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ABSTRACT


In this research one reflects upon about growth and development factors in a knowledge based economy. In this kind of society man is seen globally and his learning is a continuous personal and social enrichment process of the intellectual capital. Therefore, the identification and characterization of the contribution of university teaching to structure knowledge society, is a guideline for this research, bearing in mind that the technological complexity lies on the harmony and complementarity of human, relational and technological capitals.  


As man is in the centre of all economical and social dynamism, the characteristics of his emotional structure have a direct influence on his individual and collective performance. In this sense, we are trying to establish if university teaching is contributing to the production of emotional capital, alongside with the other capitals, so as to increase performance in the different companies and organizations. 


The methodology of this work is based on our own survey, which was structured according to Likert scale, with five answer options, coded from 1 (one) to 5 (five), 1 (one) being Strongly disagree and 5 (five) Strongly agree. Our target populations for the study are university students in the North of Portugal. 
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1. INTRODUCTION

This investigation is concerned with education and its effects on society. This is a relevant issue, as it links technological complexity with competences and with the evolution of human and emotional capital. Education is relevant as a process, because it presupposes a continuous movement of production of competences that feed those capitals. Because of that, education and training help society, they exert pressure on the different aspects, namely economic, social and cultural and take care of an integral development of people. Its mission is to raise the levels of well-being. 

Within this spirit, school is like a centre for management of feelings and competences, aiming at social cohesion and fighting social differences. In this atmosphere, there are many contributions from typology analysis and from the conceptual area of competences. However, in an explicit and incisive way, its analysis is a recent, explicit concern, as it is only about four decades old. Despite these efforts and contributions, it seems that there is still no conceptual basis on the notion of competences, a fact which is proved by the proliferation of studies on the themes of “competences”, “knowledge management” and on “knowledge in organizations”. Even though all these areas of knowledge are complementary, they have their own objectives. Hence the conflict that sometimes exists in the analysis made, which does not allow us to reach a consensus on the content and typology of competences. Nevertheless, for the different authors who have reflected upon these issues, there seems to be a consensus on the fact that competences are acquired and perfected with training, with learning, observation, reflection and sharing. In this context, the notion of competence goes beyond technical and technological competences and also comprises a set of values such as tolerance, respect, acceptance of differences in behaviour, attitudes, as well as support to improvements introduced and/or to introduce in organizations. As competences are a mirror of companies structural feelings, their quantity-quality binomial makes employees more skilled to react more quickly to everyday situations, to take on more responsibility, to produce synergies and improve resource allocation, namely by increasing efficiency. 
For this study, during the months of May and June of this year we enquired students of three different Public Universities situated in the north of Portugal. Our aim was to capture students’ sensitivity to the values conveyed by their professors in the lecture room, so as to check if they are according to the guidelines of the Declaration of Bologna. Simultaneously it was our aim to determine if those values include the training of emotional and relational competences, side by side with technical and technological competences to structure a society based on knowledge, just like the Declaration of Bologna refers when it comes to transversal competences. 

The survey we designed was structured according to the Likert scale, with five answer options, classified from 1 (one) to 5 (five), 1 (one) meaning Strongly disagree and 5 (five) Strongly agree.

The work is divided into two parts. The first part comprises a framework of the theme and an exploration of the different concepts and the second is comprised of empirical analysis and discussion of the results obtained. 
2. FRAMEWORK AND NOTION OF COMPETENCES

The acquisition of competences may occur in the family, with social relations, informal training, formal education and everyday experience (Durbin, 2004; March, 2006). However, the mission and objectives of the different Institutions and Organizations, the cooperation and companionship inside them, as well as the entrepreneurial skills of their managers and employees are other important ways to access competence acquisition. There are also other access sources, such as company dynamism, their exposition to an international competitive environment and the public policies of guidance for the markets. Simultaneously, the development of new product features and the shortening of product cycles raise problems to companies, namely learning organization (Donnellan (2003), which increasingly have to have skills to be able to use knowledge and to structure their competitiveness, since abilities are a source of competitive advantages (Mitchell e Nicholas, 2006). This way, it seems that it is not surprising that the creation of knowledge continues to be an area of growing research and reflection, as it sustains competitive advantages (Amit e Schoemaker 1993; Handzic and Chaimungkalanont, 2004; McEvily and Marcus, 2005; Tanriverdi and Venkatraman, 2005). It is in this line of thought that Chatterjee at al (1992) defend that competitive advantages are related to the performance of organizations, which in its turn depends on the culture and on the motivational policies. This way, in the current competitive context it is to be expected that companies present a coherent culture or sub-culture system, where the values and proactive encouraging are essential and structural to their performance and long life. 

