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broadened geographical scope which aims at world-wide coverage and its broadened
technical scope which recognizes the social and economic context of vocational
training. Limitations, such as the lack of documentation of activities in developing
countries, are acknowledged and two tasks of "CIRF Abstracts”™ in modern
documentation work are identified: to provide a systematic basis for research and to
help specialists broaden their views and open new horizons to them. The followin
chapter headings are indicative of the development described: (1) "Economic, Socia%
and Technical Aspects’ (2) "Systems and Organizations of Education and Training (3)
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"Teaching and Instructing Staff’ (6) "Training Methods and Teaching Aids’ A
bibliography of 539 abstracts discussed in the text is included. (JK)




P e T I
- - . - - e et

Training |

—

for Progress , .. . |

International Labour Office

T T, ey

U.S. DEPARTMENT OF HEALTH, EDUCATION & WELFARE
OFFICE OF EDUCATION Ty

THIS DOCUMENT HAS BEEN REPRODUCED EXACTLY AS RECEIVED FROM THE
PERSOM OR ORGAMZATION ORIGINATING (T. POINTS OF VIEW OR OPINIONS
STATED DO MOT NECESSARILY REPRESENT OFFICIAL OFFICE OF EDUCATION

POSITION OR POLICY.

- . .. s—.
I C.
-~

-,

e .,_...«.»'--'-—-,w»v‘n".""
™. e .

. -

2052

g EDO2%
| . “: |
4

LW,
Trends in training — six years of CIRF Abstracts 1967 -

Volume 6

€8

-

-

l' .
. - L ] .ot 1
.t A s P - .
. Hw e Vel [ ,_‘ - I b
T e
R - . Ny ‘\-,\A“..'\x - M "' ‘ . :
. . L (S N RN Sy oot b
C NN e S T . A .l
P N R Toey WY e L. . .
* My, R R T . P
.. . '-’-'. {
. vy [4
N . H
)
r . ‘
f‘ 3
‘e . ?.
- . e ) X
-
) . ."l
* I3
P ‘d .
" aw
¢
N /
Ve -
v“l o -’ 8
e .
Tl - ¢
- ey !
Lo .

¢/




e iadk L

| PUBLICATIONS

j INTERNATIONAL LABOUR OFFICE |

: i i

% R L

: - g for Progress

L

A periodical bulletin (four issues per annum) on
vocational training practices—a specialised service
of the International Labour Office for administrators,
training officers and other persons interested in an
international exchange of experience in the field of
vocational training. Published in English and French.

ol 7 8 PPV Y

Responsibility for the opinions expressed in signed
articles rests with the authors.

Subscriptions:
Training for Progress Us $ 2.80
CIRF Abstracts UsS $ 8.00
Combined subscription US $10.00
Subscriptions may, as a rule, be paid for in national
. currencies.
; All correspondence should be addressed to:

The Editor, CIRF Publications, ILO,
CH-1211 Genéve 22, Switzerland.

| In this issue:
1 Editorial: Trends in training « « « « v v v o v v v e v e e e e e e e e e e I
] Iconomic, social and technical aspects o . v o .« o 0 o oo s e e o0 e 6
- Systems and organisation of education and training . . . . . . ..o 000 20
; Vocational orientation, guidance and selection . . . . . . o o v o000 e 41
‘ Supervisors and technicians . . . . . . . 0o o oo oo e e e e e e e e e e 49
Teaching and instructing staff . . . . . . . ... o000 03 L
; Training methods and teaching aids . . . . . . . . . ..o o oo 71 ;
: Bibliography of abstracts discussed . . . . . . . .0 e e e e e e e e e 87 | '

A detailed table of contents is given on page 83




_.
PR

P adp

Editorial

i el dn ane 4 i 20 Sanins Z0s Mchatt
A k

Shan Mame

Trends in training

1
g
it
}
b
kY
:

:
i
1
4

Thisissue of “ Training for Progress” may be criticised for attempting to do the impos-
sible. Its purpose has been to bring together the principal lines of thought and action over
the past six years in the wide field of vocational training and education, as seen through the
material published in “ CIRF Abstracts”’. The 1960s have perhaps been particularly fast
moving in this field. We have wanted toassemblcand bring the rcader what we have obser-
ved in the course of our documentation work, and at the same time to check whether the
abstracts service is truthfully and fairly reporting the major trends and developments.

We believe that the 112 pages of this issue provide interesting reading for education
and training specialists, for organisers and administrators of training programmes
and for manpower planners the world over. We hope it will suggest new lines of action
and research in what is an increasingly vital and complex field.

CIRF Abstracts, 1961-1967

A constantly updated reference source on vocational training and education, a
comprehensive and readily accessible guide to what is going on in the world in the
training of workers, supervisors and training staff, technicians and other skilled
personnel in all fields of economic activity: that was what we had in mind when the
first volume of “ CIRF Abstracts ” was launched towards the end of 1961. Some 18
months later we made a first assessment of the current and possible future coverage
of the newly established service.

On the basis of an extensive sampling we concluded that more than 20,000 items—
laws, regulations, books, research reports, idea articles and descriptive notes on
successful or particularly interesting pilot experiments—would have to be catalogued
each year if we were to cover the whole range of questions in reasonably adequate
fashion. And even so, we knew that this figure excluded a number of categories of
documentation and materials waich some people would undoubtedly like to have
covered. We did not include, for instance, text-books, job or trade descriptions, training
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syllabi, correspondence Courses, teaching aids, tests and other materials used in
vocational guidance, training and skill testing. Had we done so, the over 20,000-item
list would certainly have more than doubled. Had we gone further, and attempted to
extend the abstracts coverage to include, in addition, the many thousand occasional
papers and conference docuinents, and the speeches, interviews and other items
reported in the daily press, the flow would have got completely out of hand.

This sampling and these calculations formed part of a project in 1963 to review
the cditorial policy and selection eriteria applied in producing cach volume of « CIRF
Abstracts ”. Over the six years which have passed since the eavly planning stage of
the service, and more particularly during the past 3-4 years, the abstracts have
changed in many respects. Are they achicving their objective? Certainly their geo-
graphical =cope has been widened. Originally ¢ CIRE Abstracts ” had a strongly
European bias, to take account of the special requirements of the Council of LLurope
and the 1LO’s other partuers in the service, the European Economic Community, the
European Coal and Steel Community and the then Organisation for European Economic
Co-operation (now the Organisation for Econoraic Co-operation and Development).
From 1964 on, the abstracts have worked towards a world-wide coverage and
today include summaries of documents published in or about most countries of the
world.

“Their technical scope has also been enlarged. From applying a relatively narrow
concept of vocational training during the first year of operation, we have gradually
extended the coverage to include major trends and rescarch in the far wider ficld
implied by the currently popular term.‘ human resources developmerit ”’. This gradual
change is representative of what is probably by far the most important developmental
trend in the vocational training ficld in the 1g60s. It is no longer possible to examine
vocational training per se. It must be seen in its social and cconomic context.

In thus extending the technical scope of the CIRT Abstracts”, our editorial policy
has thercfore merely recognised a current and common need. Future economic develop-
ment, whatever the country, depends on the stock of skilled manpower available
to put technologies into practice, to carry out practical technical work at high quality
level. And social advancement is itself dependent on economic growth.

Six broad sectors

It is this broadening of the geographical and the
which has made the present survey both more difficult and more interesting. Quite

obviously, the interests and preoccupations of countries, organisations and firms will
vary with the level of the economic and social development of the country concerned.
This is clearly borne out in cach of the six chapters making up this issuc.

We have dealt first with the social, economic and technical background against
which the individual developments, trends and tendencies must be viewed. Population
trends, economic development plans, the theories and applications of manpower
forecasting and planning, the social aspirations of the people of a country—young
and adult, rural and urban—wecave individual patterns in education and training and
affect both. Also touched on in this chapter is the complex problem, which is just
beginning to gain prominence, of determining goals and assigning priorities in national
plans. In this chapter, too, are to be found the underlying principles and policies
guiding action to solve the problems of out-of-school, out-of-work youth, of retraining

technical scope of the abstracts
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older workers and workers displaced by technical change, of integrating the physically ,
and otherwise handicapped worker into the active labour force, of looking after the {
needs of the socially and economically disadvantaged groups of society. 1

(

Chapter II gives the highlights in the changes which have occurred, or are under
discussion, in the national systems and organisational structures of education and training.
What are the changes in concepts of education? How long are children staying
on at school? How should the school prepare them for their entry into the world of
work? When should they start real vocational training? What are the relative merits
and demerits of school-based training and training organised within the undertaking?
What arrangements are made, if any, for ensuring the worker’s permanent access to
further training and education, in the interests of the individual and of national social 3
and economic progress? 3

By discussing the recent educational reform movements in France, Poland, the
USSR and Sweden, for instance, it is possible to acquire an insight into the implica- :
tions of the prolongation of compulsory schooling, the polytechnical concept of educa- 4
tion and the integrated approach to education. The controversies over the responsibility f
for training are clearly visible in the legislative action taken, or under discussion in
the United Kingdom, the Federal Republic of Germany and Italy, and in practically
all the developing countries over the past ten years or so. But the latter countries are

also under numerous pressures which deserve and have been given special attention in
this and in the other chapters.

Closely linked to the changes in the organisation and content of cducation and
training, vocational guidance has gained new importance in the over-all pattern during
the past few years. It is a sector which has not perhaps been paid enough attention
in the past, but which is likely to expand and develop along new lines in the next
decade or so. Chapter III attempts to outline some of the recent developments in this
field and to sketch some of the research lines of the future.

Separate chapters have been devoted to trends and developments in the training
of supervisors and technicians and the equally vital sector of teaching and instructing staff
for vocational schools and industry-based training programmes. These are the
staff of whom, in the final analysis, technical development and ceconomic progress
stand most in need. Without instructors to train the rising gencrations, without
technicians to translate the engincer’s plans into practical action, without supervisors
to implemen* with the workers, the decisions and objectives of middle-level and higher
management, economic growth will remain an objective impossible to. achieve. Why
then, when all recognise the importance of these catcgorles of personnel in. the economig
structure of the country, are they so chronically in short supply? W -at is being dope
to speed up or to improve the training process? To what extent have some of the training
programmes, often being tried out on an experimental basis, been successful? Where.
have they met snags? Chapters IV and V have tried to give an over-all view of these
two critical fields, to describe some of the long-term reorganisation plans and the
short-term measures to meet specific needs and situations. .

The final chapter of this survey deals with training methods and teaching aids,
It is a chapter of experiment and research, indicative of the new approaches being
applied in attempts to solve some of the problems and situations discussed in the
earlier chapters. New techniques and new needs give.rise to new training rcqmrements
and to a spirit of experimentation. This is clearly shown up in the abstra¢ts. What is
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also shown just as clearly is the tendency for the dividing line between theoretical and
practical instruction to become blurred. Simulation techniques in training are tending
to bring the workshop right into the classroom, while research into the potential of
the computer to store and dispense information at need seems likely to bring theoretical
instruction within the reach of the man on the job.

CIRF Abstracts, 1968—

Of course, there are topics and cvents which have been left out, or have been
mentioned only in passing. Given the space at our disposal in this issue and our docu-
mentation basis, and accepting the need to cover a ficld which is geographically and
technically so extensive, a survey such as this cannot lay claim to being exhaustive.

Some of the shortcomings we are already only too aware of. We have set a standard
which sometimes is difficult to live up to: we want to report direct from the original
source, not merely to reproduce data from secondary sources whose validity and value
we are unable to check. We know that, as a result, our coverage of material published
in Chinese, Japanese and other languages of Asia and the Far East nceds improving.

The relative value of sources of information is one of our major documentation
difficulties. This is not a mere matter of language, however. The volume and quality
of written material in our fields of interest vary tremendously from one country to
another. The numerous specialised journals published in most countries of Europe
and North America often have no counterpart in other regions of the world. In the
developing countries, there is little published material which can serve as a basis for
an abstract. Yet, contrary to what is frequently suggested or believed, the developing
countries are today those in which some of the most advanced and important inno-
vations and developments in training are taking place. In almost every onc of these
countries new methods of training are being tried out, new training materials are
being developed, experimental programmes and pilot projects are being successfully
applied. .

We know, for instance, of much valuable work being done by UNESCO and by '
national governments in the field of fundamental education or work-oriented literacy
programmes. But our sources of information have yiclded little published material on
it which can be used for the abstracts service. We are also aware of the tremendous
volume of informal training being done in small shops, not only in the developing
countries but elsewhere as well, In most instances, this type of in-service training is the
only training which the vast majority of workers in the developing countries ever
receive. But once again, this is a topic which is rarely discussed in training journals
and other printed material suitable for abstracting.

The manpower and economic planners are fully conscious that the creation of em-
ployment opportunities is just as important for the underdeveloped or disadvantaged
areas of the world as the provision of training programmes and facilities. Without the
former the impact of the training programmes will be rendered void. Yet this is a
problem which is only touched on here and there in training and manpower development
documentation.

In view of the urgent need for supervisors in the developing countries, remarkably
litle mention is made of the need and the way to create the necessary nucleus of
supervisory staff in these countries. The shortage of technicians is cried from the
rooftops, but the lack of indigenous supervisory staff is virtually passed over in silence.
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Nevertheless, much is being done to train foremen and others in supervisory functions.
There are, for instance, many cases of training being organised jointly for supervisors
and vocational instructors, both in their instructing functions and for general upgrading
purposes,

What, under certain circumstances, should be the content of training programmes
and syllabi? What should be done to encourage girls to enter fields of technical and
vocational training which in the past have been exclusively reserved for boys? Our
information is sporadic, at best.

These are all topics and aspects on which more information is needed, to which
more attention should be given by the planner, the educator and the rescarch worker,
To them should perhaps be added another: the need to reconsider the objectives of
education and training. Goals rescarch is a relatively new ficld. Applied to education
and training it presents countries with the dilemma of allocating scarce resources, of
sometimes choosing between quality and quantity, perhaps of readjusting sights and
trying to find an appropriate solution to the problem.

There is no one answer to any of these questions. The field for research is wide
open. We hope that in the next fow years they will be dealt with more cextensively in
training journals and other documentation, so that new and original material on
them can be included in future volumes of “ CIRF Abstracts.”

Modem documentation work in vocational training—and we believe that the
“« CIRF Abstracts ” are an example of how it may be done—has two tasks. There is
the task of providing a systematic basis for research on vocational training and related
subjects. There is the educational task of helping the specialists broaden their views
and of opening new horizons to them. .

What we have tried to do in this issue is to outline the trends of development in
order to show where are today’s horizons in the vocational training ficld.
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l. Economic, social and technical aspects

The back-drop against which the trends and developments of the 1960s in the
fields of education and training must be viewed is composed of a number of social,
economic and technical factors interwoven in an infinite variety of complex patterns.
Even within a given country, let alone within a continent or a specific group of countries,
there is rarely a single, dominant theme. Moreover, it is sometimes extremely difficult
to say whether a particular development has been prompted chiefly by an economic
or by a social motive.

Was it principally concern for the plight of the individual under-educated, under-
employed unskilled worker in Southern Italy which led the Cassa per il Mezzogiorno
to develop a prevocational programme, whose cost runs into millions of lire, for the
11-to-14-ycar olds in the Calabrian peninsula (1), or was it recognition of the waste
their situation represents to the economy of the region and the country as a whole?

Action on behalf of socially or economically disadvantaged populations—the
Esquimaux living in scattered settlements in the outer Northern Territories of Canada
(2), the indigenous population of Papua and New Guinea (3), the Australian aborigines
in New South Wales, Western Australia and the Northern Territory (4, 5), the inhabi-
tants of remote mountain villages in Switzerland (6) as well as the crucial Negro and
other minority groups in the USA (7)—must incvitably be put down to both social
and economic motivations.

National endeavours to integrate physically handicapped workers into the active
labour force may have been prompted by recognition that trcatment as a normal
part of the workforce is the best possible therapy for the disabled person himself.
They may equally as well be the result of concern over the loss of his potential skills
to the economy and over the financial burden of keeping him in a service establishment
if the latter course of action is not strictly necessary because of the gravity of his
disability.

The demand for, and the newly reinforced drive to provide more and better educa-
tion and training are indicative as much of a spontaneous movement for the acquisition

6
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of the skills and knowledge which will help the individual to advance along the social

scale, as of a desire to equip him to make a better contribution to the economy and to-

society as a whole.
The two aspects are inextricably mingled. And through them both runs a third
factor: the exceedingly rapid evolution of technical change over the past two decades.

Common themes and trends

Despite this extreme variety in events and the complexity of the patterns, however,
it is necvertheless possible to distinguish two ideas which seem to act as common
denominators in the vocational training field. There is first of all recognition that
vocational training is dealing with people-—people of all ages and all walks of life.
As such, onc of its main objectives must be to achieve, to the greatest extent possible,
the personal development and satisfaction of the individual. Secondly, there is recog-
nition that vocational training is one—but only one—of the toois for economic
growth. Used properly, it can help to prc:note both the prosperity of the nation and
the fulfilment of the social aspirations of the individual.

The variety in national economic and social structures, and the complex national
heritage of the individual countries preclude any but the very broadest conclusions
as regards trends and tendencies in the ficld of education and training. It is perhaps
safe to say only that there is a new and general awareness of the complexity of the
interactions of social and economic policies and levels of indust:ial development, a
growing awarcness of public responsibility in this ficld and, at the same time, recognition
of the need for a global approach, for comprehensive planning if some of the problems
raised are to be solved.

These three elements have had the cffect of forcing vocational training out of its
previous isolation. It is no longer the preserve of the educationists and vocational
training specialists. It is more and more being consistently included in the sphere of
economic and social planning.

Populations and policies

One of the main prceblems in attempting to determine trends on a world-wide
basis is, of course, that countries and pcoples have developed, and always will develop
at different rates. They experience the same phenomena but at different stages in time.
At any one period, therefore, it is possible to sce different and often diametrically
opposed trends and tendencies.

“ Population explosion ” is an expression which is in frequent use. A report prepared
by SENAC, the Brazilian National Commercial Apprenticeship Service, in 1964 for
a conference on the demographic situation and on socio-economic factors affecting
employment and vocational training policies in Latin America, pointed out that the
population of Brazil was expected to have risen from some 75.3 million in 1962 to
116.3 million by 1975—a more than 509, increase (8). According to figures prepared
two years later for a conference of Ministers of Education and Ministers responsible
for Economic Planning in Latin America (sponsored jointly by UNESCO and the UN
Economic Commission for Latin America), the population of the whole region will have
shown a 65%, increase between 1965 and 1980, a period of only 15 years (9). The same
type of statistics could be gathered for Africa and for virtually all the countries of Asia.
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Allowing for a reasonable margin of error for lack of, em the one hand adequate
machinery for collecting population statistics in these countries, and on the other
reliable data for nse as base year, it is still clear that the major concern of these countries
as regirds their education, training and employment policies will be quite different to
the preaccupations of countries which have experienced contrary demographic trends.,
Between 1953 and 1903, for instance, the working population of the United Kingdom
increased faster than the total population increase (0.7%, and 0.6Y, increases per annum
respectively), but over the next 1o-year period the trend will be reversed: an 0.4Y,
Iabour foree inerease compared to an 0,64, rise in population (10). This is fairly typical
of most of the countries of Europe: what was known as the ™ battle of the bulge ™ is
over; the impact of the new rise in the birth-rate will not be felt for some years to come,

In much, perhaps over, simplified terms, therefore, there are two groups of countries.,
One group comprises countries struggling with a population growth which surpasses
all possibility to feed adequately, let alone to educate the individual and provide
him with gainful and useful employment  countries with a vast majority of their
population under 25 years of age and coming from a largely rural background. The
second group consists of those with a low average rate of population increase, and with
an ageing and largely urban population. But even here there is no hard and fast rule.
India and Brazil, like most other developing countries in which vast industrial cities
have grown up over the span of a generation or two, logically belong to the first group,
but are faced with all the problems of the large urban agglomerations and the drift
awiy from the land. Italy and the USA, both highly industrialised and economically
developed, at the same time have to deal with pockets or regions of under-development
with low-income and inadequately trained and educated segments of the popuiation,

To meet these several situations, parallel lines of action have developed. The
dominant theme is that of ensuring that all segments of the labour force contribute
to the fullest possible extent to the economic expansion of the community and country
concerned. This is a common objective. The means for achieving it vary. In labour
shortage arcas and economies, efforts tend to be directed towards expanding the active
labour force by recuperating and reintegrating in it categories of personnel whose
productive capacity would otherwise be lost. In labour surplus arcas there is likely
to be a two-pronged approach to create employment opportunities and at the same
time to increase the individual’s capacity to produce i.c. to combat under-cmploy-
ment.

