help in this respeds Jlteds light on the need to make better
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use of existing European programs (e.g. Leonarddimia) and of support made available by
the Structural Funds (e.g. ESF).
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