Within that complexity there is the notion of strategical competences that incorporate other aptitudes, very often of complementary nature, with cause and effect relationship with the social and behavioural development of individuals. In this context, training should follow the path of all purpose and flexible models because organizations need human resources with transversal competences, where cooperation, help, autonomy and responsibility are structural values. Among transversal competences we point out oral and written communication, group work, autonomy and adaptation to change, creativity, leadership, critical mind, ethical compromise, self-confidence, motivation, risk assumption and the capabilities to question, give opinion, listening, dialogue and initiative. 


Despite the diversity of typologies, we find authors who decided to specify competence branches according to predefined objectives. In this sense, Thornton, Byham and Dulewicz (mentioned in Levy-Leboyer, 2003: 55 e 56), talk about universal competences and super competences. Universal  competences are applied to directors and leaders and can be presented as follows: oral communication, written communication, analysis and attention to internal and external problems of the company, planning and organization, delegation, control, employee development, sensitivity, authority over individuals and groups, creativity, risk acceptance and challenge, decision, energy, initiative, range of interests, tolerance to stress, adaptability, leadership, motivation, technical and professional knowledge, among others. Dulewicz, in his turn, created four categories for super competences: (1) intellectual, (2) interpersonal, (3) adaptability and (4) orientation to results. The intellectual competences include strategic vision, analysis, assessment, planning and organization. The interpersonal competences cover the capacity to lead employees, persuasion, spirit of decision, interpersonal sensitivity and oral communication. On the other hand, the capabilities of adaptability include flexibility and adaptability, whereas the capabilities oriented to results encompass energy, initiative, the will to win and a business sense. 


This seems to be some sort of guidance for human capital, as it should be comprised of a set of capabilities, such as initiative, adaptation, empathy and persuasion. However, companies should, at the same time, show organizational capabilities to use and transfer knowledge (Ordóñez de Pablos: 2004a), as well as to acquire, combine, divide, share and institutionalize, which constitutes the most relevant capacity for companies to maintain their competitive advantage (Grant, 1996a; Teece et al, 1997; Zack, 2003). These capabilities allow us to manage knowledge as a dynamic process, since management includes several types of technical and technological resources, combining explicit and tacit dimensions (Díaz Díaz et al, 2004: 5). Choen and Levinthal (1990: 128) argue that the ability to use external knowledge efficiently depends on internal abilities, which include basic and specific abilities. The combination of these two abilities is called by Choen and Levinthal the absorption capability of the company and they consider that the premise lies in their capability to know how to assimilate, interpret and use knowledge. Thus dynamic capabilities are organizational routines and strategies implemented by companies with the aim of rebuilding existing competences and allowing companies to adapt to the turbulence of market mutation (Teece and Pisano, 1994; Grant. 1996: 375).

3. THE BOLOGNA PROCESS AND COMPETENCES
There is a close relationship between knowledge as production factor and competences because knowledge encompasses and adjusts codified and tacit contexts, which gives sense to information. Thus, part of the knowledge lies within people and is inseparable from them. On this subject, Dosi (1988, 222), thinks that there various types of knowledge but he distinguishes objectively the one related to scientific knowledge and the one related to wisdom and applicable principles. The latter penetrates into people and lives there until it is transformed into articulated knowledge. Thus, globally, knowledge can be divided into tacit and codified knowledge (Foray & Lundvall, 1996: 12), it becomes dynamic in moving ground, where it spreads to benefit other entities (Langlois & Robertson, 1996).

But knowledge can also be understood as the human capability to understand the world that surrounds us and operate accordingly (Raich, 1999). For this reason the author is in favour of a new entrepreneurial spirit, with the capability to convert ideas into real things. This perspective leads to the identification of opportunities and their exploration, a fact which needs new essential competences, i.e., new knowledge. But the possession of information in itself does not constitute a guarantee of knowledge sharing. Their success depends essentially on the human infrastructure that ensures training and knowledge use (O’Dell & Odem, 1999). This way, the existence of relevant information and skilled personnel to interpret, implement and even design is essential for economic activity (Barceló, 1992: 77). 