But even so there are inevitably going to be manpower shortages and surpluses side
by side. There is no country which does not deplore a shortage of technical staff of
varying types and levels, yet in many countries inemployment is relatively high among
persons who have achieved a certain level of education (usually junior secondary level)
but have not acquired at the same time more specialised and marketable skills, Despite
expectations to the contrary, shortages exist with respect to certain categories of manual
worker. There is still ample incentive to emigrate, but all too often the emigrant is of
a calibre which could be useful to his country of origin; his withdrawal from the home
labour force frequently leaves a gap whick needs to be filled. There is therefore a need
both to stimulate and redistribute employment and to put the workers in a position—
that is, give them the requisite skills—to take advantage of the employment oppor-
tunitics made available.

This survey is more particularly concerned with the latter aspect. But, as already
indicated above, education and training policics and trends can no longer be studied
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separately. They must be examined in conjunction with the economic, social and
political vackgrounds of which they are a part.

Manpower forecasting and planning

Assessment of existing training facilities and their ability to do the job required
of them is increasingly being based on systematic manpower surveys and forecasts
of occupational trends and skill requirements, the latter being established in the light
of ecconomic development plans. Scen through the abstracts this tendency has achieved
a very marked crescendo over the past six years. It was barely touched on in volume 1.
In an abstract on France, manpower forecasting was qualified as unsatisfactory because
based on a statistical system which was irregular and generally inadequate (11); in
a..other, from the USSR this time, it was mentioned as a field for rescarch (12); in a
third case it was merely implicit as one of the elements to be taken into consideration
in determining training syllabi for the anticipated greatly accelerated demand in the
USA for lower-level staff in operative and service occupations (13). By 1067, with the
sixth volume, the discussion presented through the abstracts has attained almost
disproportionate importance in relation to both the space at our disposal and the other
aspects which need to be covered.

A conclusion of imbalance would not, however, be entirely justified. The growing
volume of abstracts on manpower and educational planning is also indicative of the
importance which is now being given to this ficld of activity. As stated in one of the
reports considered at the United Nations Conference on the Application of Science
and Technology for the Benefit of the Less Developed Areas (UNCSAT, Geneva, 1962),
manpower assessment and planning and the planning of education and training—in
other words * investment in human capital ™ or * human resources development ”—
have become the focus of discussion (14).

The abstracts on this broad subject tend to fall into two categories. There are
those which are concerned with theories and methedologies of assessmont, and those
which recount the conclusions reached: with the application of one or other of
the methods to a given country, arca, occupational ficld, etc. The abstract on the
UNCSAT report just referred to, and one on another paper submitted to the same
conference, are two of the carliest in the human resources development series and
usefully provide some of the basic principles and concepts as regards objectives and
methods (14, 15).

* The planning of education, training and employment on the basis of
manpower assessment techniques must be integrated with economic planning.

* Manpower assessment aims at measuring the supply of manpower and
the capacity of the ceducational and training facilities, at translating the
objectives of the development plan into terms of manpower requirements
and, by confronting these data, at working out an education, training and
employment programme.

“ Education and training arc a lengthy process. The general direction
of cconomic development should therefore be determined at the outset.
Subsequent policy changes will entail lengthy and costly reorganisation of
the manpower development structure.

“ Manpower planning must cnhance all skill levels and must be con-
tinuously adapted to changing requirements...
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“To meet the immediate needs for skilled manpower, aceelerated training
techniques evolved in the economically advanced couutries should be used.
The long-term training programme should provide broader basic training...
In the carly stages it should concentrate on the training of instructors.
“Since industry is little developed in the economically less advanced
countrics, the governments will have to take over the main responsibility

for skill training and create sufficient training institutions...
“ Management training has high priority... Sound management may
help close the economic gap between developing and advanced countries.”
As regards the actual procedures to be followed, one of the papers noted seemingly
general agreement that estimates of future manpower requirements must be expressed
in terms of educational andjor training categories. It may be necessary to arrive at
such estimates via estimates in terms of first industrial sectors and then occupational
groups. They should be made within an accounting frame comprising the whole labour
force, thus guaranteeing mutual consistency between the different estimates. Isolated
estimates, however, are still most commonly made for special categories (e.g. scientists,
doctors). The paper went on to indicate the four basic approaches to estimating

manpower requirements:

(1) trend projection or extrapolation --the most commonly used method;

(2) international analogies and comparison—but a mechanical application of the
thecory may be misleading;

(3) direct estimates (from employers or experts) of future manpower requirements—
but these run the risk of overestimating short-term changes and underestimating
long-term ones;

(4) analytical studies, or basic rescarch on the factors causing changes in the
occupational structure of an industry or in productivity—an approach mainly
useful for supplementing other methods.

Since publication of these two abstracts, the advantages and disadvantages of the
different theories and approaches have been discussed from many viewpoints. The
following is a short list of some of the more interesting studies reported in the abstracts:
— Hollister, writing in the “ International Labour Review ”, on the economics of

“manpower forecasting (10);

— Dé6s, in his paper on integration of manpower and educational planning into
over-all development planning, prepared for the African Institute for Economic
Development and Planning (17);

— Tinbergen and Bos, writing for OECD (Organisation for Economic Co-operation
and Development) in 1963 on *“ a planning model for the educational requirements
of economic development ” (18)—and the country studies applying the model to
Greece (19), Spain (20) and Turkey (21);

— Grais, writing for OECD a year later, on methods of forecasting the active popula-
tion by occupation and level of skill (22);

— Zymelman’s paper on skill requirements in manufacturing industrics, prepared
in 1966 for the United Nations Committee for Industrial Development (UNCID)
(23);

— Layard and Saigal’s research report on educational and occupational characteristics
of manpower—an international comparison study based on data from more than
100 countries (24);
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— Horowitz, Zymelman and Hermstadt, writing on another rescarch study on the

international comparisons approach (25).

A recent offshoot of the discussion is the aspect of making an “ optimum choice
between general and vocational education ”, with the theory put forward by Correa
in “ Kyklos ” carly in 1965 contested on various points by Corazzini and Bartell, in
the same joumal, at the end of the year (26, 27).

Goals and priorities

Difierences in demographic structure and in historical backgrounds result in different
emphases being given to particular aspects of education and training. Because of the
expansion in both population and primary cducation facilitics in Africa, the rate at
which young people are leaving school is rising much faster than the rate at which
opportunities for initial “ trainee jobs ” leading to rewarding employment are expand-
ing. Government services have a low rate of absorption. New industry is highly capital-
intensive and expansion is slow in relation to the hopes and demands of job applicants.
The secondary effects of the establishment of large industries—especially through
spontancous entreprencurship—will not be felt for another decade (28).

For these and for all countries, an element of choice enters the picture, or a serics
of choices in varying combinations. Given a limited portion of national income available
for expenditure on education and training, what proportion should be spent on primary,
secondary and higher education, on general education in relation to vocational and
technical education, on basic training for youth and on further education and training
for adults, on agricultural education and training in rural arcas and on training in
industrial and commercial skills for urban populations? What percentage of the
population should be encouraged to go into higher, university level education, and in
what academic fields of study? These are questions for which there is no one answer.
They are also points on which the social and economic aspects of education and training
tend to become blurred or to merge.

As stated in an Australian article on the problems posed by rapid economic, social
and political change in developing countries, educational planning is both more impor-
tant and more difficult than ever before. The choices nearlv always lie hetween equally
desirable alternatives. Priorities have to be established hetween quality and quantity.
In the educational quality concept, a distinction has to be made between the actual
quality achicved by a given school system or programme and the appropriateness of
the system or programme for the recognised needs of the country (29).

On the theoretical plane this * fitness ™ aspect of the quality of education and training
links up with the relatively new concept of goals rescarch as a method for determining
priorities in national objectives. Goals rescarch got its start in the USA in the late 19508
with the establishment of President Eisenhower’s Commission on National Goals.
More recently the US National Planning Association’s Center for Priority Analysis
was set up to attempt to establish the interrelationships among recognised national
and individual goals- -education, health, research, ete. Once the goals have been dis-
tinguished cost estimates can be calculated for their achievement and, by setting the
latter against the assumed GNP, it is possible to estimate the deficit in GNP for the
goals and to establish balanced priorities which will be within national means.

In his book “ Goals, priorities and dollars ”, Lecht points out some of the interesting
features of this new field of research but also some of the difficulties inherent in the
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approach (30). National goals change: neither the US space programme nor manpower
retraining would have been in a list of national goals had one been established in the
USA for the 19508,

Imphases change, too. Of 16 goals defined by the Center for Priority Analysis in
1962, for instance, health and education occupiced 7th and 8th place respectively; they
are expected to have moved up to 5th and 6th place by 1975. National defence, 2nd in
1902, is expected to drop to 8th place, despite continued expansion of defence capa-
bilities. Manpower retraining will have advanced from 16th place to 15th, but since
expenditure on this item in 1962 was extremely low because the programme itself
was in its infancy, the actual percentage increase (2,750%,) is highest of all the items
assessed. Aceepting 19, of the labour foree as a reasonable standard for the rate in
1970-1978 of those receiving retraining would mean a retraining effort tonching
between 800,000 and 900,000 persons cach year. Such massive retraining, to be
successful, implies adequate training allowances, considerable invesiment in equipment
and larger expenditures for rescarch on teaching methods, motivation techniques,
programme and curricula adaptation, etc. But it also constitutes an alternative to
relicving poverty and joblessness throngh public welfare assistance and unemployment

compensation.
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Action trends

! Popular demand for education, and the principle of freedom of choice of education,
_. have resulted in imbalances in educational output which have serious repercussions on
* economic growth, Applying the comprehensive, human resources development approach
to planning education and training entails both an over-all development of facilities
and programmes to meet estimated future needs and also remedial action. The first
line of action is dealt with in chapter IT of this survey, which discusses trends in the
evolution of national systems of cducation and training. The main features of the
remedial action are discussed below. In effect it consists of two approaches:

TW L T AN TRN SO N SN ACITRP T ¢ P Pt SV o M $ o . -
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(1) measures to recuperate out-of-school youth and to channel them into some 5
kind of training and/or further education which will give them a better chance 1
of gainful employment and social advancement; 3

B R
PR NPT SIPT I AL

(2) provision of retraining and further training for adults whose initial qualifica- 3
tions—-whatever their level no longer suffice for suitable employment and ;
who are likely to become, or have already become, a charge on society.

2 d gt
i

Out-of-school youth

A The situation of young people in a technically advanced society who leave school X
k prematurely is typified in the US President’s message introducing a new programme ,
) for education in January 1963 and the “Special Labor Force Report: Out-of-school B

Youth, February 1963 ” which was released some 18 months later (31, 32). Of 6.7 million -
3 young people 16 to 21 years of age in February 1963, 45%, had dropped out of school '
3 before completing secondary education, ¢48%, had completed secondary school and
7% had done post-secondary studics for 1 to 3 years. Of the 3 million who had no
] secondary school diploma, 1.5 million had left in the 2nd or 3rd year at the minimum
i school leaving age, and 750,000 had not got into secondary school at all.
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The term * dropout * came into prominence--and into the CIRF vocabulary-- at
about this time and has since become accepted or adapted into languages other than
inglish. The proportion of unemployed persons under 24 years of age was cause for
alarm, and nearly half of them had dropped out of secondary school prematurely.
But at least 20°; of the dropouts had normal, or better than normal intelligence (33).
They left school from boredom, for economic reasons, for lack of timely encouragement.
These are the young people that national educational policies are trying to recuperate.
The differences between the US situation and the position prevailing in other
countries tend to be but differences of scale. The various solutions to the problem being
tried out are much the same, whatever the country: educational programmes better
adapted to present day conditions; more systematic vocational orientation and guid-
ance: measures to remove the economic obstacles to training. To climinate the cconomic
problem France, for instance, has liberalised the system of family allowances to cover
children taking recognised part-time courses of related instruction (34). In Belgium a
decree issued in 1903 instituted a system of allowances or grants for young persons
(16 to 25 years of age) taking courses to improve their intellectual and social education
(35). The allowances provided for in vocational training legislation in Canada and
the USA have been progressively extended to cover participation in courses and
programmes other than those which are strictly concemed with the acquisition of
trade skills. One of the main innovations in the 1965 amendments to the US Manpower
Development and Training Act (MDTA) was the prolongation of the maximum period
for which training allowances were payable, so that persons with a severely deficient
educational background could receive a more adequate combination of basic education
and occupational training.

The proportion of young persons (16 to 22 years of age) eligible for MDTA allowarces
was limited, however (36). This is a trend which can be observed in other countries,
too. It is less and less common for young people who have left scheol to be allowed
to drift into unskilled employment until they are cligible for stop-gap, short-term
training principally intended for retraining or upgrading adults. Instead, they are
increasingly being rerouted into comprehensive training and educational programmes
which will give them a basis for their further development and training later on. In
the USA the main legislative action embodying these principles is the Vocational
Education Act of 19g63. Among other measures, this Act instituted a comprehensive
system of grants, allowances and programmes to provide vocational education for
persons (a) attending secondary school, (b) who have completed or left secondary
school, (c) who need retraining to achieve stability or advancement in employment,
(d) who have academic, socio-economic or other handicaps hindering their success in
a regular vocational education programme (37). Another line of attack on the jobless
out-of-school-youth problem in the USA has been the establishment of the Youth
Conservation Corps to provide useful work experience opportunities for unemployed
youth and at the same time to accelerate federal programmes for land conservation
and for developing the country’s natural resources and recreational activities (38).

In the developing countries action tends to concentrate on expansion of all youth
training facilities, somewhat on the basis that some education—any education—is
better than none at all. There are also examples of community service programmes
which have a triple purpose: continuing the basic education of persons with no further
possibilities of education open to them; the development of backward areas; a stemming
of the rural exodus. Examples of such action are the Civic Service instituted as an
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alternative to military service in Mali (39), the volunteer farm pruj(-(‘ts' schemes in
Dahomey (40) and Nigeria (41) and the Young Pioncers Movement in the Central
African Republu, (42). The latter movement and the Mali Civic Service, are in principle
compulsory but in practice voluntary: the number of applicants exceeds the pro-
gramine's capacity to accept and train and cducate the young people. The cost of
the task is too great for the means available.

The problem of the out-of-school youth of these countries and of the countries of
Asia and Latin America, is likely to be the number 1 problem for the next gencration
or two.

Retraining

Programmes for the retraining of workers whose skills have become, or are likely
to become obsolete because of technical change have come in for considerable discussion
over the past few years, for both their economic and their social consequences. IFrom
the abstracts there scems almost to be a national progression through fairly distinct
phases. There have been articles describing the particular problems and solutions
attempted in a given branch of economic activity: the automation crisis in the mining
and chemical industries in the Federal Republic of Germany (43, 44), the manpower
implications of technological change in the off-shore maritime industry in the USA (45)
and the merchant navy of the United Kingdom (40), in the rolling mills of the Common
Market countries (47) the building industry in the USSR (48), the metalworking and
mechanical engineering industrices in France (49), and the pulpwood ]()g,gmg industry
in Canada (50); and the multitudinous cffects of automation, and in partlcular of
electronic data processing (EDP), in manufacturing as well as in the services sector,
e.g. the survey carried out in 1963 by the Canadian Department of Labour (51).

There is the phase when plant-level or even industry-level research and action has
to be supplemented by national action. Some obvious examples belonging to this
phase are the US Manpower Development and Training Act and its subsequent amend-
ments (36, 52), the reinforcing of the Canadian Technical and Vocational Training
Assistance Act (53) and its replacement in 1967 by the Adult Occupational Training

Act (54), the creation of the French National Employment Foundation in 1063, with

powers to award rctr.unmg allowances to help wage earners in industry and commerce
to retain their earning capacity and combat unemployment induced by technological
chango (55), the financial assistance programme launched by the Ministry of Labour
in the Federal Republic of Germany in 1962 {o encourage workers to participate in
further training courses for upgrading or promotion (56-58).

Assessment of efficacy

The third phase is the assessment of the retraining programmes launched by firms,
government services and other bodies concerned, to determine whether they are
achieving their objectives. One of the carliest such assessments recorded in the abstracts
was carried out in 1963 by the Norwegian Labour Market Board to determine what had
happened to 3,200 unemployed or underemployed persons, participants in short
(average length: 11 weeks) courses some 18 months after they had completed their
training (59). For a 609, response: 509, had obtained permanent employment; 59%
had changed occupation. " "
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‘1 Distribution Distribution i
E before training after training .

! IFarmers and forestry workers 338 215 '_

i Scamen 145 45 f

i Fishermen 103 39 4
. Craftsmen 302 505 !
' Construction workers 347 355 E
. ;
-1 A number of interesting rescarch studies along these lines have been made in g
'; the USA. An article on the recommendations of the Clark Sub-Committee on Employ- :

.- i ment and Manpower, published in the “ Monthly Labor Review ” in November 1964, 3
-y criticised the Manpower Development and Training Act and the Area Redevelopment f
§ Act (ARA) for failing to come to grips with the real problems of retraining policy, e.g.
- the over-emphasis of current local shortages as opposed to broader, regional or national i
© needs (60). In 1964 the Department of Vocational Education, Pennsylvania State :
1 University, carried out a comparative study of the effectiveness of retraining pro- !

i grammes under the Pennsylvania Retraining Act (1952), the ARA and the MDTA. ‘
Allowing for differences in objective and approach which excluded real comparison, {
g the project reached two conclusions of general importance: retraining should be ‘

carcfully planned and be a permanent and continuing activity—the “ crash prograinme
approach ” is of doubtful effectiveness (61).

These conclusions were echoed in those reached in a survey report on retraining
programines in selected European countries published in 1965 by the US Office of
Manpower, Automation and Training (62).

A research project on the long-term impact of a one-firm retraining programme
in the USA provides some interesting data on motivation to train: poorly educated
workers are less likely to volunteer for retraining than better educated workers, older
: persons than younger employees, and high seniority men than low seniority men (63).