Since technology includes knowledge, then current companies need to be able to understand it. It is on the light of these notions that Barceló (1992: 78) distinguishes the use of technology mastery. He thinks that to master technology means to adapt it, modify it and reproduce it. But for that it is necessary to count on a company culture. He also considers that the mere use of it consists in a passive manipulation of that same knowledge as innovation is more than a simple process of knowledge accumulation and assimilation. However, for this to be creative there must be a perfect mastery of technology. It is in this sense that Buesa & Molero (1998a: 232) think that “innovative companies do not use external sources of technological very intensely”. These authors are in favour of knowledge internationalization as a way of increasing their central basic competences. Because of that, an organization, whose staff does not have updated knowledge will not be able to innovate strategically, which may weaken their central competences. This issue calls for a new notion of patrimonial values, where emotional intelligence takes on the role of pivot. In this sense and in Goleman’s opinion (1999), emotional intelligence is the capability to recognize and manage feelings, emotions and motivations. Thus, emotions depend on human, structural and relational capitals (Thomson, 2000) and that way, on the capital and emotional intelligence of the organization itself. According to Vivian Acosta (referred to in Thomson, 2000: 22) emotional intelligence is a set of capabilities, behaviours and personal qualities, which allow for an efficient development and professional performance and simultaneously to manage people's emotions, namely those that arise from the enthusiasm of everyday performance. This vision points towards a more complex and dynamic notion of competences, where emotional, relational and social domains are strategic to consolidate those competences.


Zorrinho et al (2003:48-53) associate knowledge with competences and think that these are much broader and must include attitudes and behaviours. In this sense, competence is a multidimensional concept built by collective intelligence (Amit and Schoemaker, 1993:35; Armstrong, 2001; Baroni, s/d; Ceitil. 2006:33), a vision that calls for a more active attitude from schools in the process of teaching and learning. In this sense and according to the Bologna Process (please see Tuning Project, 2006), for the European Area of University Teaching the competences describe the Results of Learning, i.e., that which the student should know when he finishes his learning process. In this sense, the guidelines for these competences point towards the construction of an aggregate and multifaceted concept, including the immensity of sub-competences that belong to each group. Thus, competences, according to the Tuning project (2006) can be grouped into: (i) instrumental competences, (ii) interpersonal competences and (iii) systemic competences. The first group focus on cognitive, methodological, and instrumental capabilities, among others. The second group emphasize individual capabilities, namely at the level of social interaction and cooperation. In its turn systemic competences are more oriented towards the global nature of the system and favour the combination the different areas of knowledge as is the case of understanding, sensitivity, predisposition and personality traces for tolerance.  

4. EMPIRICAL ANALYSIS
4.1. Introduction and objectives
For this work we enquired students from three different Universities located in the north of Portugal, during the months of May and June 2007. One university was located in Porto, another in Braga and the other in Valença. At Porto University, the students who were enquired are from the degrees of Civil Engineering and Computer Engineering, from different years of the degrees, in a total of 153 students. At Braga university students are from the degrees of Sociology, 1st year, a total of 20 students and Social Communication, 2nd year, a total of 61 students. At the Polytechnic of Viana do Castelo, in Valença, students enquired are from the degrees of Computer Management and Distribution and Logistics, 1st year, a total of 34 students. The surveys in Braga and in Valença circulated in the last three weeks of lectures, while in Porto they circulated on the days the students had exams. All the students enquired made in loco, an assessment of the following values – personality traces – of their professors:
1. Tolerant
2. Relaxed
3. Boring
4. Competent

5. Patient
6. Enthusiastic
7. Assiduous
8. Punctual
9. Fair
10. Impartial
11. Honest
12. Responsible
13. Communicative
14. Coherent
15. Listen to the students
16. Respect different opinions
17. Defend sharing/cooperation
18. Defend an environment of respect
19. Good companions in the learning process
20. Defend creativity and a critical mind
With these questions, our aim was to focus on characterizing the values transmitted by professors in the lecture room, so as to check if they are according to the guidelines of the Declaration of Bologna and the new guidelines for university teaching. In this sense we intended to determine whether this set of values include the training for emotional and relational competences in professors, side by side with technical and technological competences, as it should be in a society based on knowledge. 