1 Success formulae

Retraining and further training were also the subject of an OECD project which in
1965 reported on the retraining activities in selected firms (steel production, manuface
ture of stainless steel articles, steam and clectric power producing plant in a steel mill,
manufacture of teleccommunications cquipment, brick manufacture, newsprint and
s paperboard manufacture) in six different countries in Europe and North America (04)

From this and from other studics, a number of guiding principles have evolved:
— firms needing to retrain their workers should ensure that their vertical and horizontal

lines of communication are good; x
— a firm anticipating a technological change should carry out preparatory studies

‘to find out how many of its workers will be affected and in what way, and the

extent to which the workers’ skills can be adjusted;

— in some cases training programmes should be longer than strictly necessary, so as
to cnable a greater number of potentially good workers to finish the courses - success-

. fully; , | -
— whenever possible, first-line supervision must be allowed to play a useful role in

the training programme, and the training should take place on the premises, where
the worker feels at home,
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Four lines of government action, used singly or in combination, are suggested in

the report:

(1) development of technical and/or vocational schools to serve the manpower
needs of an industry-- financial support coming from both the industry con-
cerned and the community;

(2) development of technical and vocational training facilitics by the community,
with the government offering financial and technical support to firms requiring
to adapt the skills of their adult workers;

(3) incentives to encourage trade and industrial associations to crcate manpower
service units advising on matters such as analysis of the impact of technological
change on manpower requirements, assessment of skill changes needed to
meet technical change, assistance in the training of instructors for retraining
programmes;

(4) financial assistance to firms anticipating technological or similar changes likely
to require adjustment of their work force (e.g. participation in the cost of
(a) studying the manpower impact of a proposed innovation, (b) the actual
adaptation of the workers’ skills).

Benefit-cost assessment

The fourth phase in the retraining progression is the calculation of the costs of
retraining in order to determine the benefit-cost relationship to other types of training
and education. This is a comparatively recent development and the examples in the
abstracts are almost exclusively from the USA.

The high investment involved in retraining programmes makes it increasingly
important to assess their effectiveness. Such an evaluation should attempt to determine,
in particular:

(1) the gains in employment ecarnings in relation to the direct costs and opportunity

costs (the income foregone during the training course) of retraining;

(2) the time it takes both the traince and society to recover the costs of retraining;

(3) the returns that can be expected from the retraining investment.

Some of the problems involved in collecting relevant and usable data were discussed
at a Research Conference on Unemployment held at Boulder, Colorado, in June
1964 within the framework of a 4-year programme of research and evaluation con-
ducted by the University of California (65).

A pilot project on benefit-cost analysis of manpower retraining was carried out under
controlled conditions in West Virginia under a Ford Foundation grant: five groups of
workers—trainees, dropouts from retraining programmes, persons accepted as trainees
but who failed to take the courses, “ rejects ”, i.e. persons not accepted for training,
a basic control group of unemployed “ non-trainees » selected at random from local
employment service files—were interviewed in 1962, followed up by mailed question-
naires and again interviewed in 1963 and 1964. Despite its limitations (smallness of
the group, dissimilarity of the personal characteristics of the trainees and non-trainees,
the method used for determining the opportunity cost of training and the income
derived by the trainee from his training), the study provided evidence that the real
benefit and potential benefits of manpower retraining substantially outweigh costs.
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It also demonstrated, however, the impossibility of distinguishing the cffects of the
specialised skill acquired in a training course from other advantages, such as increased
versatility and positive impact in job interviews, attributable simply to the fact of
having completed a course (66).

Attempts have also been made to determine the relative benefits and costs of
retraining the hard-core (or long-term) unemployed as compared to the more casily
retrainable. A study of MDTA retraining programmes in Connecticut shows that the
hard-core unemployed cost more to train: their level of ‘education is usually lower so
they are more likely to need remedial courses in basic education; their cost in training
allowances will be higher, and so will their dropout rate. Once trained, however, they
do get jobs and their subsequent employment stability is high; their gain in income
has been proportionately higher and the government’s savings in subsequent unemploy-
ment costs are estimated as seven times higher for the retrained hard-core group than
for the others.

Nevertheless, concludes the abstracted article, the economic benefits of retraining
the hard-core jobless do not equal the costs. Economically, it would be sounder to
concentrate on retraining the better qualified workers. Their capacity and motivation
for training are greater and they can be trained for certain more senior posts that the
hard-corc unemployed could never hold even with optimum training. In addition, the
less employable workers would still benefit indirectly through a “ vacuum ” effect,
since when any worker is upgraded he leaves a vacancy into which an unemployed
person of lower skill level will be drawn.

“ Under such circumstances, the direct costs to society from training a normal
unemployed person would be no higher, but the aggregate benefit and savings would
be grcater. Except, therefore, in cases where, because of large numbers of workers
who are not equipped to do any job at all, a vacuum effect would not operate, retraining
the hard-core unemployed is not economically advantagecous.” (6%)

Vocational rehabilitation

Retraining of the physically handicapped is one of the aspects of vocational
training which fulfils both a social and an economic purpose, but until ccmparatively
recently it is the former which has been the dominant feature. As pointed out in a
book on the cconomics of vocational rchabilitation, published in the USA in 1965,
invalidity and disablement have varied and far-reaching repercussions on the national
cconomy. Quoting from the relevant abstract: “ The direct consequence of invalidity
is a decrease of national income resulting from reduced production. To this should
be added the personnel needed for looking after the handicapped, which represents a
further reduction of the national product. In the United States of America there are
between three and four and a half million handicapped persons who are incapable of
gainful employment, and almost as many whose wage-carning capacity is limited. The
global cost in terms of wages lost as a result of invalidity is estimated at more than
US 811,000 million. FFurthermore, the care and personal services needed by handi-
capped persons represent an additional burden on the taxpayer.” (68)

The cost to other countries can be calculated by adjusting the basic figures for
the number of handicapped persons in the country, their probable caming power, etc.
In a tight employment market situation, the numbers involved and the loss of their
skills become important factors for economic growth. The full employment situation
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in European countries since the 1950s is therefore probably one of the main reasons
for the considerable amount of attention being paid to vocational rehabilitation during
the period under review, and for the strides which have been made towards a new
attitude towards the disabled in employment.

In nearly all cases the accent is on careful planning and integration of all the services
concerned: medical, vocational, scholastic, placement. This was highlighted carly
on in the abstracts in a description of a model rehabilitation centre at Heidelberg in
the Federal Republic of Germany (69). The same theme was repeated m an article on the
guiding principles of rehabilitation policy in Switzerland (70) and in the conclusions
reached by an ILO-sponsored seminar on vocational rehabilitation which studied, in
particular, the comprehensive rehabilitation system, with its network of co-operative
workshops, set up for the disabled in Poland (71). It is the key to the decision in the
USSR to set up two large rchabilitation centres, one in Moscow and the other in
Leningrad, which will combine, in one co-ordinated unit, all the rehabilitation facilities
now provided in different establishments and under different forms (hospitals, sanatoria,
courses, ctc.) scattered all over the Russian Federation (72).

It is typical of modem attitudes to disablement that the handicapped person 18
no longer automatically dirccted into undemanding jobs, sheltered employment and
occupations ¢ traditionally ” considered suitable for them. An equally important princi-
ple stated in a German article is that handicapped persons must be helped to maintain
their social status (73). A great deal of research is still needed on training methaeds for
the handicapped and on medical/technical aids and devices to help achieve this objective.
Some of these fields for rescarch are discussed in a memorandum preparcd by the
Central Committee for Rehabilitation in Sweden in 1963 (74); an article from Norway
outlines ways to improve in-plant training (75). While institutional care and sheltered
workshops remain essential for certain categories of handicap, the trend is towards
integrating disabled persons as soon as possible into a normal occupational environment.,
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It follows that new occupational ficlds are being opened up for the physically handi-
capped. The abstracts contain references to training blind persons for computer
programming and clectronic data processing in the USA (76, 77) and as yarn spinners
in Isracl (78). In Switzerland persons with various handicaps are being trained as
punched-card specialists (79). Four examples do not make a trend, but they point
the way.

FFor the developing countrics of the world, the problem of the disabled is still solely
a social onc. Employment opportunitics are short for the well, non-existent for the
handicapped. A scries of three articles on India presents a typical picture of the size
of the problem and stage of solution (80-82). A beginning is being made, but the
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experimenting is largely being done by outside agencies and private institutions, for 5?{',"
example the UN demonstration project for training blind rural workers in Uganda (83).
These countries lack the economic compulsion present in the labour-short countries i
of Europe and North America—which is perhaps why the government of Somalia
passed a law in 1963 to oblige employers to employ one handicapped person for every |-
30 fit workers on their payroll (84). ¥
Training for the mentally retarded and the “ backward ” child and adolescent is i
another problem which is being discussed in many quarters. Isolated references, descrip- ¥
tions of programmes and experimental projects have been included in the abstracts #

but the field is still virtually unknown in vocational training literature.
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The disadvantaged

Two studics on the training of the hard-core uncmployed- -a demonstration research
project under the auspices of OMAT to test the efficacy of training programmes for
hard-core unemployed in Virginia (85) and a paper on the causes and remedies of
hard-core unemployment in Detroit (86)-- show up another socio-ccono.nic aspect
of vocational training. The latter, in particular, demonstrates clearly the cumulative
impact of all the social clements which can mean that a person is included under the
single term * disadvantaged ”, and of which lack of cducation and skills is only one
item among many.

The out-of-school youth may not have been socially or cconomically disadvantaged
to start with; he may simply have been bored, but he runs the risk of ending up among
the hard-core unemployed. The same may be irue of the immigrant unable to cope with
his new environment, the farmhand who has drifted to the nearest town and cannot
compete with the urban-cducated worker, the Negro who has not had the benefit of
guidance and encouragement, or has encountered active opposition in his struggle for
social advancement.

There are a few scattered examples of action to combat or to prevent these incipient
ills. There have been attempts to determine the incidence of education on uncmployment
in the province of Quebee, Canada (87), or the influence of social environment on
choice of educational stream and future occupation, as in a study ade in the canton
of Geneva, Switzerland (88). There arc examples of pre-emigration training organised
for Italian nationals planning to work in one of the other Common Market countries
(89) and the establishment of training courses for Italian immigrants scttled in Canada
(90). But the latter are special measures governed by unique conditions. The principle
of mobility of labour within the Common Market demands action to npgrade the
immigrant for casy assimilation of the social standards of the receiving country.
Morcover, in both cases there is a tight employment market for the right skills. An
unemployment situation might quickly curtail snch activities and keep the potential
migrant at home, or at least put a brake on the migration movemant.

There have also been a number of measures and programmes Lo encourage voca-
tional training and further cducation in rural areas, in Poland (91), for example, and
the Federal Republic of Germany (92), as in Irance (93), Austria (94, 95) and Spain (g0).
On a larger scale there are practical examples of legislative and other formal action to
stimulate the economic development of whole areas which have become ™ depressed ”
or are insufficiently developed. The most comprehensive of such examples are, of course,
the Area Redevelopment and Economic Opportunity Acts in the USA—-Dbut these are
only two of the manpower resources development instruments referred to in the
President’s 1965 manpower report (97). The last example, drawn from the Europcan

. scene, is the work of the Agency [or the Development of Southern Italy, one of the

main factors which have helped to transform the social and economic ontlook in the
area since the latter part of the 19508 (1, 98).

ixpanding the scope of the training system, in particular with a view to taking
within its orbit areas and population groups which have not previously been able to
benefit from it, is a common trend for all countries. It is obviously a response to both
social and economic pressures.
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Il. Systems and organisation of education and ﬁ
training ‘ |
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The current content and organisational structure of the systems of education and
training have all been influenced by the social and cconomic problems and situations
outlined in the previous chapter and, particnlarly in the developing countries, by a
general scarcity of financial resources and shortages in the supply of qualificd teaching
staff. But the extent to which they have been influenced, and the timing of their
evolution or rthythm of change differ for cach, largely to take account of two additional
factors: the political structure of the country concered and the development stage of
existing institutions. Conscquently there are parallel trends, cach one or more steps
behind-—or in advance of—the next.

_,.
T

The springboard of the 1950s

The abstracts service started at the end of 1901, With rare exceptions therefore, no
trends or developments prior to 1960 have been recorded, This is almost a pity as
for many countrics the 19505 were intensely active, both legislatively and organi-
sationally, as regards education and vocational training, partly because of the prolonged
period of relative stagnation during the economic depression years of the 19305 and
the war and immediate post-war periods of the 1940s. Some of the abstracts in the first
volumes show the repercussions of these earlier events and organisational innovations.

New apprentice training legislation, for instance, was adopted in Denmark in
1956, and in 1960 a law was passed which aimed at creating possibilities for the system-
atic further training of more than 400,000 adult workers. Its main purpose was to close
the educational gap between trained and unskilled workers. In 1962, government
services, employers and all bodies concerned were attempting to assess the results
achieved during the first two years of the latter’s implementation (99-101). Apprentice-
ship legislation was passed in Isracl in 1953, Italy in 1955, the Philippines in 1956 and
Ircland in 1959. Some of the results of the Isracli experiments in vocational training
were described in a paper prepared for the United Nations Conference on the Applica-
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tion of Science and Technology for the Benetit of the Less Developed Areas in 1962 (102).
In Italy the govermment's policy in apprenticeship was under heavy fire in 1962,
particularly from the trade unions, as shown in an abstracted article entitled “ Ap-
prenticeship, year zero” (103). The first abstract on Ireland is concerned with the
first annual report (1901) of the National Apprenticeship Board set up under the Act
of 1959 (104). Ten years after it was passed, the Philippines’ Apprenticeship Act was
being criticised in 1960 by both government and employers, agitating for reforms
(108, 100).

In much the same way the findings of the Australian Commonwealth-State Ap-
prenticeship Inquiry were published in 1954 and their implications were still being
discussed in Sydney and Canberra—and in the abstracts—in 1901 (107). The first
federal-provincial action for education and training in Canada was taken in 1946 with
respect to providing training for the unemployed; the Technical and Vocational
Training Assistance Act of 1960 was brought into the abstracts collection with the 1963
amendment (53).

The same situation can be scen as regards the organisational structure of education,
A radical reform of the educational system was introduced in the USSR at the end of
1958; a ycar later a no less important educational reform began in IFrance. The impli-
cations and repercussions of these two reform movements have been followed in
numecrous abstracts right through all six volumes, but the initial events occurred too
carly to be covered. 1959 was also the year in which Norway introchiced a basic law
on educational reforms; an early abstract published in volume 1 describes the resultant
rcorganisation of the school administration, with particular reference to vocational
and technical training (108). A reorganisation of industrial vocational training was
introduced in Spain in 1955, and the comprehensive education-cum-training system
represented by the “ Universidades laborales ” was instituted a few years later (1959).
Neither development was included in the early volumes of the abstracts, but by 1905
the authorities, concerned over the short-fall in these measures, were calling for sharp
increases in in-plant training to reinforce the oflicial, school-based industrial vocational
training system in order to meet the country’s economic development plans (109).

The above are no more than examples of some of the important events which have
had a part in setting the tone and the pace of developments in education and training,
Against the background of this action taken before the service started, the abstracts
show, for the short period they cover, the general lines of development in this field
in the recent postwar period: basic reforms, frequent and comprehensive stocktaking
of developments and trends in each country, and rapid adjustment to change.

Developing countries : special problems

In the developing countries, much of the legislative and organisational action in the
vocational education and training ficlds reported in the abstracts—as well as the
developments which for one reason or another have not been included-—-must be
interpreted as the first attempts towards changes to take into account new political
structures, revision of composition of administrative or consultative bodies, re-allocation
of ministerial responsibilities for education and training, and so on. In the early 1960s,
for instance, new labour codes were promulgated in Gabon (1961), Jordan (1960) and
Libya (1957, 1962) ; in 1961 El Salvador approved a decree to promulgate the apprentice-
ship Act passed a few years earlicer, and in 1964, shortly after independence, Malawi
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and Zambia issued apprenticeship ordinanees, In 1461, too, Ghana had adopted new
apprenticeship legislation (110), and at much the same time India and Pakistan respec-
tively adopted measures to repeal the Apprentices Act of 1850 and institute new
apprentice training regulations (111, 112), The National Council for Technical Edaca-
tion and Vocational Training in Cameroon was reorganised by decree in 1902 (113),
and measures were adopted in 1964 for the repeal of carlier apprenticeship legislation
in Madagascar (114) and the ereation of CAP trade certificates for industrial and
commercial occupations in Mali (115).

Some of the measures, especially the more recent ones, have interesting features,
There is the general trend to take a broader view of technical and vocational education
and training, to consider it a tool for general human resources development - the
over-all manpower approach discussed in Chapter I Some evidence of this trend can
be deduced from the number of training and education badies which, in name and in
fact, have been given wide responsibilities. The Central African Republie, for instance,
linked training and employment questions when setting up the Study Centre for Labour
and Vocational Training (116). Colombia set up a National Board for Employment
and Human Resources in 1906, giving it wide powers and requiring it to work in close
co-operation with the Plaming Department (117). The Board of Planning for Education
and Social Development created in Iraqg in 1606 is another example (118), as are the

Smployment and Human Resources Serviee of Peru’s Ministry of Labour (119) and
Tunisia’s National Council and National Burcau for Vocational Training and Employ-
ment (120, 121), ,

In a few instances there has been legislation to institute a system where no formal
structure had existed previously, A case in point is Cyprus where apprenticeship
fegislaz.on was adopted in 1966 after a period of investigations and a pilot project
intended to examine whether apprenticeship schemes could be introduced in the
island (122, 123).

Adaptation to local situations .

There are also examples of attempts to take a new look at existing systems of
education and training and to introduce new ideas better adapted to the individual
country’s special needs and stage of development. 1t is chiefly in the organisation of
cducation that this trend can be distinguished from the abstracts, A complete re-
organisation of the educational system in Chile in 1965 introduced a system of nine
vears of basic general education consisting of a four-year conumon basic period followed
by a five-year period emphasising vocational orientation (124). The new (1407) educa-
tional system in the Republic of the Congo specilies that education shall comprise two
categories: general education and technical and vocational education. For both cate-
gories and all levels- primary, secondary and higher- theoretical instruction is to be
linked with practical instruction and manual work, and there is to be a two-year
observation cycle in the primary education programme to determine subsequent educa-
tional orientation (125). In 1967 North Korea decided to make compulsory its nine-
year school programme with @ technical bias (120), while the new organic law on
cducation in Honduras includes in its scope * out-of-school ™ education (127),

In India an interesting arrangement has instituted a certain equivalence between
basic apprentice training and the first vear of instruction at an industrial training
institute (128). Another new development is the relative antonomy given to cach
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of the technical vocational commitiees, set up for the various branches of cconomic
activity under the Algerian Ministry of Economic Afiairs for establishing its own plan
of action, taking the measures required for its implementation and assuming responsi-
bility for its own budget and finance (1209). The institution of such a network of technical
vociational committees is not unlike the system of industrial training boards set up
in the United Kingdom under the 1904 Industrial Training Act,

On the whaole, the measures and legislative action taken by these countries tend to
reflect trends in education and training systems which wre more casily discernible in
the more industrially-developed countries on which they have largely been modelled.
It is true that in recent articles and studies it is possible (o deteet a tendeney (o recon-
sider the suitability of such systems for the countries which liove adopted them. But
too little is known about such eflorts as yet. The energies of the developing countries
have been action-oriented, There has been little time or inclination for contemplative
writing about what is being done or planned. Al too often the documentary material
available has been written by an outsider who inevitably has applicd forcign criteria
in his assessment of events and tendencies. For this reason it is casier to follow the
highlights of developments in education and training during the last five to six years
through studying trends and developments in Europe and other highly-industrialised
arcas. It has been possible to cover them in greater detail and more consecutively in
the abstracts right from the start of the CIRF service in 1961,

Plans and national inventories

There has been a characteristic wave of planning for education and training through-
out the period under review, and more than ever before the plans have been based on
systematic assessment of facilities, aims and needs. There have been multitudinous
public and private surveys and inguiries, Their general objective has been to discover
present input of training and education systems- the people and the operational
institutions—to assess their capacity or output, to determine desirable output and then
to draw up a balance sheet with a view to determining the action needed to achieve, or
restore equilibrium.

These investigations can be classified into several categories according o their
secpe and objectives. There are the comprehiensive governmental inquiries: the New
Zealand government commission set up in 1964 o inquire into and make recommen-
dations for the entire system of vocational training in industry and commerce (including
apprenticeship and teclmician training) and to propose legislation to give cffect to
recommendations resulting from the inquiry (130); the inquiry carried out by the
Commission on Higher Education in Papua and New Guinea, at the instigation of the
government of Australia, which also was broad in scope and far-reaching in its long-
term recommendations (131); the Swedish committee set up by the Minister of Educa-
tion in 1963 to investigate and report on the objectives, role, content and organisational
structure of vocational training (132).

There are also all the cconomic development plans, which today inevitably have
chapters on education and training. But few of these have been included in the CIRFE
collection of abstracts: the relevant sections of the French Vth Plan (133), Pakistan’s
third five-year plan (134), Uganda’s second five-year plan for the period 1966-1971 (135),
the economic and social development plan (1966-1970) published by the Republic of
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Togo in 1965 (130), and a general report on the development of manpower resourees
published for the Republic of China (Taiwan) by the country’s manpower resources
commiittee in 1906 (137).

Frequently, the governments have called in outside experts to assist them in
carrying out the inquiry- - the International Bank for Reconstruction and Development,
for instance, the United Nations Educational, Scientific and Cultural Organization,
the International Labour Office, the Organisation for IEconomic Co-operation and
Development, ete, Cases in point are the IBRD studies on the economice development
of Kuwait (138) and Papua and New Guinea (3) which contain extensive chapters on
the organisation and future development of education and training, the 11O report
to the government of St. Lucia on the development of vocational training (139), and
UNESCO’s survey of education in the Arab states (140) and project in the Ivory
Coast with a view to planning the commtry’s technical education system (141).

. Many of the inquiries are less ambitious in scope, but perhaps technically more
interesting, limited to a specific aspect, situation or group of people:

— the inquiry carried out in Czechoslovakia by the Sociological Institute
of the Bratislava Academy of Science with a view to analysing the extent
to which adolescents terminating secondary school look on their studies
as a means of continuing their education or as a preparation for their
future carcer (142);

— the attempt made by the Ministry of Labour in Hungary to ascertain
young people’s attitude towards their school, practical work and choice
of carcer through a questionnaire inquiry addressed to secondary school
pupils before and after leaving school (143);

— the Indian government’s inquiry in 1963 to determine the extent of
uncmployment and underemployment among persons who have completed
secondary cducation (144);

— the findings of the Henniker-Heaton Commiittee on day-release from employ-
ment for further education for young people in the United Kingdom (145)
and the survey of scientific and technological manpower (including
technical supporting staff) in Great Britain in 1962, undertaken by the
Committee on Scientific Manpower of the UK Advisory Council on
Scientific Policy (140);

— the US government’s report on apprenticeship and ceconomic change,
and special Tabour foree report on out-of-school youth, both of which
were published in 1964 (147, 32).

But this list, already long, has made no mention of the wealth of material assembled
in independent studies such as those carried out by the Harbison and Myers team
in their rescarch reports on skilled manpower, in c.g. Malawi (148) and Puerto Rico
(149); or, in the Federal Republic of Germany, by the Gottingen Institute for Social
Research and the Promotion of Personal Development to determine the origin, educa-
tion, work and carcer prospects of young unskilled workers (150); or the inquiry,
carricd out by the Workers’ Council of the International Confederation of Christian
Trade Unions among its affiliated national organisations, into the situation as regards
education and vocational training for women (151), to mention only a few of the more
important ones which have been reported in the first six volumes of the abstracts.
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A trend in its own right, the wave of stock-taking and planning provides an essential
clement for understanding the current educational and vocational training reforms,

Educational reform

Whatever the formula adopted, the reforms in the educational systems have been
inspired by roughly the same objectives:

— to rcach the greatest possible percentage of the school-age population;

— to enable each child to attain the highest level of education of which he
or she is capable;

— to give cach adolescent as good a preparation as possible for entry into
the active labour force and, at the same time, a grounding which will
facilitate further training and education later on.

The polytechnical concept

This latter objective was, in intention as well as in name, the main purpose of the
law passed in 1958 by the USSR to modify the school system in order to “ reinforce
the links between education and life ™. By mid-1962, according to an article published
in “Narodnoe Obrazovanic ”, an official journal issued by the Ministry of Education,
most of the secondary schools in the USSR had been reorganised on the 11-year basis
and were providing production training from the ninth to eleventh years (152). The
production training was normally dividéd into two stages: during the first stage the
pupils were progressively taught the basic techniques and more difficult operations
typical of the selected trade; during the second they were enrolled in the production
departments of collaborating undertakings. At the end of the stage there was a trade
examination and the successful candidates were awarded a certificate and classified
into an appropriate category of worker.

The duration of the first stage of production training varied in length from one
school to another, and even for the same trade. Some of the schools, particularly those
training pupils for the chemical industry, deliberately prolonged the first stage so as
to give their pupils a more thorough theoretical knowledge of their future trade. This
prolongation of the first period, however, was soon criticised: it seriously reduced the
time available for the second stage, correspondingly diminishing the value of the
training; it was more expensive, placing an additional financial burden on the collabo-
rating undertaking by immobilising for training purposes cquipment which could
have been used for production (153).

Originally, these schools had been thought of as a single unit with classes going
from the first year right through to the cleventh. After four years practical experience
of the reform, it was found more satisfactory to operate the three final years as a separate
unit. In addition, a certain number of measures (such as reducing the number of trades
being taught) had had to be taken in order to gain the parents’ acceptance of the voca-
tional bias of these schools, to diminish the dropout rate and generally to improve the
standard of the training (154). A year later, in 1964, the Central Commission of the
Party and the USSR Cabinet decided to reduce the curriculum from 3 years to 2 years.
“ Training for work ” was to be developed through a more extensive application of
the principle of polytechnical education and the school workshops were to be modern-
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ised. Production training should assume more of the character of preparation for
learning a trade than for practising the trade itself (155).

This change was essentially reverting to the original intentions of polytechnical
education: the provisien of instruction in the basic sciences and techniques which will
lay a foundation for subsequent trade training. The subject matter to be taught in the
production training classes would relate to three main aspects: production tools
(general knowledge of mechanised and automated production equipment), industry
(an over-all view of the main industrial sectors and the corresponding production
processes), and the techniques of production work (156). The total time allowed for
trade training in the ninth and tenth years of school was set at 708 hours, while 2,100
hours were to be devoted to general edueation subjects (157).

With the exception of Poland, the countries of Eastern Europe have all, to a lesser
or greater extent, followed the lead of the USSR in introducing polytechnical education
and a general secondary school programme with production training organised In
school workshops and in the production departments of collaborating undertakings.
The system was formally adopted by Eastern Germany in 1963, by a decision which
decreed that a certain amount of * suitable ” production work from the unlertakings
should be introduced right from the fourth year of school, and that two new basic
courses-- industry and agriculture-- should be included in the syllabus for the seventh
to tenth forms or school years (158). It was subsequently confirmed in 1905 by the
basic law on the unified socialist educational system (159) which stressed the poly-
technical character of the To-year common basic school.

Compulsory schooling

The main reform movement in Poland began with the extension of the period of
compulsory cducation from 7 to 8 years, which has been progressively introduced
since 1961, and the consequent modifications made in the programmes and curricula
of both the basic vocational schools and, ultimately, the industrial technical schools
(160, 161). As from September 1907, new syllabi were to be introduced into both
these types of school. Most of the trade courses in the former will have a duration
of two years, and general education subjects in the syllabi will in principle be a continu-
ation of the education received during compulsory schooling. The syllabi of the
technical secondary schools will be modelled on those of the senior general secondary
schools: the general education and science syllabi will be exactly the same; literature,
civics and defence training will be very similar; history and geography will follow the
same syllabi but in condensed form; general biology will not be taught, and only one
foreign language will be taught, instead of two. In addition, the industrial technical
schools are to have “ economics of industrial undertakings ™ as a compulsory subject,
which will be adapted to the particular trade being taught (162).

This prolongation of the compulsory schooling period, and subsequent adjustment
of training programmes, is typical of the post-war period., There has been a steady
and common trend towards at least 8 years of compulsory education for all, with a
g-year or 10-year period applied or under discussion in many countries,

Observation and orientation

The general intentions of the successive educational reforms introduced in Irance
since 1959 are not so very different from those just discussed above. Compulsory
schooling was to be extended to include all children up to the age of 16 (cffective in
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14967) and a four-year period of systematic scholastic and vocational orientation and
guidance has been instituted, As expressed in one abstract of an article written at the
time of the 1963 amendment to the initial Decree: ™ Out of every 100 pupils entering
vrimary school, 8 are transferred in course of study to special educational establish-
ments {or maladjusted children, 46 end their schooling with the final class, while of
the 46 remaining, 25 continue in the general education streams and 21 enter secondary
schools... Only 5°5 enter technicai secondary schools ™ (103). It was in part to redress

this imbalance between the twe main streams of education that the reforms were”

introduced.

With the introduction of a new type of * multi-purpose ” secondary school and
various other measures intended to give pupils full possibilities of orientation and a
broader education generally, the whole of the first period of secondary education in
France has become, in effect, an orientation period. Only in the ninth year of school
are the children separated into different streams (163-100). The reorganisation is
backed up by a tremendous school-building programme - some 2 million dollars spent
ach working day on the construction or enlargement of different types of school
premises (107) -- as well as systematic and constant efforts to guide suitable youngsters
into vocational and technical streams of education. The authorities wished to relieve
the seriously overcrowded general education sector yet at the same time provide cach
youngster, at cach level, with an educational programine within his individual range
of achievement.

Educational choice

Habits dic hard, however, and reforms do not become effective overnight. By
mid-1g64, measures were being introduced, along with the general veform of senior
sccondary ceducation, to strengthen the orientation given at the end of the ninth
school year and to stream pupils lacking the aptitude for the traditional type of second-
ary cducation syllabus into technical and vocational education (168).

General reluctance to select a technical or practical stream of cducation seems
to be a fairly universal trend. The introduction of a ninth year of compulsory education
in Sweden, with thirteen different streams, met much the same problem. One year
after the new i -vear common basic school system was introduced, about 80%, of the
school population in the 15-year age group preparing to enter the ninth-year classes
had indicated preference for one of the theoretical streams, leaving only 209, for the
practical ones. As pointed out, however, in one of a series of articles on the initial
consequences of the school reform, the capacity of the secondary schools had been
planned to accommodate only about half of the children leaving common basic school.
A selection would therefore still have to be made, in spite of the principle of free choice
of studies (109, 170).

Education or training?

Increased integration of education and training has in some cases resulted in the
establishment of a unified administrative structure for all educational activities,
including vocational training for young people and adults. In Sweden this approach
led to the establishment of the Central Board of Education in 1964 which was expected
by the Vocational School Association to have the psychological cffect of making
vocational training equivalent, in the cyes of the public, to any of the theoretical
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streams of the general school systewm (171, 172). The next step in the assimilation
process was a recommendation of the Minister of Education’s special Committee on
Vocational Training that ti. 1e should be complete integration of the three existing
types of secondary education: general, technical and vocational. Since it was no longer
possible to draw sharp lines between the aims and programmes of these ty pes of school,
the traditional classifications no longer had either validity or practicil meaning, the
Committee conclnded. The distinctions should be based instead, either on the orienta-
tion of the different streams of training as regards broad sectors of activity or on the
occupational fields in which their graduates are likely to find employment (132).
These developments are fairly typical of a general trend which is making it increas-

ingly difficult to say exactly where and when vocational training begins, It used to be

possible to state categorically for most countries that education took place within
the educational system, and that vocational training, whether institutional or not,
took place outside it and on completion of the period of compulsory schooling. Today,
with the polytechnical education systems in the USSR and many of the countries of
Eastern Europe, with the general move towards prolongation of compulsory education
and the inclusion of various types of prevocational or orientation classes in the latter
years of primary schooling, with the increasingly common practice of instituting a
common curriculum up to the end of junior secondary education and of establishing
multi-purpose schools, this distinction is no longer entirely valid. When one adds to
these trends the fact that there is an equally prominent tendency to organise at least
part of the initial, basic period of vocational training in a school atmosphere, onc is
forced to take a much more flexible view of the significance of the term vocational
training. The frontiers between education and training have been shifting—or are
disappearing altogether.

Legislative changes

Legislation concerning vocational training tends to fall into one of two categories.
It either consolidates or clarifies earlier regulations or it can introdnce innovations,
On the whole, for obvious reasons, the texts adopted in the highly developed countries
of Europe and the Americas usually belong to the consolidation category. The federal
law on vocational training adopted in Switzerland in September 1963 and the new (1960)
apprenticeship Act in the Metherlands are recent examples, Neither can be said to
have introduced any very radical changes in the carlier legislation they have replaced.

Thice innovations in the Swiss law, however, are significant as indicative of the
winds of change. Firstly, the new law contains a section on vocational gunidance—
recognition of the importance of training being based on a well-informed choice of
occupation. Secondly, where the 1930 law provided for only one level of certification,
the new Act provides for two: a trade examination and a master’s examination, with
the latter requiring some knowledge of business management, cconomics, etc. In other
words, it recognises that skill alone is not sufficient for success in a trade or business.
Thirdly, further training occupies a far larger place in the new law, which is concerned
with courses for semi-skilled workers, specialisation courses and courses for retraining
and promotion, as well as preparatory courses for the higher technical schools or other
higher level secondary and post-secondary edncation. Viewed together with the fact
that the vocational guidance services, declared optional and free of charge, are intended
to assist both minors and adults, this latter innovation can be taken as support for the
principle that vocational training is a lifetime process (173-175).
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The Dutch apprenticeship law has also been concerned chiefly with updating carlier
legislation, in this case the relevant provisions of the Vocational Education Act of 1919.
It is to be complemented by a new law on vocational education. Essentially it confirms
the system of * mixed ” vocational training--that is, full-time training in a vocational
school followed, in most cases, by a period of systematic training within the under-
taking—as it has evolved in the Netherlands over the past 4o years. By definition and
intent it is concerned exclusively with initial, basic training for a skilled trade provided
within the firm or undertaking. But it recognises that such training is not the sole
prerogative of youth since, in setting the maximum age for an apprentice, it has raised
the age limit from 21 years to 27 years (170).

Nation and state

The proposal that there should be comprehensive legislation to regulate vocational
training in the Federal Republic of Germany, has precipitated much discussion and
argument. Those in favour of new legislation point out that vocational training in the
Federal Republic is regulated “ by a series of texts: scattered provisions in federal
laws on other subjects, state laws and, above all, countless local Orders and apprentice-
ship regulations established by the Chambers of Artisan Trades and of Industry and
Comumnerce” (177). It is a typical situation requiring the consolidating action of legislation,
A basic federal law would be in the interests of both the nation and the trainee. There
was no need to fear encroachment on the sovereignty of the states as regards education.

Such a text should:

— lay down principles, in particular the principle of equality of opportunity for
training;

— cover all types of training and every category of trainee;

— provide a more satisfactory definition of the persons qualified to train and the
respective duties and responsibilities of the parties concerned;

!
!

give training a new organisational structure in which the workers’ organisations
would have a larger role to play (177).

The political structure of the country does nothing to simplify the problem. Of
necessity, federal action in the field of education and training must respect the preroga-
tives of the states. The same type of broad approach is the one which has been adopted
in other countries with a federal structure, as in the Swiss vocational training Act,
referred to earlier in this chapter, and in the legislation on the subject adopted in Canada
and the USA. In both the latter countries, but particularly in the USA, the development
of legislation on education and training during the 1960s has constituted a veritable
revolution tending to place major policy and financial responsibility on the federal
authoritics, and to diminish the importance of both private initiative and financing
and the policymaking tasks of local and provincial (or state) authorities.

In Canada, federal action in the vocational training ficld has been limited to support
services for provincial training programmes. The federal-provincial programme (1940)
and the 1960 Technical and Vocational Training Assistance Act, and its subsequent
amendments, provided for federal assistance towards meeting cxpenses incurred
by the provinces in undertaking a technical or vocational training programme for
certain categories of persons. The latter included apprentices, unemployed persons,
supervisors in industry, persons discharged from the armed forces, teachers and
persons responsible for carrying out technical or vocational training programmes,
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disabled persons and others needing retraining to improve their employability (53).
The assistance provided by the federal government might cover capital expenditure
as well as the cost of training allowances. But the accent was on assistance to defray
the cost of training organised to meet the situations which, for one reason or another,
were out of proportion with respect to the training commitments which could normally
be expected at provincial level: the training or retraining of unemployed persons,
disabled persons, members of the armed forces, ctc.

Without destroying this basic division of responsibility between the federal-
provincial partners, new legislation passed in 1967- - the Adult Occupational Training
Act- has widened the scope of federal intervention in this field and is likely to result
in promoting and extensively expanding provincial training programmes and schemes,
Federal assistance will now be available on behalf of any * adult ”” wishing to undertake
occupational training—-and an adult has been defined as * any person whose age is
at least one year greater than the regular school leaving age in the province in which
he resides , and oceupational training as ** any form of instruction, other than instruc-
tion for university credit, to provide a person with the skills required for an occupation
or to increase his skills or proficiency in an occupation ”. The Act also authorises federal
payments in respeet of costs incurred by the provinces in uadertaking research on
occupational training, mentioning in particular projects for the development of occupa-
tional training courses, training aids, examinations and standards. It is not unreasonable
to expect that, in course of time, the body of provincial training regulations and
recommendations will be welded into a homogencous code of standards applicable from
the Atlantic provinces to the Pacific coast (54).

The same type of federal policy can be seen in the USA. The 1963 Vocational Educa-
tion Act (37), heralded by the President’s message ** Programme for Education ” (31),
initiated a vast programme for expanding, strengthening and improving the quality
of vocational education. But federal funds and federal action in this field are intended
ement for action by the states; they must be used only to supplement—-
not to supplant—-state expenditure for vocational education and training (178). The
Act itsclf was based on the recommendations of President Kennedy’s Panel of Con-
sultants on Vocational Education which laid down an action policy for the 1960s.
Vocational cducation, said the panel, must offer training opportunities during this
period to 21,000,000 young prople who were not college graduates, must provide for
the initial training, retraining and updating of workers displaced by automation or
cconomic change, must arrange further training and education beyond the secondary
school level for craftsmen and technicians, and expand vocational training programmes
generally (179). :

A built-in feature of the Act is the close co-operation between the public employment
offices and the state boards of vocational education. States receiving federal aid must
provide a plan for their proposed vocational programme. Such plans must require
state employment offices to make available occupational information regarding employ-
ment prospects. The state boards and local educational agencies will use this infor-
mation (i) for student guidance and counsclling, and (ii) for determining the occupations
for which training will be offered. Such advance planning is tending to attach greater
importance to combined training for jobs which usc related skills. It is also tending
to give new impetus to training provided in arca technical and vocational schools,
serving more students in wider geographical arcas since, for the first time, federal
funds can be used for the construction of such facilities.
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In the Federal Republic of Germany the debate still goes on, At present two Bills,
cach submitted by a different parliamentary group, are before Parliament for considera-
tion: the employment market adjustment Bill and the vocational training Bill. As
may be deduced from their titles even, they present divergent views on certain < v
There is a difference of opinion as to the authority to have prime responsibi. | - -
whether it should be the Minister of Labour and Social Affairs or the Minister of
‘ Economic Affairs. This is no mere formal problem of terminology. It is a problem

which is unlikely to be solved very quickly. Another technical aspect may also present
certain difficultics: the provisions which, in one Bill, suggest that training regulations
“may provide for training by stages” and in the other that training regulations
* shall, whenever feasible, provide for training by stages ” (180). The system of training

e I o S L g g e 4 TR e ey W

k by stages has many and ardent supporters but not everyone may be convinced that the
v time is ripe for it to be formally recommended in a national law.