The survey we designed has been structured according to the Likert scale with five answer options, coded from 1 (one) to 5 (five), 1 (one) being strongly disagree and 5 (five) strongly agree. 
4.2. The Results
For the this work we decided to select only the group where the student was asked to select, by decreasing order of importance, the five characteristics which he thought the most relevant for the teaching – learning process, the results of which have been summarized in Table 1:
Table1: Answers to multiple choice question, by decreasing order of classification
	Variables
	Answers
	Percentage of cases

	
	No.
	Percentage
	

	 
	GROUP I
	
	
	

	
	Competent
	175
	13,7%
	68,6%

	
	Fair
	108
	8,5%
	42,4%

	
	Good companions in the learning process
	107
	8,4%
	42,0%

	
	Defend creativity and a critical mind
	98
	7,7%
	38,4%

	
	Listen to the students
	93
	7,3%
	36,5%

	
	Responsible
	89
	7,0%
	34,9%

	
	Communicative
	85
	6,7%
	33,3%

	
	GROUP II
	
	
	

	
	Impartial
	69
	5,4%
	27,1%

	
	Honest
	66
	5,2%
	25,9%

	
	Tolerant
	63
	4,9%
	24,7%

	
	Coherent
	57
	4,5%
	22,4%

	
	Enthusiastic
	51
	4,0%
	20,0%

	
	GROUP III
	
	
	

	
	Respect different opinions
	46
	3,6%
	18,0%

	
	Patient
	33
	2,6%
	12,9%

	
	Defend an environment of respect
	34
	2,7%
	13,3%

	
	Defend  sharing/cooperation
	32
	2,5%
	12,5%

	
	Assiduous
	26
	2,0%
	10,2%

	
	Punctual
	22
	1,7%
	8,6%

	
	Relaxed
	13
	1,0%
	5,1%

	
	Boring
	8
	0,6%
	3,1%

	Total
	1275
	100,0%
	500,0%


Source: our own creation
According to the answers, we divided the variables into three groups, depending on the weight of the answers obtained. Group I aggregates the variables with answers above 6%, group II aggregates the answers with percentages between 4 and 6% and group III aggregates the variables with percentages below 4%.  


By analysing Table I we verify that the is a clear trend for students to elect the following variables as priorities: Competent, Fair, Defend creativity and a critical mind, Good companions in the learning process, Listen to the students, Responsible and Communicative, with absolute predominance of the variable “competent”. However, group III, when compared to the other groups, is marginal in students’ preferences. As in this group we have variables such as Respect different opinions, Defend an environment of respect and Defend sharing/cooperation, it seems to us that current students of university teaching in Portugal still have not understood the real spirit of Bologna, which includes the construction of a critical, open, responsible, coherent, tolerant and enthusiastic mind, as well as the building an atmosphere of respect, where different opinions consolidate the social structure and where a sharing and cooperation environment are essential for the construction of a plural, human and society where there is dialogue. 

However, according to the priority for the five possibilities, according to Table 2, we noticed that the choice greatly emphasizes the variable “competent”, the second choice includes the variables with an identical feeling, such as ”competent” and “fair”, the third choice includes the variables “responsible” and “communicative”, the fourth choice was the variable “listen to the students” and the fifth choice the variables “good companions in the learning process” and “defend creativity and a critical mind”. 

This hierarchization made by the students seems to agree with the thesis that the spirit of the Bologna reformation in university teaching has not been assimilated by the students, particularly when it comes to the three first choices, which show a trend to stick to a traditional and individualistic teaching.
Table 2: Selection of variables, according to the order of choice
	Variables

	1st Choice
	2nd Choice
	3rd Choice
	4th Choice
	5th Choice

	
	Frequency
	Percentage
	Frequency
	Percentage
	Frequency
	Percentage
	Frequency
	Percentage
	Frequency
	Percentage