" } ° .

2 Industry-based training

The tremendous efforts being made in most countrics to expand, renovate and
reorganise the educational system, including technical and vocational education, run
the risk of detracting from, or covering up the importance of the work being done by
industry in training young skilled workers. As an example, it has been estimated that

, of all youngsters learning a trade in Irance in 1962, 51%, were learning it under school
conditions, while 49%, were learning the same or an almost identical trade on the job
under an apprenticeship contract (181). To all intents and purposes, therefore, ap-
prenticeship within the undertaking is a recognised alternative in France to full-time ;;
training in schools. But the French apprenticeship system, with its rather complex o
organisational and financial structurc dating back to legislation passed in the 19205,
has been the target of strong popular demand for rationalisation. At least two major
national committces—the Masselin Committee and the Chenot Committee-—have
made rccommendations for reform. The latter have been largely administrative or
financial, attacking in particular the complexity of the machinery for assessing, collect-
ing and disbursing the appropriate levy, machinery which (according to its critics)
successfully defeats its own ends (182).
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One of the important problems facing the Irench artisan trades today, as pointed
out in a manifesto published by the National Union of the Staff of Chambers of Artisan
Trades in December 1964, has been to foresee and prepare for the impact of the
educational reforms on apprentice training. There are fears that prolongation of
compulsory schooling will bring about a sharp decline in recruitment into the principal :
trades: at the age of 16 adolescents are often less receptive, already have exaggerated 2
pretentions and may be reluctant to enter certain trades which, as a result, will later :
on experience a real manpower crisis. Morcover, adolescents entering apprenticeship
L at 16 will only complete it when they are about to be called up for military service. 3
' Those who complete their training will not have had time to get firmly entrenched 1
in their trade; those who fail to obtain their trade certificate at the first attempt will
leave for military scrvice without having acquired any occupational qualification (183). }

As pointed out in the CIRE monograph on apprentice training in selected countries i
in Europe (184), this change in the apprenticeship intake is a common trend. The
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average apprentice is older but of lower average edueational Ievel than previously.
Numerically, too, many countries report problems s regards apprenticeship intake,
New Zealand experienced an absolute inerease between 10953 and 1938 but at the same
tie a sharp relative decline: 5.8 in 1053 compared to 2.0 in 1938, These tigures tade
regional Huctuations and changing 1rends in the popularity of cortain trades and
occupational categorics, Carpentry, motor mechanics and plumbing were hardest hit;
the eleetrical trades, furniture making and body building were more or less stationary;
engineering and the printing trides were on the upgrade, The average intake was
nevertheless considered unsatisfactory (185),

In the Federal Republic of Germany, the artisan trades were suffering @ decline
in the carly 19h0s compared to the previons decade, although the actual intake rose;
the building trades and textile industry lost between g, and 13", of thar apprentice
“ quota *, the metal trades gained about 15°, and so did the personal services (130).
It must be remembered, however, that the bulk of the apprenticeships take place in
Large scale industry and in conunercee, not in the artisan trades sector, A rather special
situation exists in the USA where there is immense concentration of apprentice training
in three broad sectors: the building trades (05%,), the metal trades (15%6 and the print-
ing trades (8°,). Moreover, since the total numiber of registerad appreatices in 1902
was only 150,000, apprentice training is relatively unimportant as a means of obtaining
skill qualifications, By far the conunonest systet is through full-time or part-time
training in a vocational or technical school or college, or through training in employ-
ment not covered by apprenticeship regulations (187).

Organisational and technical problems

laly, like Franee, is a country where the major cfforts of the past few years have
been direeted towards the reforin and reorganisation of cducation, both basic general
cducation and vecational/technical education, But apprenticeship remains the sole
training chantel open to young people who, immediately on completion of their
compulsory schooling, are obliged to take up cmployment in order to augment the
family fucome, As already mentioned above, the 1055 apprenticeship Act— or perhaps
more correetly, the applivation or non-application of the Act-- is under constant pressure
and criticism from all parties concerned, Hs application is inctiectively supervised and
its provisions are often violated, Insteadd of being trained, apprentices are often
assigned to real production work and are given tasks which are quite unconneeted with
their future trade... apprentices are sometimes engaged direetly by the undertaking,
instead of passing through the employient offices. They consiitute cheap labour and
are subsequently maintained as apprentices for more than the legal maximum (5 years).
. Related instruction, limited to three to four hours a week, generally fails to take into
account the apprentices’ level of education and real training needs. Their tasks in the
workshop and their classes of theoretical instruction are rarcly co-ordinated.” (5, 103,
188).

None of these criticisms is new. All of them have been, and still are being, raised
in many other conntries. A US government paper on the ability of apprentice training
to adapt to cconomic change quite frankly admitted that many people considered
apprenticeship an obsolete methad requiring radical revision (147). A paper submitted
to the Rescarch Conference on Unemployment, held at Boulder, Coloridlo (USA)
in 1964, pointed out the immense variation in the standards obtained in apprentice
training. The major— or “ good '~ trades are those which demand more individual
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skill and responsibility: electrical trades, pipe litting and sheetinetal work, Bui there
are at least five other chiannels through which @ man can qualify tor skilled occupations
in the building trades, the major apprenticeship sector: by completing ouly part of a
formal apprenticeship, through informal apprenticeship, by learning it in a non-union
scctor of the industry or at a vocational school, by picking it up on the job, Only 384,
of new entrants actually become formally apprenticed. There is little incentive to do
much about improving the content and organisation of the system (18g),

Solutions

In France the answer to some of these problems is seen not so much in making
exceptions in favour of industry-based apprentice training, but in improving its
quality and its structural and organisational bases, This is, in fact, the common view,
Apprenticeship must not be abolished but it requires maodernisation. In a report
published in France in 1966, the Committee on the Craft Trades and Artisan Scector
of the General Commissariat of the Plan recognised that there were special difficulties
connected with the rural artisan trades, but felt that several measures could be taken
immediately to improve apprenticeship in the artisan trades as a whole. These measures
included: establishing a joint service for co-ordinating basic and further training
activities and for pooling available stafl, training facilities and research studies;
extending the related instruction to 8 hours per week, or 240 hours per year; improving
the grants and allowances system; inereasing the number of inspectors so astostrengthen
the supervision of training; expanding vocational guidance services and organising
short courses in teaching techniques for new apprentice masters; substantially expanding
the facilities available for further training (1qgo).

Current thinking in Italy shows what might be called an indirect decision to
postpone action in the apprentice training ficld, to relegate it to a very subordinate
position. In the guidelines issued by the Ministry of Education for implementation
of the multi-annual plan for expanding and developing the school system, it was
estimated that in 1960g-1g70, of all clildren leaving middle school: 329, would go

into full-time training at a vocational school, 50", into sccondary education institutions
and 129 into vocational training other than a full-time vocational school progranime,
i.c. into appreaticeship or miscellancous vocational courses (1915, Even the Federation
of Chambers of Commeree, Industry and Agriculture, in its report on an inquiry into

the reorganisation of vocational training and apprenticeship, considered that, with

‘one or two exceptions, apprenticeship is at present less appropriade than training

given entirely in a vocational school or centre, According to the Federation, if appren-
ticeshiip is to become an acceptable form of training at all there must be a substantial
increase in the number of plant and inter-plant training schools and centres and a
considerable improvement in the quality of the related instruction classes (88). While
cverybody agrees, however, that reforms must be introduced, and government ser-
vices, trade unions and educationists alike have tried their hand at drafting new
legislation or proposing amendments, little progress has actually been made in intro-
ducing the improvements desired. One of the main obstacles may in fact be the problem
of establishing the respective ficlds of competence of the ministries concerned in a
situation where the dividing line between education and training is becoming more
and more blurred.

In New Zealand the government’s reaction to the decline in the apprenticeship
intake was to institute the new inquiry into vocational training, already mentioned

bty

F R

o nw— e

o e ——




hikdat g

Rt ol

o e e nCan b, o

P S,

. ———

Bt o it Smalai A ot Derlin W e A ——

ks B e 0 Ommet

IV PRRpRRE SR VRSOV AP S

above (1;0), After two vears investigitions te Commuission ol Tngquiry: pablizhed ats
report at the end ol 1905, expressed general satisfaction with the system s ~such bt
reconmended certain changes ot cmphisis. Measures needed to be tahen to cubanee
the status of apprentice training (g, vevision of apprentice wage scakes), to improve
the selection process, and to raise the quality of training by cicouraging the use ot
trade examinations. There should be o central organisation lor colleeting and attadvsimge
data on employiment inall the oceupations for which training is reguired, lor forceasting
probable needs for trained wen and women ineach oceapation arnd sector ol cconoie
activity, and for recommending the subsequent training action required. Greater
attention should he given to the organisation of training for connneree, for which some
svatem of certilication should be introduced to make commercial training comparable
to training in other ficlds. There was a need for rethinking the situation as regards
training of operatives, Even with automation, wodern industry still includes many
repetitive tasks requiring i low level of skills but skills at this level do necd some tridning
because of the inereasing complexity of the niachines and the high degree of uniformity
required in their output,

In the United States, with apprenticeship enrolnients dropping right through the
19505, the President set up a ™ task foree ™ to consider possible incentives for stimulating
apprentice training in industry (103). Tts report, published in 1404, concluded in favour
of a system of federal tax eredit applicable strictly to apprenticeship, pre-apprenticeship
closely linked to enmiployment forapprenticeship, and jonrneyiman trade extension courses,
The government, however, should not have final control over the number of apprentices
to be emploved and the appiicants to he selected, nor should it be able to foree industry
to invent apprentice jobs in order to reduce unemployment. A industry should retain
clfective control of apprenticeship and training, following standards jointly approved
by management, labour and the government,

As already indicated, however, apprenticeship is not the chief means of acquiring
trade qualifications in the USA, From this derives the importanee of the passing
of the Vocational Education Act in 1663, with its accompanying vast credits for
federal assistance for the expansion of vocational education (375 A interesting
innovation of the Act is the institution of the * work-studv progranine ™ to provide
part-time employment for young persons who need to carn i order to continue their
vocational training on a full-time basis. As reported in the relevant abstracet, to qualify
for federal support under the et a work-study programme for vocational education
students must be supplementary to an approved state vocational cducation plan.
The payments allowable are intended for students who (@) have been aceepted for
cnrolment as full-time students in a vocational education programine, (b) need the
carnings from such employment in order to conmence or continue their vocational
education progranmme, and (¢) ave between 15 and 21 years of age at the commicncenent
of the employment, A student must also be capable, in the opinion of the appropriate
school authorities, of maintaining a good standing in his vocational education pro-
gramme while employed. The employment authorised under the " work-study pro-
gramme " st be for the local educational ageney or {or some other publie ageney or
institntion, and must not exceed 15 hours a week during class sessions. The compen-
sation allowable may not nornally exeeed 845 in any month, or 8350 in any academic
yuir. '

It conld casily be argued that such a programme is in effect a variation  or modern-
isation- of traditional apprenticeship.
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The whole discussion on the reforin of voeational tradmng i the Federal Repblie
ot Gertuany hinges o two themes:s the neald for achieving greater ehicctiveness in
g and the need for comprehensive tederal Tegislation o regulate i, adready
disctissed above,

A resolution adopted by representatives of the Gernan Association of Voeational
Teachers at a conterence weetingg in Hanover i Mav 164, listed 1o points on which
agreenmient should be reached  see cnt L Most of their demands are merely state-
ments ol the situation as it alveady exists, bt they also contain sone iimportant
innovations (1ag.4). The ideas that there should be basic vocational training in a schiool

-
German Association of Vocational Teachers
Resolution concerning the reform of vozational in a vocational school should be compul- \
training, May 1964 sory for all young pcople. |
1. The minimum age for starting vocational 6. There should be at lcast 12 hours of re- .
training should be 16, lated instruction per week. |
2. All young pcople should receive basic vo- 7. Thereshould be intermediate practical tests ,
cational training and their aptitudes should which might entail prolongation of training ‘_
be tested. in indwvidual cases. ;
3. Systematic basic vocational training should 8. Vocational education and business should
result in shortening the duration of training co-opcrate in organising final examinations, i
on the job. the theoretical part being conducted by the ‘
vocational schools. !
4. The duration of vocational training should :
be variable but in no case should excced 9. Adult training should be encouraged. i
three years. ‘
10. Facilities for further training should be |
S. Related, part-time thcoretical instruction created. |

situation at the start of an apprenticeship, that there should be at least 12 hours
of related instruction per week (instead of the current norm of 8 hours), that there
should be intermediate practical tests, and that the vocational schools should have
an active part in condueting the final examinations, have given rise to considerable
and sometimes heated discussion. Such a substaatial inerease in the amount of time
devoted to related instruetion would be detrinental to the quality of the practical
training. A year of compulsory basie vocationa instruction in school after completion
of primary education was sound but could not bhe implemented: there was too acute a
shortage of school premises and teachers; it wounld involve an additional dispersal of
cducation, would extend the duration ol trainiug and possibly be prejudicial to in-plant
training (193, 100). Doth recommendations were taken up again, however, by the
National Committee on Education in its recommendations on the secoud cvele of
primary education, with particular reference to vocational training and vocational
schools (197).

Training by stages

One of the newest measures recommended with a view to improving the ellective-
ness of training within the undertaking is known as ™ training by stages . The system
has been developed in the Federal Republic of Germany within the last four vears as
a measure to inerease the dexibility of vocational training. It usuadly comprises three
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stages, corresponding to the three vears of apprenticeship, and postpones final deeision
as to trade specialisation until the trainee has completed an initicl period of basic
training, conunon to @ number of trades within a given occupational group. The first
and the second stages take place amiy in a training workshop; the third stage is the
real specialisation period in production,

The initiator of the plan, and its many supporters, point to the system’s nimerons
advantages: broader-based training during the carly stages, greater mobility of labour
and increased tlexibility with regard to ciianging from one speciadisation to another
while yet remaining within the same occupational group, a longer orientation period
leading to a better final scleetion of trade or oceupation, avoidance of premature
specialisation. With passage from one stage to another dependent on agreement
between the employver and the apprentice in the light of training results, and not on
a final examination at the end of the stage, fear of a failure in an examination should
in due course be totally eliminated. Organisationally it wounld make it casier to gronp
apprentices to form special subject classes, initself & measure likely to improve the
quality of training. It wonld also inevitably ereate some diflicultics however, particularly
with respect to its implications {for vocational schools,

Considerable interest has been aroused by the training-by-stages system and a
number of abstracts have been published on it There have been deseriptions of the
original plan put forward by its promoter  the Kranse Plan—and of the schemes
instituted, for instance, at the Krupp factories and 1G Metall, as well as nuneroua
abstracts on the comments, favourable and adverse, to whicluit hias given rise (198-204,
and passim).

As a system, training by stages is by no means limited to the Federal Repub-
lic in its application. References to its possibilitics and weaknesses are to be found
with respeet to other comntries as well, the USSR in particular, In February 1966 the
Council of Ministers” State Committee for Vocational and Technical ‘Training approved a
number of principles applicable to the organisation of training within the nndertaking
following the training-by-stages svstem. For mechanical engineering, three stages were
recommended: the first stage (6 months) ieading o gqualitication as a first category
worker, the sccond stage to ihie second and thand categories (-5 months) and the
third stage for acceess to the higher categories (205 Early references to the system
were not alwavs positive in the USSR, The ddea of o shintiitaneous progression of
skills and of promotion to a higher category for ail the workers taxing {urther training
by stages was decliaed to be ™ hasically unsotnd 7, Morcover, it was feared that the
work at the plant would be disorganised if too many production workers were taught
a second trade even though it might be related to dheir initial training (200). Less than
a vear later, however, the swne journal carricd another article deseribing a training-
by-stages schieme in a Leningrad mechanical engineering tirm which, on the basis of
two years’ operation, was declared to be an effective means of acquiring further
training and much appreciated by the workers who attended the courses in ever-
increasing numbers (207).

The industry-by-industry approach

A Russian article on the recommendations ol the Council of Ministers” State
Commiittee for Vocational and Technical Training respecting thie organisation of training
by stages states thi 80P of the industrial workers in the USSR have received their
training within an undertaking. It also states emipbaticaily that whatever form of
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training (in-plant or school-hased) workers may have had for the first four categories
of qualification, only training within the undertaking can be satisluctory for the filth
and sixth categories. No training school or centre, it suggests, is or ever will be able
to provide the broad, advanced traiuing needed for these two categories (2035).

These views might have been written of and in the United Kingdom. Yet even in
this staunch supporter of the traditional type of apprenticeship, where the strictest
luissez-faire policy has been observed and where all apprentice training has been
regultated by collective agreement, the 1goos have seen radical changes in the organi-
sational structure of vocational training, if not so much, as yet, in its content.

Once the initial decision for government intervention had been taken, chronologi-
cally things moved fast. In December 1462 the government published a White Paper
on industrial training. In November 1963, after some 11 months of discussion in com-
mittees and conferences, in educational, employer and trade union cireles, in professional
bodies, in Parliament and in the press, the Minister of Labour placed the industrial
training Bill before Parliament. Four months later, with very little amendment to
the original text, the Bill had become law (208-210).

Compared to legislation passed in other countries, the Industrial Training Act
may scem skeletal, It has nevertheless become a landimark in vocational training in
the British Isles. Tt recognised the need for government intervention in training matters,
It set up a central organisational structure for the promotion, supervision and control
of training-—the industrial training boards and the Central Training Council. Tt
introduced a levy system for the financing of training, with a view to spreading the
costs miore evenly among the employers bhenefiting froni it. [t instituted a system of
grants or loans out of public funds for the encotiragement of training activities. It
maintains the principle of the emplovers’ responsibility for training but has given the
government powers of compulsion to cusure that the training activities are properly
conducted. In short, it concentrates inmmense powers in the hands of the Minister of
Labour but at the same time leaves indusioy free to get on with the practical job of
organising the training,

Structurally, one of the interesting features of the Act is the coneept of organising
training indu. try by industry instead of tride by trade. As a result of this decision, in
April 1906, just twe years after the Act became eficetive, 13 industrial training boards
had been set up (wool, jute and flax - iron and steel = engineering — construction — ship-
building — electricity supply — gas — water <ipply - ceramies, glass and minerad products
= furniture and timber - carpet - man-made fibre producing - knitting, lace and net)
and others were in the planning process {217).