	Valid
	Tolerant
	20
	7,5
	4
	1,5
	11
	4,1
	16
	6,0
	12
	4,0

	
	Relaxed
	4
	1,5
	2
	0,7
	2
	0,7
	3
	1,1
	2
	0,75

	
	Boring
	2
	0,7
	2
	0,7
	2
	0,7
	1
	0,4
	1
	0,4

	
	Competent
	105
	39,2
	27
	10,1
	11
	4,1
	21
	7,8
	11
	4,1

	
	Patient
	8
	3,0
	8
	3,0
	4
	1,5
	5
	1,9
	8
	3,0

	
	Enthusiastic
	7
	2,6
	20
	7,5
	7
	2,6
	5
	1,9
	12
	4,5

	
	Assiduous
	5
	1,9
	9
	3,4
	4
	1,5
	3
	1,1
	5
	1,9

	
	Punctual
	0
	0
	5
	1,9
	9
	3,4
	3
	1,1
	5
	1,9

	
	Fair
	23
	8,6
	32
	11,9
	23
	8,6
	14
	5,2
	16
	6,0

	
	Impartial
	11
	4,1
	21
	7,8
	20
	7,5
	9
	3,4
	8
	3,0

	
	Honest
	7
	2,6
	14
	5,2
	18
	6,7
	18
	6,7
	9
	3,4

	
	Responsible
	4
	1,5
	21
	7,8
	29
	10,8
	24
	9,0
	11
	4,1

	
	Communicative
	8
	3,0
	20
	7,5
	27
	10,1
	17
	6,3
	13
	4,9

	
	Coherent
	1
	0,4
	10
	3,7
	11
	4,1
	18
	6,7
	17
	6,3

	
	Listen to the students
	9
	3,4
	11
	4,1
	22
	8,2
	33
	12,3
	18
	6,7

	
	Respect different opinions
	2
	0,7
	5
	1,9
	8
	3,0
	14
	5,2
	17
	6,3

	
	Defend sharing/cooperation
	3
	1,1
	4
	1,5
	7
	2,6
	9
	3,4
	9
	3,4

	
	Defend an environment of respect
	5
	1,9
	9
	3,4
	3
	1,1
	5
	1,9
	12
	4,5

	
	Good companions in the learning process
	16
	6,0
	22
	8,2
	13
	4,9
	23
	8,6
	33
	12,3

	
	Defend creativity and a critical mind
	15
	5,6
	9
	3,4
	24
	9,0
	14
	5,2
	36
	13,4

	 
	Sub -Total
	255
	95,1
	255
	95,1
	255
	95,1
	255
	95,1
	255
	95,1

	No answer
	System
	13
	4,9
	13
	4,9
	13
	4,9
	13
	4,9
	13
	4,9

	Total
	268
	100,0
	268
	100,0
	268
	100,0
	268
	100,0
	268
	100,0


Source: our own creation

The analysis of responses by gender, according to Table 3, shows relevant aspects. Besides competence, men give importance to the characteristics of responsibility, coherence and listening to the students, while women are more sensitive to tolerance, an environment of respect and good companions in the process of learning, apart from competence, which has been elected as number one.  

Data also calls our attention to sharing and cooperation, with double the amount of men selecting it, although in a marginal way when compared to the other options.
Table 3: Selection of variables by gender
	Variables