Inevitably, with such a structure, it has not been feasible for the boards to keep
pace with cach other. In its first report to the Minister of Labour, the Central Training
Counail pointed out some of the probicms of determining priorities in setting up the
system. Each board, says the report, should cover as wide a scctor of industry as
possible, so as to reduce the number of boards and the administrative staif needed as
well as to simplify co-ordination. The larger the sector the casier it is to cope with
changes in technology and in market eouditions. Bat such a policy means that some
occupations will obviously be found in more than one industry, The Act allows for
the establishment of joint committees in such cases and where appropriate (carly on
in the implementation of the Act, the engineering and the iron and steelindustry train-
g Boards agreed to set up a joint foundry training committee); but it is expected
that, usually, informal arrangements for consultation will prove adequate (218).
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Commereial and office training is another licld for joint, nation-wide action, In
November 1904 a special committee was set up to investigate and advise on training
for commercial and elerical occupations, and has made extensive recomendatiois
covering a wide range of occupations and branches of activity, including the distributive
trades (2149, 220),

Agamst these organisational and administrative problenis, the approach probiably
has one advantage to ofter, It allows an industry to plan and take action in the
light of its own needs — a form of incentive to train which, backed by the financial incen-
tives of the grants and awards and checked by the central, ministerial powers, it is
hoped will pay dividends.

Training for adults

Most of the svstems and organisational measures discussed above have been geared to
providing basic training for voung people and for the skilled worker level, Running right
the way through them, however, it is evident that planning authorities, government ser-
vices, employers, and workers” organisations alike are also concerned with the training
and retraining of adults, It is not merely a question of organising retraining as an cco-
nomic or social necessity, rather it is acceptance of the principles that training i~a lifetime
processand that further training and education are 1 coming an obligation, not mercly a
voluntary action. As indicated in a study onaceelerated vocational training progranunes
for adults in four European countries—- the United Kingdom, France, the Netherlands
and Belgium  AVT, which originated in the desire to reintegrate unemployed and handi-
capped persons into the active labour foree, has progressively become an integral part
of a regional cconomic redevelopment poliey (e.g. to promote the establishment of new
undertakings in depressed arcas), or a seleetive emigration policy (221).

Even though further educition and training are implicit in the general systems for
education and training, therefore, a number of countries have felt it necessary to
reinforce this action through measures specitically intended to promote and expand
vocational training programmes for adults, The Danish law for the training of unskilled
and semi-skilled workers in emplovizent is a case in point (gg-1o1). Parallel action has
evolved in Norway whore arcort o Carlianeni oy the Ministry of Labour anticipated
raising the vearly participation in governmen sponsored adult vocational training
courses to between 12,000 and 13,000 Darticipenes (the igure for 1963-0.4 was 5,500)
over the next live vears (222). Proposals by the Norwegian Minister of Education on
the same subject declared, among otiier things, that adult (raining should be given
the same status as youth training, and called for expansion of faciiities for further
training and cducation, a more tlexible approach to certification . e basis of part-
time courses, expansion and inerease in the staie grants and alowaneces payable for
and to persons taking such training, and the establishment of a joint committee to
advise on the organisation and co-ordination of adult training. The membership of the
latter should comprise representatives ol the Joint Education Couneil, the Manpower
Dircctorate, the General Confederation of Trade Unions and the Emiployers” Confedera-
tion (223). A little more than a year later most of the proposals ol both ministries
were embodied in the reguladons approved by Parliament regarding the status, tasks
and functions of the Council for the Vocational Training of Adults (224).

Much the same type of action has developed in Poland. .\ scheme for promoting
adult edueation through part-time courses of hasic and further training for workers,
was draited by a committee of the Trade Union's Central Board in 163 recommending,
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among other things, the ereation, within inedustrial undertakings, of eentres for the
general and vocational training ol workers (2235 Two years ater, i agreeinent with
the Central Committee of Trade Unions, the Council of Ministers introduced o series
of measures on the subject. Further training was considered to comprise (i) uparading
and/or training for promotion, and (i) updating. Four types of progranme were
recognised (Tull-time or part-time vocational courses: normally between jo and 600
hours of instruction; seminars; periods of phumed employvment organised for training
purposes in a suitable plant; supervised seli-instruction,; further tridning was to bhe
compulsory for certain workers (those employved in branches of cconomie activity
where the pace of technical developmient and change warrant it), and was to be organised
in conjunction with annual or long term economic development programmes (220).

FFew countries have gone so far as to declare further training compulsory for certain
trades or occupational ficlds, however. Action has most often been directed towards
measures to encourage participation in courses ol further training and education or
to promote the institution of appropriate training facilities for adults, In Belgium, for
mstance, a decree issued i July 1963 introduced further education allowances for
voung workers wishing to attend advanced courses in general or social subjects (33).
Similar grants and allowances were approved by regulations issued in 163 in the
Federal Republic of Germany (145). The same year saw the establishment (by decree)
of the National Adult Training Institute in France (227). A similar institute was set
up in Algeria in 1907 (228).

In Spain a separate Department of Further Education was set up within the Ministry
of Labour in November 1962 with wide functions ™ for co-ordinating, promoting and
cncouraging public and private vocational training activities; for advising training
centres (possibly deciding their location, nature and size); and for establishing and
managing public centres set up for providing further training ™ (229). The Ministry of
Labour subsequently launched a comprehensive workers’ occupational upgrading
programme, with a planned output of some 730,000 persons having completed some
forin of training course between 196 4 and 1907, and the construction of a network of
basic centres (one per provinee) and local centres iaia mobile instruction units to reach
workers in outlving districts (230).

In the USSR and the other counties of fastersi Furope, wind in particular in
castern Germany, part-time training ot adalts for purposes of uprading and promotion
has always been encouraged and regicded as part of the novna, edacational process.
In the latter country, following an Gider of the Couneil of Ministers (146005, the planning
of adult training has been integrated into a comprehensive scheme of interrelated
stages of qualilication (231). In the USSR undertakings are required by law to provide
further training facilities for their workers, Their obligations are defined in o series of
olficial texts and regulations, but they carry, too, a right (subject to the cousent of the
worker’s union) to disimiss @ worker who refuses to learn a second (related) trade when
the knowledge of such a trade is essential to the proper performanee of this hasic job.
Collective agreements specily the number of persons {or waom further training is to
be provided, as well as the nature of the training and its duration (22).

Vocational training for adults, whether integrated in the national education and
training system or distinet from it, is in fact becoming a permanent tool for social
advancement and economie growth. As indicated ina 3-vear statement on the vocational
training activities of the Department for Youth, Sports and Social Attairs in Tunisia, the
apprenticeship system cannot cater for all school drop-c..ts but the adult vocational
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training svstem has a relatively larger intake capacity, owitgz to its intensive training
methads, and can adapt more casily to the ditferent educational levels of such trainees
(233). Itis certainly this same ability of vocational training prograunmes for adults to
provide the tlexibility needed by their economie development plans, which has led many
other countries in Asia, Africa and Latin America as in Chile- formally to include
them in their national manpower development plans (23.4).

Planning and co-ordination

The inercasing complexity of national svstems of education and training and the
recognition of their interdependence have led most countries either to institute a single
authority with vesponsibility for all education and training activities, or to include in
their organisational structure permanent machinery for co-ordination of the different
component parts. The Iatter is perhaps particularly noticeable in the developing coun-
tries where there is special need for planned and simultancous development and where
the existing institutions are still relatively new. It is often casier to start recognising
the need for newly ereated services to co-ovdinate their activities than to convinee long-
established bodies they can benefit from collaboration with services which may even
scem, on the face of it, to be working in opposition,

Both these trends are retlected in the abstracts, Typical of the central planning trend
is the new organic law on education promulgated in Honduras in 1967 which specifies
that, for the effective performance of its functions the Department of Education shall
have separate services for “pre-school education, primary education, general secondary
cducation, technical and vocational education, teaclier training, art ceducation and
cultural development, adult literacy and education, sports, and school buildings.”
cach of these services, however, must follow the decisions of the Office of Over-all
Sducational Planning, which shall itself work in collaboration with the Iiconomic
Planning Board (127).

Whatever the title given to the co-ordinating body set up within a country, its
functions and composition follow the same general lines, The list of such bodies, even of
those noted in the abstracts, would be long. Their composition is likely to include, as in
the case of the National Advisory Centre on Technical Education and Vocational Train-
ing in the Central African Republic {2335) the minister of Tabour and social affairs and
the minister of education (respectively chairman and vice-chairman), the minister or
official responsible for the cconomic development plan, the ministers of public works,
of agriculture, and of national deivnee, the heads of the educational bodies directly
concerned and a specitied (equaly pampes of representatives of emplovers” and workers’
organisations. The Supreme Cencral Consultative Commitiee set up by the Iraq Ministry
of Education is another example (230).

Representation of the national plaming department is beconing a permanent
feature, But more direet contact with current manpower and educational vesearch
activities is becoming even more important, Concern with maintwining such contact is
to be seen in the establishment of such bodies as the Central Rescareh Institute for

Vocational Training in the Federal Republic of Germany (237), the Ministry of Labour’s

Manpower Rescarch Unit in the United Kingdom, the US Education Research Informa-
tion Center (238), sct up by the Department of Education and intended to serve not
only the Department but also the entire educational community. At national and at
state and local levels, action must be based on accurate and up-to-date information on
what is required of the system as a whole in numbers and in quality,
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I1l. Vocational orientation, guidance and seiection

The changing concepts of the objectives and organisation of education and training
have created new problems for vocational orientation and guidance, as have the changing
ceonomic and social pressures discussed in Chapter 1, But if they have raised problems
they have also had a positive impact. Orientation ¢nd guidance services have gained
tremendously in importance over the past few years, The individual is more aware of
the need to exereise his choice of an occupation well, and to seck help in doing so;
employers are more inclined than in the past to use more scientifically proved methods
for sclecting their employees,

Specifically, it is the general tendeney to stay on longer at school, cither on a vol-
untary basis or because of a formal prolongation of the period of compulsory schooling,
and the concept of comprehensive or multi-purpose schools which, together, have had
the greatest single impact. Postponement of the final decision for a trade or an occupa-
tional field, and the broader educational bases of the final years of compulsory education
have expanded the range of occupational possibilities and rendered the work of the
guidance counsellor more complex. An additional complication may be seen in the fairly
general acceptance of the idea that vocational orientation and guidance are not actions
which are needed only onee in a lifetime. As stated in a resolution adopted at a mecting
of experts convened by the Tntertationai Vocational Guidance Association (IGVA) in
1063, there is a need for the child, adolescent or young adult to receive the individual
assistance of & guidance counsellor at difierent stages of his development  {from 10 or
L1 years of age up to the age of 24 or 25 years (230). There are cases where it 1s felt that
this period of need should be extended well beyond the 25 years age limit,

A Working Party on the functions and organisation of vocational guidance for
adults and older persons, set up by the Swedish Vocational Guidance Association,
noted the higher incidence of older persons seeking the aid of the guidancee services and
attributed it to the higher school-leaving age and the rapidly changing structure of the
employment market. The continning exodus from agriculture and forestry, the increas-
ing number of women wio re-enter the employment market after an absence of some
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vears, and policies for the reintegration of handicapped workers into the labour foree,
have greatly increased the demands_made on vocational guidance services and have
made new specialisations within the general guidance ficld {240).

There has therefore been a move over the past decade or so to spread the span of
vocational guidance and orientation both backwards into the primary school programine
and forwards to come to the aid of the adult worker. It is perhaps indicative of this
trend to note that in 1963 the International Vocational Guidance Association felt it
necessary to change its title to become the International Association for Educational
and Vocational Guidance in order to clarify its ficld of action. But the main effort is
still, and likely to remain, concentrated on vouth; the general concern is that of helping
young people to cross over as smoothly as possible from full-time education to integra-
tion into the active labour force.

yroal o

Orientation - guidance - selection

An article published in “La nouvelle Revue pédagogique™ in 1662 warned against a
tendencey to confuse vocational guidance and vocational selection. The aim of selection
was to choose from the mass a qualificd minority for doing a specific job requiring
specified qualifications; the purpose of vocational guidance was to enable every indivi-
dual to find the place in the work foree which corresponds best to his own aptitudes and
the interests of society (2.41). To these two notions should he added the idea of vocational
orientation: a stage which precedes the other two and is intended to give yvoung people
approaching school-leaving age a generval understanding of the emploviment market, its
opportunities and the carcer limitations implicit in the sclection of different streams of
cducation.

The orientation phase is further sub-divided into general orientation activities and

practical orientation. The former are largely informational. The latter ¢ mprises short
periods of practice andfor observation in several occupations. Its direct object is to
acquaint persons about to enter emplovmient with the nature and conditions of work
in the occupation(s) in question so as to ensure a realistic approach to occupational
choice. '

Most countries have tried o meet the challenge of vocational guidance by taking
advantage of the longer period of covipulsory schouling 1o inciude systematic, planned
observation and orientation sessions iaio the vegular sehwoc! vrogranine. The pre-
vocational and polvtechnical training or education introduced i the USSR and other
countries of Lustern Lurope sinee 1958, and the observation and orientation cycles
instituted with the French educational reforms:  discussed in some detail in Chapter 11
are cases in point.

S Some countries which have followed the idea of polytechnical courses as o prepara-
i tion for the transition [rom school to work, have scen it more as an independent activity,
! school-based but nevertheless outside the school svstem. This is the case with the
; recommendations for the organisation of a gth vear of compulsory education in Austria.
The courses for the gth vear are to have standard syllabi, which must nevertheless be
Hexible enough to allow adjustment when necessary., Their aim is to give pupils who are
neither attending a junior sccondary or a higher school (whether general or technical,
agricultural or vocational) nov staving in the lower or upper primary classes or a special
school, general basic training with a view to their future carcers. In other words, they
B are for yvoungsters who do not wish to prolong the ties with school. The instruction
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should therefore not be "bookish™ in character and slould avoid requiring much memory
work of the pupils,
The curriculum would include instruction in such subjects as: vules of behaviour
(including attitudes to work), mother tongue, mathematics, basic cconomic and social
sciences, civies, cconomics, technical drawing, hvgiene and home cconomics, and an
initiation into practical work. Vocational guidance is to be reinforced by orientation ;
visits to firms and exhibitions (242). :
The same type of approach can be seen in the Federal Republic of Germany with
the year of post-primary practical orientation organised jointly by the Christian Move- !
ment for Young People’s Villages and Hibernia Limited, except that here the programme ’
is more occupation-minded. The pupils spend three days a week on practical work and - :
the remaining two at a vocational school (243). Another variation on the same theme :
is the institution of prevocational classes in Switzerland providing an optional year of ;
continued education for young people who, on completing their compulsory education,
are not sufficiently mature to make a valid occupational choice. The first such experi- ~
ment was noted in the abstracts with respect to the canton of Aargau (244). The syllabus '
much resembles the programme recommended by the Austrian polytechnical commis-
sion. Later references deal with similar arrangements in Zurich and in the canton of g
Bascl-Land (245, 240). '
, In all cases, however, there is the problem of how to make the orientation visit to j
R work-places meaningful. How is it to become more than just an outing, an escape from
the school routine? How is the school to deternune the usefulness a visit to a given lirm
or undertaking can have for a particular group of pupils or class? What can be done
to make the visit more effective, or to counteract attempts --whether intentional or :
involuntary- on the part of the emplover to use the visit {or recruitment purposes?
These are some of the questions which are being asked by teachers and guidance ‘
. specialists in all countries and schools which have instituted school and youth guidance
services. Some of the answers are discussed in an article on rescarch being carried out by ;
the Vocational Guidance Rescarch Unit of the Department of Psychology, Leeds !
University (247). They are also to be found in the buckground to the preparition of a
model plan for the organisation of a vocational oricttation visit, established as a
demonstration vroject by the Vocational Guidance Otiice of the canton of Zurich,
Switzerland (248).
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Practical orientation through woric experience

More recently there have been signs of a tendency to carry practical orientation one
stage further, to enable the pupil to get, through personal work experience in sciceted ;
occupations, a realistic idea of what the jobs and job environments entail. The abstracts ;
L do not as yet carry many references to such measures: they are probably at too experi-
mental a stage for opinion to be formed as to their worth. In Sweden, such practical
vocational orientation (PRYO) was made compulsory {or all the Sth-year pupils in the
new common basic school as from the 1963-1g00 school vear. It consists in organising
work experience in two or three different jobs for cach pupil for a total period of three
weeks, Its goal, as stated in the school curriculum and reproduced in the relevant i
abstract, is to complement

“the theoretical vocational orientation by making it possible for the pupils to

get, through personal experience of working in sclected occupations, a realistic
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idea of what the jobs and jolienvironents of the oceupations entail; the pupils
peb e opportmnty ol trving wev e ond i actial wors whether tiiey pos-
sess the aptitudes, interests, ctes reamred o the occupations (uestion;; it
provides the pupil: with better knowledae about workingg condhitions, e, hudis-
trial organisation and spectabisation, the relationship borween camplover il
cuiplovees aud between colleagues, trining factlities, safery, and ndnstriad
Lvgiene”

Lnplementation of the schens entadls o toendons aanount of organisationad work,
atd st have the full co-opetation and comprelension of all parties coneeried:
parcits, teachers, pupils, ciployvers, the cieplovees from whom the youngsters will get
their information, the county schooi bhoards and county Tabour boards, the vocational
puidanee specialists (249). Not all the experiencees have been successtul Subseribers to
“Traiuing for Progress™ way recall an ancedote on the system which was pubiished in
Volmmne . No, 1, and highlights some of the problems raised.

The ouly other comparable examples noted come from the Federal Repablic of
Germany and the United Kingdom, Ta the Federal Republie an experiment was wide
to introduce i two-week practical training period in industry tor gth-year schoolehildren
in Bieleteld, on which tobase subsequent prevocational training and vocational guidanee,
The experiment seenis to have been sueeessful in that it makes connselling and place-
ment in apprenticeship casier. But the article deseribing the experiment conelndes that
if this type of training period is 1o be inrodueed generally the vocational guidanee
olhces will necd wach wmore staty (250),

The second caseisa private schome iatiated by the headiaster of a British secondary
school Jor boys, backed by the local town couneil and with the ca-operation of Jocal
industey, [t is one schiool’s answer to the problems raised by the miss of boys staying
on at school bevond the compulsory schooling period yvet not having cither the intention
or the aptitude for higher education. Tt gives the boy o chanee to acquire an industrial
(or commercial) orientation and even to huad his vight level within the industrial struc-
ture (251).

Vocational guidance and manpower planning

The upsurge of interest in vovational oricutation aud guidianee secms indicative of @
need which iy have been latent for some time: e is no aceidei that this interest
should grow p.nr.ull«l to the swing towards the scientitic, sovio-ceonomie apptoach to
malpower planning and human resourees developinent, Vocationad cuidanes nas giined
recoguition as a valuable adjunct, an essential tool oi icnpower phuing, But a certain
amount of conflict is apparent between national manpower necas el concera for the
occupational preferences of the ndividual, Tt nay somec tines be ondy o very aae line
which separates genuine practical vocational oricntation from ativiapts sy o
direet voung labour into uselul chauncls of activity with Known cioplovinent o - ortu-
nities. Measures to combat the problem of the cdncated unemploved i Tucia by
encovraging them to embark on sell-ciiploveient (), and to eradicate the goaeral
aversion to manual work in many of the developing  as well as the more highly tidus-
trialised  countries, can be regarded as both economie planning and guidinee of the widi-
vidual into employment which will give hitn ccononie independence amd self-respect.

The same may perhaps be said of the attempts being made in many countries, and
particularly in Africa, to give rural youth prevocational training and to direct then
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towards local cplovment  agricultural aned non-agricultural 1 order to stem the
dritt away frow the kad, A number of sich seliees ave i operation experiznentadly,
but oulv a few of thent have been selected tor diseussion in the abstracts, Representative
ot this trend in the developing countries are the pre-apprenticeship ceutres in Tanisia
(232), the Civie Serviee systenn in Mali (o5 and the Young Ploncers Movement m the
Central African Republie (42), all three of which have been instituted principaliv to
teach miproved husbandry technigues and to provide polyvalent training in common
craft trades as a general preventive against the rural exodus, and tie “back to the Land
movement™ stavted as a campaign against unemployvient in Dahomey {goj, The action
taken by the Madrid Provincial Chinnber of hdustry to institute “vocational initiation™
courses to prepare primary school pupils for ciuployment in varions occupations avail-
able locally, and generally to promote the development of the Miadrid hinterand, can
be viewed in mueh the same light (g0), aithougl the problem is by no means as acute
as i the countries just vited,

Concern over the need to direet vouny people into occupational siclds in conformity
with the needs of the cconowy is very apparent right through the abstracts, In dis-
cussing the trades or occupations to be taught in the then newly instituted practical
training classes in the 11-year schools in the USSR, it is stated categorically that eacls
pupil should, in principle, be able to chioose his trade freely but that “the necds of the
mational cconomy, and more particularly of the cconomic areas coneerned, in regard to
skilled workers take priority™ (253). In 160 special vocational guidanee programmes
were established by the City of Dresden in ic tern Germany, with @ view to directing
pupils systematically towards an occupational choice in line with the needs of the
ceonomy (25.4). A community programme sponsored and administered by the ocal
Chamber of Commerce in a small town in Massachisetts (USA) has as one of its guiding
principles the need to direet vounyg people towards training and employment opportu-
nities available locally (255). The vocational guidanee svstem evolved in Czechoslovakia
links education and training with the state ccononmie plaaning through a cotplex system
of “apprenticeship balanee sheets™ which reveal duierenees hetween regional manpower
needs and the numbers of young people availiubic to gl them. The ditierences are then
resolved by what is termed “inter-regionan transfer of vouth™, When vocationai guidancee
is 50 closely tied in with the necds of the ceonomy, however, its psvehological aspects
run the risk of being forgotten. Fear of negleet of the individual in application of the
plan has led a group of Czech psyehiologists to devise a sehienie for redressing excessive
cmpliasis on cconomie factors, @ schens which s now been operating in all Czech
schools since 1963 (250).

The Czeeh research in this fichl is characterisde of a common teend: if vocational
guidance services are tending to appiv a more practical approach ad to diveet their
counscllees (hoth voung and adult) towards those ficlds and occupations where they are
likely to find an cconomic return for their traioing wind work, they aive none the less
deeply concerned with taking the occupational aspirations of the individual into aceount.
This was defined at the IGVA mecting of experts in 1963 as implying assistance based
upon knowledge of the voung person, his needs atd environment, within the framework
of the cconomic situation in the country (2391, M the same meeting it was stated that
the school can be expected to help sabstantially in the evaluation of the individuaal
problems of pupils and maladjusted children and to decide the different forms of assis-
tance required. But inboth the LGV A report and the Czech study referred to above, it is
stressed that the guidance process is a joint atfair involving, as appropriate in cach local

43

- e . - PESURRUWEN S WY A PSR st

Lol el



. ———— e

-
e emeaews ae= e

-_— . —————r -l

R O e R

ey L ——

or tional situation, the svstenndic co opetaiion of all cutieerted st teachiors aid the
sunlance coun~clior, the schiool doctar, )h\'n'hnlugm atnd ~ocid Wi ltare oitieer, the
carcers naster, the vontl cmplovinent wrviee, the clubdirens” parents and then iature
ciplovers,

The special groups

It can e argued that the greater atiention bt paid to indivedaal as=i~tonee, aned
in particular to the problenn cronps - ne chleriv, the phivsically and soondiv Landi-
capped, the mabadjusted and tie mentaliv backwad s been prompted by croluinie
considerations. This is not entirely so, The tight ciplovinent markets of the past decade
i industriadised countries have certandy given dnense frpetus to the visible chiange
i attitude towards ciuplovinent of these catezories, Considerable progress has heen
e i achieving a better understanding of the ciploviem implicatiors ol suctiad aned
physical handicaps  and vocational zuidanee has risen to the occaston,

A certain number of the abstracts cliumsificdd under this heading deal with viidanee
activitios specially directed towards these disaedvinntaged groups. There are,jor instanee,
references to the work of the vocational cuidance centres in Delgimn ~pecialising
assistance to the adult unemploved with physical or mental handicaps (237)0 to
vocational guidance manual which has been prefared for teachers in the Federal
Republic of Germany dealing with Landicapped adolescents (2035 1o action tiken to
retrieve or reorient sehool dropouts in developing conntries, and in Tunisia in particuiar
(258). Special measures have been taken in the USA for the voeational preparation ol
mentally retarded young prople (250 or tor those wito are phvsicallyv or emotionally
handicapped or otherwise socially distcdvantaged (200, 2010, Tn the Federal Republie
of Germany, mentally retarded boys in the spectad clisses of the connmon hasic school
are increasingly heing oricnted towards apprenticeship incertain o the cradt trades,
especially as house painters (202, The evidenee hows cleaiy that the principles have
been accepted and have even been cariicd oo vored die tight Tabour situation in
which they evolved,

Au inquiry into the work expericiee of hene o childien  ehiidron withs poor
evesight, motor-handicaps, Deariintg delecis, i poeptic voinditioa or menital handicap
has been cirried out in Italy among pripils who el one of thie five special schools Tor
handicapped children in Mikue Tae Qb wis 1o as~ess the reliability of various fuctors
in predicting satisfactory integration it working lide on the basis of w deiadled analvsis
of the medical, pyschiological and social cittations of the subjects, Towas iound that the
occupations followed by these voung handicapped people covered o wide range ol jobs
but showed little correlation with the vocational training acquived at school, Tt was
concluded that educational and vocational guidanee should constitute a single and
continuous procedure and that close attention should be paid to psychological aspects
in all rehabilitation work (203).

The vocational guidanee connsellor is ina pecial and privileged position in the team
trying to help such children. Inosome respeets fie i wbie to do more for, o jearn more
about the retarded or mentally disturbed child or adolescent than can ihe parents or
teachers, a psychologist or psyehiatrist. Psyehotherapy in vocational guidiies has its
limitations however. [ts value consists mainly in its ability to track dowi or suspect the
real reasons for difficulties at school orinan apprenticeship, and in this way to Lelp the
psychologist or psychiatrist to prescribe the right treatment (204).
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Mecthods, training and research

With recognition of the e nll{ulc'\ll\' dead i ectanee of thee Vo iodad Conncols jn])
has comie concern {or giving L adoquate preparation tor perioriin g it Guedatee
counsclior preparation is tending to melude more stady or psyvehoiogy, to claphasise the
need to have an understanding ol personadiny dviamies and motvation, as well as
upedating in new teaching media, assessment deviees and tecloigques. An American
atticle adds that the cmplovinent counsellor todav st also consciousivand deliberately
think in terms of change and keep s to date onnew and expanding ocenpational ficlds
(205). He must learn to present intormation at the vight moment. Heodoes not, aeeording
to a Swiss article published in 1005, need to be atrained psvehologist but he does need
to have had sullicient trainiug in psvebology to be able to discuss and stimulate dis-
cussion with adoleseents and their parents (200), On the whole, however, the counsellor’s
role and functions are not very well defined, A survey carried out in area vocational-
technical sehiools in five stidtes in the USA reached the conelusion that it was iimpossible
to draw up generadly applicable deseriptions [ov cither (207).

Aptitudes and potential for success

More recently, judging by the abstracts, the bulk of the vescarch in this Gield has
been on the assessment of pupil potential and aptivele and on testing the efiectiveness
of counselling practices under certain conditions, Assesstmient has been moviig away
from the rather narrow conecepts of using tests and aptitude batteries for determining
success potential. Even the coneepts of suceess have been chianging. Loaddition to long-
accepted  external success eriteria in emplovinent  carnings, output, stability in
cmplovinent - there are other measures to be applied, such as the individual’s carcer
satisfaction (208). Administration of a test battery alone is not cnoughy; it must be
backed up by other and broader types of informacion health and phivsical factors,
school results and home environment  aod by extensive depth interviews.

Occupational choice

Vocational guidanee seems, in fact, to oeat ¢ iew oeginning. Mueh that is written
todiy on the subject is exploratory or experinienial in chiaracter. Conclusions are still
only tentative, The lines of rescarch wre dnteresting in tiemselves, Gae of the more
prevalent themes is the type of faetor intuencing oceupational choice, aad wonumber of
projects to ascertain the motivations oi occupational chioice have beein noted i the
abstracts, among them:

- an inquiry in the USA to determine the oceupational preferences and
expectations of girls in relation to the oceupational level ol their parents
(200);

— a study in Eastern Germany to show whether their practical work clisses
haud had an effect on the girls who chose a technical occupiation on leaving
school (270);

—- a French inquiry to determine the intluence of aptitudes on adolescents’
inclinations as regards occupational choiee (271);
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— - two Halian stidivs, one on the pattern of ocenpationad choice during
training (272) and the other on oceupational choice and ceonoinic planning
(27403

—  series of studies in the USSR o subjects s vas theoceapational interests
of schoolchildren (.37.}}.1.]1(‘!!1()11\'1‘.\ undenving ocenpatioal choice (275,
the psycho-sociological factors connected with development of aninterest
in a trade (270);

w= a doctoral thesis by i Swiss pvehojosist and guiteinee counsellor on the
possibilities of predicting ocenpational choice on the basis of Kuder
questionnaires and the General Aptitude Test Battery (277).

Other interesting ticlds for vescareh have heen the exprectations of young job appli-
cants in France {278); the career histories of vrained and untrained US secondary school
praduates, assessed cleven years after cradiating (279); the relationships between
chool resnlts, voeational aptitudes and perfornamee at work studied imong apprentices
ina Coormmn mctalwor b (280 the attituee ol apprenitiee towarel s then traede and ther
Choice of trade and b equont deappomtme ntoan the wolhing cnvitoninent, & -
lminary stidy nndertaken by the lustitate ol Pedazogical Rescarch at Bratislaviin
Czechoslovakia (281).

A general increase of interest in a rescareh approach to problems ad possibilities
of vocational guidance is apparent. These studies are tungible evidence that less faith
is placed in intuitive counselling. Judgenient is still a key clement in the counselior’s
qualifications, but it needs to be backed by hard verifiable data, Perhaps it is not
surprising to find, in view of this trend, that in the USA there has been experimentation
to devise, develop and test a computer-based  system of vocational guidance—
antocoun  to offset weaknesses in the human element. The object of the exercise was to
try to simulate good counsellor hehaviour on a computer system and then compare the
outcomes of the computer with those obtained by “real™ conusclior. The machine
system agreed with the human counsellors on approximately 73", of the student
appraisal statements and about 065/, ol the course selections, But the human clement is
still to e reckoned with: nearly all students were more positive towards the human
counselling system. Automated counselling is not for tomorrow (282).
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IV. Supervisors and tecanicians

Supervisory training, more than any other single sector of the training ficld, has
been going through a period of assessment. Little that is really new has been added
to the training programmes. Instead, there has been a fairly common trend to ook
backwards at the product of past activities and policics— the multitnde of supervisory
training programmes-—and to ask whether the Latter are really fuliilling their purpose.
This is not to say that the period has heen one of stagnation, but rather that there is
a general demand for a more informed and flexibic approach to supervisory problems,
for assessing the present position before going on to asother stage in the game. By and
large, the supervisory problems themsclves fall into two wmain categories: one pro-
fessional—the role of the supervisor or the conteit of kis job; the other personal -the
supervisor’s status, in society in general just as much as at his place of work.

Role confusion in supervision

All rescarch progranunes and evainadion projects fic i supervisory training eld
tend to begin by stressing how ditliculi & 5y to dedine tie role ana e dons ol a super-
visor, The CIRF evaluation study, pubieicd in “Traiiing for ioess™ in 103, 18
no exception to the rule (2835, From the abstracts ic is abundantly clear that the job
of the supervisor canuot be thought of as inany way standavdised and that the indis-
criminate application of siiaple standard programmies niay fead to failure dnd waste,

Supervisory effectiiveness usually depends upon a muitiplicity of faciors: the
particular situation, the supervisor and the orgatdsadon ina complex interaction,
Role confusion on the part of supervisors is mientioned Trequenidy in the abstracts,
though it may not always be referred to in preciscly those woirdse Anabstract of a
Belgian article states that “The supervisors’ role as purt oi aaageient leads to a
personal contlict of dutics. Their indisputable lovalty to the wndertaking clashies with |
their understanding for the needs and desires of theiv subordinates.” (284). Most often,
as shown in one of a series of articles i an American reportage oncthe status, role wd
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functions of the supervisor in industry, their position is ielt to be that of the “nian i
the middle™, between management and worhers avad net cleariv a paat ol either 2ng),

The problem crops up again in the supervisor’s reiationship with stadt speectatists
of one kind or another. An abstract describing the supervisory trainimng svstem e
principles adopted Dy a koge (vre manuactining conspany in the United Kingdoin
provides a rather typical comment illustrating it “The crowing indhix ot <peciaiists
to advise the decision taker, the manager, has lad to coafusion and 1o an uadermiming
of contidence at the foreman level, The foremn, although part of smanagement, Tas
developed doubts about his right or ability to make decisions™ {280). A study of the
sitiction of promoted foremen in the Us\ reached similar conclusions (287): whiie the
pressures from stadf specialists were certainly likely to be severe, the greatest ditheulty
encountered by the supervisor in adjusting to his new job was Ins lack ol understunding
of the responsibilities he had assumed,

The confuston is not all on the one side, however, Sllln'l'\'i.\nl‘.\ often feel a lack of
support and interest on the part of top management  the existenee of a very real
guli between them. All too often, as pointad out inca study by o group of personned
speciadists in the United Kingdom, managements do not understand that, aithough
the supervisor implements rather than initiates management policy, he should never-
theless participate in the formative stages of policy making and he treated as a member
of the management team as to status and privileges (288)0 Tustead, the study goes on,
the supervisor plays an “ambivalent role™, identifving himsell ~ometimes with the
shop floor and sometimes with management,

It is probably impossible to over-estimate, therefore, the importinee of good
linison between management and supervision as @ means of climinating the vole confu-
sion problem. Sometimes, as shown it project to issess the clfectiveness of a super-
visory training course in changing suj« visors' atiitudes towards management, action
to effect a change of attitude is rendoved useless for wasit of paradlel and simuitancous
action direeted towards the other parties coneeried, T this pasticul case, @ course
was run by outside consultants for a firm empioving soine 1,500 rrsohisg

“Prior to the course the supervisors g Lad no clear coneeption or
expectations of the role ol manageiment. The consititaint only suceeeded
in changing the supervisors” attitndes: he failed to hring about the necessary
chinges in senior management, despite o training course lor matagement
aimed at inducing sueh change, After waiting several months for a change,
the supervisors becaine discontented and hostile: 1o senior managenent,
although their material elaims had been fuinlled, As @ resnlt 45 per cent.
of the supervisors, among them acarly all the best qualified, ieft, or attempted
to leave, the undertaking within the vear ™ (28¢),

The importance of this intangible, role confidence factor in clieetive supervision
was implicd in one of the carliest abstracts in volunie 1, which can still be said to
represent a coneise sunmary of latest thinking, In essenee, the article pointed out that
supervisors of high production are those who are under little supervision from their
own supervisor, place little direct emphasis on output, cncourage cmployee participation
in decision making. spend much of their time on hinnman relations, have Jieater conil-
dence in their supervisory roles and generaliy feel they know where they stand 1
relation to the undertaking (29o0).
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The skills in the job

M- thevole of the \ll]M'l'\'i\Hl' catiot e l"'g;nli' as stindardiae! ~0, oo, His Tt bions
and the content of his job escape denmition amnd ol necessity remain bagciy individial,
There are nevertheless l't't'lll'lill;.,I (|lluiilil'.~. and skitls which are conon to adl prosts
of this categorv, Nearly all the abstracts describing or issessing supervisory triining
progranunes, for instanee, refer to wiitten and verbal skills as a0 pritue tecessity, It
mav be called communication <kill or langnage acvelopment, public speaking or
mother tongue traiming, or something clse again, bud the fatent renadns the sanne:
improvement of ability to convey ideas. Conrses prepared by the Gertnan Clianbers <
of Industry and Comeree (2917 or run by the iron and steel idustries of Franee {2q.2;, ' ‘

i
|
:

Sweden (205) and the United Kingdon (2g4), in-plant (raining programies for foreimnen '
in France (295) and ina large motorworks in the United Kingdom (206), and tradning
organised for farm forcmen in Cadifornia, USA (2975, and {or masiereraltsmen with
instrocting duties in Fastern Gernnany (208, adl devote considerable tinwe to IMproving
the supervisor’s ability to communicate with both his superiors wield his subordinates,

In a svllabus outline for a jo-week progrimme reconnmnended by the United
Kingdom Tustitute of Industrial Supervisors (290;, instruction in communication
skills (221, hours) came second only to human velations (3o hoursy. As the Oxelisuid
steclworks (Sweden) mother tongne training was at least as important, in class hours,
as physies, draughting, chemistry and special supervisory techniques training, (cach
of which comprised 30 hours). Only mathematics was given substantially longer
(0o hoursj in the 235-hour programme (2435,

Behavioural patterns

The problem of communication atleets other aspects of the supervisor's job, What
may be variously called human relations, appreciation of human factors, man manage-
ment, leadership, and labour relations all depend upon communication skills for
successful performance. It is not surprising, therefore, that paraliel to the expressed
need for communication skills is a similar expaession of need for skill in the human
relations field. Most of the programmes already reterved to deliberately set out not to
teach technical production aspects of the works but to assist the supervisor to improve
his leadership skills. ‘

At first sight it would appear from the abstracts that behavioural patterns and
human relations problems are fess to the fore in supervisor developnient in the conntries
of Eastern Europe, The training available to supervisors at the Polish technical colleges
(300) and the curricula at the training schools for supervisors i the Ukraine (jo1)
and difterent regions of the {==R 5oz, 03) tend to be coneerned chictiv with providing
hasic education and courses tor mproving their techuical skills,

Such a conclusion would be ill-founaed, The USSR articles and documents contain
frequent references to the education and organisation functions of supervisors  and f'
such responsibilities certainiy imply considerable interest in and concern with human
relations, Eduecating the workers is one of the main purposes for which the Councils
of Foremen svstem was instituted in 1963 in certain towns and arcas of the Russian
Federation (jog4). An article published towards the end of 1463 deseribed the greater
authority and responsibility being given to industrial foremen in the Leningrad region,

t ! “Undertakings™, savs the relevant abstract, “are increasingly handing over economic
functions to their foremen, who have the advantage of possessing practical expericnee
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and above all of knowing the capacitivs of he woriers, The foreian shonld ot
however, think exclusively in ternis ol oroduction; e must aiso copsivder the foeenan
factor, for the key to productivity is i soad ten -ttt 1503).