	Man
	Woman

	
	Frequency
	Percentage
	Frequency
	Percentage

	Valid
	Tolerant
	27
	3,8%
	36
	6,5%

	
	Relaxed
	6
	0,8%
	7
	1,3%

	
	Boring
	6
	0,8%
	2
	0,4%

	
	Competent
	96
	13,3%
	79
	14,2%

	
	Patient
	15
	2,1%
	18
	3,2%

	
	Enthusiastic
	29
	4,0%
	22
	4,0%

	
	Assiduous
	15
	2,1%
	11
	2,0%

	
	Punctual
	13
	1,8%
	9
	1,6%

	
	Fair
	63
	8,8%
	45
	8,1%

	
	Impartial
	38
	5,3%
	31
	5,6%

	
	Honest
	38
	5,3%
	28
	5,0%

	
	Responsible
	56
	7,8%
	33
	5,9%

	
	Communicative
	48
	6,7%
	37
	6,7%

	
	Coherent
	35
	4,9%
	22
	4,0%

	
	Listen to students
	55
	7,6%
	38
	6,8%

	
	Respect different opinions
	28
	3,9%
	18
	3,2%

	
	Defend sharing/cooperation
	23
	3,2%
	9
	1,6%

	
	Defend an environment of respect
	17
	2,4%
	17
	3,1%

	
	Good companions in the learning process
	56
	7,8%
	51
	9,2%

	
	Defend creativity and a critical mind
	56
	7,8%
	42
	7,6%

	Total
	720
	100,0%
	555
	100,0%


Source: our own creation

Response analysis by gender and choice reveals significant differences, mainly when it comes to the 3rd, 4th and 5th choices and the 1st and 2nd choices were similar, according to Tables 4 and 5. While men insist on the characteristics of responsibility and communication for the 3rd choice, women divide their attention between justice, impartiality and creativity and a critical mind. For the 4th choice men preferred the capacity to listen to the students and coherence, while women focused on responsibility and capacity to listen to the students. The biggest difference between men and women lies at the level of the 5th choice, since men focused on the defence of creativity and a critical mind. Even though women attribute a lot of importance and a greater weight to that characteristic than men, they really appreciated companionship in the learning process. One should notice that women gave this characteristic the second highest weight in all choices, while men considered it marginal in comparative terms. 

Table 4: Men’s choice by order of importance 

	Variables

	1st 
Choice
	2nd Choice
	3rd Choice
	4ª 

Choice
	5ª 

Choice

	
	Frequency
	Percentage
	Frequency
	Percentage
	Frequency
	Percentage
	Frequency
	Percentage
	Frequency
	Percentage

	Valid
	Tolerant
	7
	4.8
	2
	1.4
	5
	3.4
	7
	4.8
	6
	4.1

	
	Relaxed
	3
	2.1
	
	
	1
	0.7
	1
	0.7
	1
	0.7

	
	Boring
	2
	1.4
	2
	1.4
	2
	1.4
	
	
	
	

	
	Competent
	58
	39.7
	12
	8.2
	5
	3.4
	13
	8.9
	8
	5.5

	
	Patient
	3
	2.1
	3
	2.1
	2
	1.4
	3
	2.1
	4
	2.7

	
	Enthusiastic
	2
	1.4
	10
	6.8
	4
	2.7
	4
	2.7
	9
	6.2

	
	Assiduous
	2
	1.4
	8
	5.5
	2
	1.4
	1
	0.7
	2
	1.4

	
	Punctual
	
	
	2
	1.4
	7
	4.8
	1
	0.7
	3
	2.1

	
	Fair
	13
	8.9
	18
	12.3
	12
	8.2
	9
	6.2
	11
	7.5

	
	Impartial
	7
	4.8
	14
	9.6
	9
	6.2
	4
	2.7
	4
	2.7

	
	Honest
	4
	2.7
	7
	4.8
	9
	6.2
	11
	7.5
	7
	4.8

	
	Responsible
	2
	1.4
	14
	9.6
	21
	14.4
	13
	8.9
	6
	4.1

	
	Communicative
	4
	2.7
	10
	6.8
	16
	11.0
	8
	5.5
	10
	6.8

	
	Coherent
	1
	0.7
	7
	4.8
	5
	3.4
	15
	10.3
	7
	4.8

	
	Listen to the students
	7
	4.8
	5
	3.4
	12
	8.2
	22
	15.1
	9
	6.2

	
	Respect different opinions
	2
	1.4
	4
	2.7
	5
	3.4
	7
	4.8
	10
	6.8

	
	Defend sharing/cooperation
	3
	2.1
	2
	1.4
	6
	4.1
	4
	2.7
	8
	5.5

	
	Defend an environment of respect
	2
	1.4
	6
	4.1
	1
	0.7
	2
	1.4
	6
	4.1

	
	Good companions in the learning process
	11
	7.5
	11
	7.5
	7
	4.8
	13
	8.9
	14
	9.6

	
	Defend creativity and a critical mind
	11
	7.5
	7
	4.8
	13
	8.9
	6
	4.1
	19
	13.0

	 
	Sub -Total
	144
	98.6
	144
	98.6
	144
	98.6
	144
	98.6
	144
	98.6

	No answer

	2
	1.4
	2
	1.4
	2
	1.4
	2
	1.4
	2
	1.4

	Total
	146
	100.0
	146
	100.0
	146
	100.0
	146
	100.0
	146
	100.0


Source: our own creation
Table 5: Women’s choice by order of importance 
	Variables

	1st choice
	2nd choice
	3rd choice
	4th choice
	5th choice

	
	Frequency
	Percentage
	Frequency
	Percentage
	Frequency
	Percentage
	Frequency
	Percentage
	Frequency
	Percentage

	Valid
	Tolerant
	13
	11.1
	2
	1.7
	6
	5.1
	9
	7.7
	6
	5.1

	
	Relaxed
	1
	0.9
	2
	1.7
	1
	0.9
	2
	1.7
	1
	0.9

	
	Boring
	
	
	
	
	
	
	1
	0.9
	1
	0.9

	
	Competent
	47
	40.2
	15
	12.8
	6
	5.1
	8
	6.8
	3
	2.6

	
	Patient
	5
	4.3
	5
	4.3
	2
	1.7
	2
	1.7
	4
	3.4

	
	Enthusiastic
	5
	4.3
	10
	8.5
	3
	2.6
	1
	0.9
	3
	2.6

	
	Assiduous
	3
	2.6
	1
	0.9
	2
	1.7
	2
	1.7
	3
	2.6

	
	Punctual
	
	
	3
	2.6
	2
	1.7
	2
	1.7
	2
	1.7

	
	Fair
	10
	8.5
	14
	12.0
	11
	9.4
	5
	4.3
	5
	4.3

	
	Impartial
	4
	3.4
	7
	6.0
	11
	9.4
	5
	4.3
	4
	3.4

	
	Honest
	3
	2.6
	7
	6.0
	9
	7.7
	7
	6.0
	2
	1.7

	
	Responsible
	2
	1.7
	7
	6.0
	8
	6.8
	11
	9.4
	5
	4.3

	
	Communicative
	4
	3.4
	10
	8.5
	11
	9.4
	9
	7.7
	3
	2.6

	
	Coherent
	
	
	3
	2.6
	6
	5.1
	3
	2.6
	10
	8.5

	
	Listen to the students
	2
	1.7
	6
	5.1
	10
	8.5
	11
	9.4
	9
	7.7

	
	Respect different opinions
	
	
	1
	0.9
	3
	2.6
	7
	6.0
	7
	6.0

	
	Defend sharing/cooperation
	
	
	2
	1.7
	1
	0.9
	5
	4.3
	1
	0.9

	
	Defend an environment of respect
	3
	2.6
	3
	2.6
	2
	1.7
	3
	2.6
	6
	5.1

	
	Good companions in the learning process
	5
	4.3
	11
	9.4
	6
	5.1
	10
	8.5
	19
	16.2

	
	Defend creativity and a critical mind
	4
	3.4
	2
	1.7
	11
	9.4
	8
	6.8
	17
	14.5

	Sub -Total
	111
	94.9
	111
	94.9
	111
	94.9
	111
	94.9
	111
	94.9

	No answer

	6
	5.1
	6
	5.1
	6
	5.1
	6
	5.1
	6
	5.1

	Total
	117
	100.0
	117
	100.0
	117
	100.0
	117
	100.0
	117
	100.0


Source: our own creation
5. CONCLUSION

In view of the results we think it is relevant to reflect upon reality upstream university teaching. Do the students who get to University have the specific capabilities to support the learning of the different competences in university teaching? Are they capable of synthesis, learning, solving problems, apply knowledge, work in a team, adapt to new situations, worry about quality, efficiency of results and efficacy of application of resources? If those are the most important competences identified by the Tuning Project, why is it that leadership, capability to work in an international context and in a team, diversity and multiculturalism are part of the group of competences that have been undervalued comparatively to the previous ones? In fact, people need technical knowledge and specific tools to perform a Job. However, at the same time, they also need personal and social competences, namely those that make an individual learn how to learn and make him aware that the obsolescence of knowledge due to technological and social changes that we witness, is already a reality. 

 
The Bologna Process incorporates the spirit of production of new universal competences because, without neglecting technical and specific competences, it combines them with generic competences. However, for the effective output to be the expected one, it is urgent to define new processes and new learning models. For that, the new learning process should be stimulating and congregating and cannot be the image of the teaching-learning of the professors and of the professors of these professors. Therefore, with a new model of teaching-learning, social values will be institutionalized into an atmosphere of integral respect by people, these being aware that their contribution is relevant to society. And this will be more relevant, the more people are aware of learning for life, so as to adapt to the different changes in society. In this sense we should see people training as one of the pillars of economic and social adjustment. Because of this, generic competences, which are very often called transversal competences, are essential for an individual structuring, which will spill over to the others and to society. This way, training is an adjustment and development variable for people, for the organizations and for the space they belong to. Nevertheless it is urgent that, collectively, there is a feeling of incentive to cooperation, tolerance and acceptance of differences, where the collective is above individualism and group objectives are above those of the individual. 
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