Morcover, an article on the exputision aba developtucent of the evening schiools for
supervisors reports that chanuzes to be introduced in 1967 in the curricula included a
reduction of the time given over previously to technical subjeets, with the 216 hours
saved being added to the instruction in more peneral subjects (500),

Action trends and methods

I'wo major lines of supervisory training develonment are apparent in the abstracts.
They correspond to the role anel functions concepts discussed above, One can be
characterised as the complex having to do wita the Luman side of enterprise —human
relations, conmmunications, ceonomics, management  theory, organisiational factors
such as stalf relations, company goals, industrial safety wud hygiene, and worker
training and development,

The second line is the technical training complex, which includes everything
from basic arithmetic to physies and chemistry and, of course, specitic training in
the technical aspeets of the product and in the general techniques of business matages
ment, Also frequently included under “technical training” are broader arcas such
as languages, draughting, produciion planning, cost control, work study, operitions
analysis,

By and large, the training falling into the second category tends to follow conven-
tional classtoom methods, [t may be civen during working hours or ouiside them,
in the evenings or other spare time periods. The progranmes estiblishied for the training
schools for supervisors in the Ukraine (o1 and the Ural (go2) are fairly typical of
this type of training in Eastern Europe, [n both cases training lasts three years, The
programme approved in 1902 for the former provided for two years of general education
followed by a third vear of combined setieral and teehnical education industrial
drawing, general mechanices, clectrotechmies, pictatlography, automation, instruction
in the cconomics and organisation of production Lascd on direet output and costing
data supplicd by the plants, The seneral objective of the simitar schools set up two
or three vears later in the Ural wiis Slighidy ditierent and the organisation of the school
programme diflers accordingly. The frainees follow general and technical subjects
simultancotsly, General equcation Dredoniindies (1o hours); technical education
takes up 540 hours {trade theory - G003 (echnoiogy, technical darawing, work organisa-
tion wind econoinic aspects oi production mankagement - 1805, In addition, there are
216 hours for tutorials or consultations with tcachers and instructors,

It is interesting to compare these (Wo prograiimes with two course outlines for
ineschool training for supervisors in the Federal Republic of Germany {291) and for
coratnics foremen in Sweden (307). The former is a model course proposed by the
Chambers of Industry and Commerce for preparing supervisors for the industrial
supervisor examination. 1t comprises 720 hours of part-time study, normally spread
over two years. Divided into three cqual parts, it covers successively (i) German,
arithmetic, physics and chemistry, (i) the technology of the relevant branch of industry,
(ifi) business administration and oreanisation and human relations, At the residential
schiool for ceramics foremen at Hoganas, in Sweden, a general, two-terni course COMPrises
728 lessons covering the following subjects:
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No. of hours

shop mathematics 40
shop drawing U
ceramics design i5
ceraunic materials 13
general materials 10
ceramics production techniques {general) 120
coeramics control and testing methods 10
ceramics products i3
production mechanics 14
measuring techniques and instruments 15
production organisation and cconomics 21
rationalisation techniques - IO
training techniques, methods, principles 0
laboratory work 12
practical work 320

study tours 28

Methods adapted to the human complex

Much more variety and imagination are evident in the training aiming at preparing
the supervisor for his human relations and related supervisory functions. Mecthods
such as role playing, unstructured couferences, discussion groups and case study
are all used in an cffort to teach good human relations principles and techuicques and
leadership. Individually these methods are not new, however, and few references or
studies on them have been substantial enough for inclusion in the anstracts. But there
is a new, more adventurous approach to their ulilisation. Fairly typical of such
approaches is the method deseribed in an article on an experimental! programme for
training first-line and second-line supervisors cinployed by the LElectric Yower Come-
mission of New Brunswick, Canada. The experiment adopted @ behavioural approach:
the objective was to “unfreeze” existing wititudes and patterns and to replace them
by new attitudes reinforced and subsequenily “refrozen” through practical application.
The methods employved were the case method and training groups that cngaged in
relatively unstructured discussion (o8,

i
The need to know more

A very carly article in the abstracts collection said that little was known about
the clfectiveness of supervisory training (288). This basically is still true, hut it is safe
to say that quite a bit more is known today about the relative cliectiveness of ditferent
types of supervisory training programme and the methods which can be used to assess
them. There have been, during the past six vears, as indicated at the beginning of
this chapter, a number of formal or semi-ofiicial projects to assess the present position
of supervisory training, as a whole or within a given scctor of industry.

In 1964 a committee was appointed in Ireland to examine the adeqguacy of standards
of supervision of operatives in industry. Its report, published in 1660, made a number
of policy recommendations {or basic and further training in supervisory functions (300).
It was in 1964, too, that the Committee on the Sclection and Training of Supervisors
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was reconvened by the British Ministry of Fabour to consider progress sinee piblication
ol the Committee’s report two vears catlier (1o, With the wave of inguiries that
accompanicd and followed the passage of the Tndustrial Training Aot ol 1ghy, it was
inevitable that supervisory trataing should come in for its share of ihe lielight and,
in fact, the newly established Cenaral 'l raining Coancil soon issned a bookict on reconi-
mended policies and practices (11,

Bat by far the most interesting action and f-reaching thinking are to he tovnd
in thi- inquiries, experinients and research projects carried out during the period tnaer
review on an industry-wide basis, by Large industrial firms or groups ol firins, or by
speeilists in supervisory training, In generad, such inquiries have been working aiong
three lines.

1. The supervisor function

It is clear from the abstracts that what is wanted in supervision are well-rounded
people who not merely have a good technical crounding but also possess Liuman
relations skiils. And over and above this they inust have bad a training that has been
broad cnough to make them adaptable to change. An abstract of a IFrench article
expresses this need as follows:

“Heads of undertakings and training specialists want future managers
to be young and polyvalent; they cannot however gauge thelir exact require-
ments in 5 years’ time due to the rapidity of technologicad development and
the unforesecable trends in the industrial set -up. The young managerial
stafi of tomorrow will need intensive training in the ficld chosen and
intellectual flexibility in order to adjust rapidly to new conditions and to
possible job changes. Polyvaleney of skills and knowledge will give them the
necessary adaptability and efficiency in most circumstances, as well as facili-
tating their possible need for retraining™ (312).

From the USA comes a report of a field study in which supervisory jobs in 11 plants
were redesigried in various wavs using experimetitai and control groups, the intent
being to find an optimal design as regards authority and responsibility and to determine
the effects upon product, cost and qualdity. In the ligiitof the discussion above concerning
the supervisor’s general insecurity about his role and identity, the author’s recommen-
dations arcaiot surprising: () “the desigin of a sipervisor’s job should aim at including
authority and responsibility for all the functions vecuired Lo complete the product or
service assigned to his work group, inchiding quiniy acceptance”™, and (b) "o the
basis of the restlts of this and previous studies, sesporsibiiity and authority for work
functions should be delegated 1o the lowest orgauisational feved performing the work”
(313). I these findings are adopted as working vrincipies, the training implications
become highly significant. Delegation of this tyvpe means that supervisors will need
training in the broadest possible sense sinee they will he called upon to “manage”’
their unit.

2. The place and content of training

An abstract summarising a jo-page survey of current American thinking on the
status, Tunctions, reernitment and training of supervisors points out that, despite the
cnormous variety of techniques used in supervisory traiming, there are basicaily only
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two schools of thought on how the training of supervisors shoubl be organised: thiron:h
trial and ervor on the job, or i a classroom sitnation. Each method of approacii s
drawbacks: in the trial and error svstem “the learning process wiil probably be long
and the errors too expensive™; in the clissroom “the sipervisor's wistidies will be Jess
expensive, but it will be impossible to ereate artilicially the pressures and the practical
components of the work situation™ (285). Somewhat the same views are to be fonnd
in an abstract on the policies of the recently established (196, National Examinations
Board in Supervisory Studies (NEDSS) in the United Kingdom (314 and the discussion
to which they have given rvise (315-3175 There seems to be a consenizus that there is
need for broadly based training utilising both approaclies.

There scems also to be general agreement that, while main responsibility should
rest with the firm, there are situations which demand oft-the-job training outside tiic
company. There ave several examples of major industries setting up complex systems
and comprehensive centres for supervisor and technician training: the iron and steed
industries in France (292), the Federal Republic of Germany (318), Sweden (243) and
the United Kingdom (319), the combined power stations (320) and the chemical
industries (321) in the Federal Republic of Germany. Perhaps it is no accident that
four of this short list should be for the siune industry. In ali four countries, the iron
and steel industry is Targe and highly organised; it is also an industry where training
on the job is becoming more and more difticult to organise in view of the extremely
rapid technical change which is taking place.

Three other abstracts coming from the United Kingdom - the recomimendations
of the Tron and Steel Industry Training Doard, the Engineering Industry Training
Board and the Central Training Council (31, 322, 311)  illustrate very well certain
new trends in supervisory training. The iron and steel industry recommends three
things: that a line manager must hold full responsibility for training his subordinates;
that more attention must be given to job specitic training; that, wherever possible,
training requirements should be met within the firm. This approach is paraileled in
some respects by the Ergineering Tndustry Training Board with its reconimenadations
for a g-stage approach to a more individualised preparation for supervision: job
deseription and successive determination of training needs specification and methods

the latter being classified as on-the-job instruction, secondment to other departments,
olf-the-job training within the company and otl-the-job training outside the company:.
Finally, the Central Training Council makes a strong case for in-plant trainimg and places
responsibility firmly on management., It adds, however, an important dimension by
introducing the idea of the need for a dialogue hetween supervisor and management
about traaning. Training on the job is an integral part ol supervisory training and must
be done by the supervisor’s line manager. This informal training in the work situation
should be reinforced by group discussion mieetings, and such formal course instruction
as the analysis may have shown to be necessarv. Well handled, this approach
will lead supervisors to define their own training needs, and the imnterchange ol training
ideas between supervisors and management wiil then become o two-way exchange.

It 1s interesting to note how closely these ideas parallel the essential features of
American supervisory training programmes, such as “management by objectives™ and
“sensitivity training”, Sensitivity training, although as vet largely experimental, is
held by many to be the key to the supervisor's dilemma: how to mediate successiully
between the workers and management and make his role as the man in the middle
more tolerable,

1
1
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3. Evaluation of techiniques and programmes

In the backgroud of all these actividie. is tie cornerid cndeivour, at allaeveds, ta
aesess e elfectiveness of methods and pronnines, The CHRE evaluation study,
alieady referred to, grew out of an carder study undertaben and published by the
Organisation for Keonomic Co-operation and Developuent (O0D) in 1y el valu-
ation of supervisory wad managenent tradning, Paris, QECD, 19031 Both studies
discussed the teehniques and developments in this ficld from theoretical and methodo-
logical poitds of view.

A recent Freneh evaluation stuedy is partienlarly inteiesting from @ methodological
viewpoint. At the request of the National  Planning  Comunission,  the Freneh
Association for Increased Productivity has attempted (by using measurement tech-
nigaes, and on the basis of statistics and sociul psvehology and clinical analysis) to
assess 1he results of supervisory training, and to determine the factors which governed
them. Three rescarch projects were carried out hetween 162 and 1965: studies of
(@) the individual changes in the attitudes of supervisors after undergoing training,
(b) the occupational carcer of the supervisors trained, and (¢) the relation bhetween
the characteristics of the fira and the cifeets of the training. Three other research
chamels were suggested for exploration: direct observation it workshops to determine
whether and how the supervisor’s behaviour changes after training; parallel studies
of different methods of training in similar situations; more detailed study of the dis-
tinction inspired by evbernetics between a stable group with the fixed intention of
maintaining cxisting relations, and «a specific group whose resources cih be mobilised
at any moment to lit changes in plant targets (323)-

Technicians

Like the supervisor, the techician regards himself as an intermediary, occupying
a position somewhere between two categories in the occupational scale—the graduate
or university-trained engineer and the worker--and belonging to neither. Irrespective
of the opinions expressed, i fact, the technician is most often defined in relation to
one or the other category. Time and again tie abstracts support this view, whether
the individual teehnician is working in agricuttnee in the USA (324) or in the industrial
sector, as for example, mechanical engineering techmiciaus in the United Kingdom (325).

Definitions and concepts

In the United States when cofining the coneepi “technician™, a distinction is usually
made between engineering techniciains and industrial technicians.

“Engincering techinichias, whese jobs have relatively wide scope and call
for a high level of mathematical, seicnidtic and applied technical ability, are
usually ficld-oriented toward one ol the major branches of engineering
(mechanical, cleetrical, chemical, acronautical, construction, clectronics,
ctc.). They are required to have a broad post-sccondary education received
at a technical institute, junior college, cte. Emphasis is placed on applied
technology which will prepare them to assist engineers, scientists or other
professionals in the field. Industrial technicians, on the other Land, are
“job-oricnted” and operate within a narrower range of activities. Their work
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centres on specitic jobs: fn-pection, quality: control, trouble shooting, ere,
Their tradning may be tormal ovinfornial, receved nitdustry or at a voeational
technical schiool. Thev need less mathematies, scicnce and technology than
engineering techuicians, but more traduing and development in nianipulative
skills” (320). ' i

This concept is not very far removed from the one adopted by the Conference of
Engineering Socicties of Western Enrope and the United States (KUSEC) and reported
in a scries of abstracts on some of the papers presented to the Conference on the
Educational and Training of Engincering Techuicians sponsored by the Dritish Insti-
tution of Mechanical Engineers in London in 1963 (325, 327-329).

The USSR concept of a technician seemis to be slightiy diflerent. Practical experience :
appears to play a greater part in his training, such experience often being reinforced ;
by correspondence courses, in-plant training or evening classes (330-337). Moreover,
it is current practice for Russian tecnuical school students to qualify for at least the
level of 1st or 2nd category worker [there are normally 6 levels in the skiiled worker

g category] in some trade or other during their production training. Skilled worker ', 1
o training is in fact considered a necessary preliminary to technician training (338). “
.' On the other hand, technicians in the USSR also scem to have functions which go }
; beyond the standard concept of the technician’s duties in many other countries, in ’

f that they are called upon to organise and control the work of others {339).

3 N ’

The requirement for technicians to have extensive practical experience is not 3
exclusive to the USSR, however, It is referred to in the abstracts on the United !
Kingdom just mentioned, and in others. In the Federal Republic of Germany and in
: Switzerland, for instance, technicians are expected to have completed either a full
i I apprenticeship or a specilied period of guided practice in some type of approved manual
work (340, 341).

Throughout the abstracts there ave frequent references to the need for more practical
experience for technicians while training, Very ofien practical training apart from the
institution is considered the only wav certain things can be taught, since the schools
arc rarely cquipped with the latest tvpes of cquipment. Exposure to, and experience

" ‘ with numerical controls, automated processes, servo-mechanisms, cete. are often !
: possible only in the equipment manuiacturers” or production plant. :
1 Perhaps the most striking trend shown ) bt ihe abstracts concerning technicians ,
is the increasing complexity of the work they wre todey being called upon (o do, A good :
§ example of this is given in an abstract of an articie that diseussed teaching numerical
: control troubleshooting, The syllabus incladed instruction in combinatorial logic, ’.

clementary Boolean algebra, trath tables, binary and binary-coded decimal systes,
basic circuitry for specilic control equipment, commind generation,  errorgrams,
feedback devices, servos, tape readers, data input, troubleshooting, test and check
circuits, maintenance techniques and instruments required (342). It is not surprising
that the abstract reports that no one person nor any one school can teach the necessary
material.

L m - ety men e

P

Technician staff in the developing countries

Whatever the concept applied in the developing countries, the dominant feature

of the situation as regards technical and supervisory staff can be expressed in one :
word: shortage. The extent to which such stafl are in short supply for replacing expa- |
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tiiate personnel awnd providing the drive necessary or ceorolnice: arowih, s ditieult
Lo aasess Tor fack of adequate statisties, Nunwerous surveys ol the nevd for s ~ipny
of technical manpower have been, aied are being carried out in these conutries, often
with the help of foreign aid. A nnmber of them have boen seiected for publicition in
the abstracts and have already been reierred to i cardivr cliapiers: acseries of indepen-
dent studies on high-level manpower in various countries, winong them Malawi (148,
Uganda (343), and Puerto Rico (1ja); surveys of lactors in cconoinic development,
including technical manpower, carried out by the Taternational Bank for Recon-
struction and Development in, for example, Kuwait (1558 and Pagaaand New Guinea
(1) high-level manpower resources and requirenzents inventories exeeuted by national
authorities and planming bodies, as in Kenva (34f) and ‘wanda (135),

Most of these countries are at the planning, or pre-planning stage as regards
technician training. Where the national plans have advanceed a step further they
have mainly seen the technician and lower management stadi as part ol the wider
problem of the expansion of general and technical education. Present as an under-
current in most of the abstracts on these countries is to be found tie general coneern
over the need to encourage enrolient in technical education, As stated in one abstract
on the general problem of technical education for developing countries, students tend
to enrol in the teehnical secondary stream only when places are not available in general
sccondary schools (345). And the alternative to school-based  training -upgrading
training in the undertaking s seriously lacking, There are all too few examples of
firms having an active technical and supervisory or management training policy, such
as the Associated Cement Company’s progranume in India (3460).

One of the answors, of course, is the pooling of training resources on a regional
basis, and such a procedure begins to be feasible at the technician level, Below that
level, problems of language, costs of magnitude, cte. would be likely to make it
impractical and too expensive for the benefit received. As indicated in a colloguium
on regional technician training programmes, convened in New Delii (India) by the
Colombo Plan in Igbs, regional action in technician training holds much promise.
Its possibilitics have barely been conclied (347)

Impact of the job on training programmcs

Inevitably, different concepts of the technician fuaetion and variations in the job
content are reflected in the training requirciments and programines in the answers
to the questions how, where, when and for how long should techinicians be given training,
In the chemical, metallurgical, mechanical and communications industries of Norway
automated processes ercated a need for special training of technicians. In this case the
answer was a three-year course for automatic control technicians and a one-year
course for junior technicians in clectronics or electricity (348). In France, where the
educational system provides for two Ievels of technician training, it s held that 1t
takes three years to train to the first level and five yvears to reach the higher technician
certificate level. Morcover, on the assumption that articulation with or access to
university education is both practical and worthwhile for technician trainees, a decision
was taken in 1965 to establish higher technical training institutes which, though not
attached 1o « university, would be of university level and would provide the desirable
link between technician training and higher education (107, 349, 330). A similar

“formula for training technicians (and assimilated stafl) in two-year courses in university-
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Level institutions hits been peeomineneg S v che Tadinn aathorities onthe basis of the
tndinerss of the Ermini Comnnttee oi Laguiry mnto the ducationa Systenr (1),

But the pace of technical change is sucti that planiers ol Lochnead edueation
cannot attord to limit their horizons to the indnediate tutuee of the next two or tivee
or even five vears. In France the “Groupe 19837 was set up in 1062 1o think and plan
{or the desitable educational structure 20 yvears ahead (35315, Reforms ol electrical
engineering programmes and syllabi, sivs an abstract from the United Kingdon,
must be concerned with the probable developiients ot the 19808 and 1ggos, This
requires imagination and tlexibility, Over-spedialisation nust be avoided. Preference
must be given to teaching fundinnentals and inculeating attitudes {352).

An abstract of an article discussing priorities in techuical education in the Unized
Kingdom expresses much the same ideas.

“As regards the training ol technicians the proposal of ari ‘amibredla’ or
‘wo-tier’ university, which would bring technical education within the
ambit of a university, is particularly interesting, Placing the training ol
technicians within the same organisational pattern as the training of enginecers
and scientists would make it absolntely clear that techuician training has its
place alongside higher education. The transition from one level to the other
would be casier. But the proposal would also bring with it the danger that
technician training would be considered preliminary to higher edueation and
not a training in its own right, designed for a specific level of tasks and respon-
sibilities™ (353). |

It is generally aceepted, then, that technicians need, and will continue to need,
more and higher level training because of the inereasing conmplexity of the work they
are being expected to perform. Ditferences of opinion appear madnly in whether the
final objective is achieved through longer initial training, via course intensification or
through continning training alter entry into cmployment,

The selection problem

Probably in recognition of this increasing complexity of their functions, there is
a decided and parallel trend towaids more rigorous selection procedures and eriteria,
The 1964 rules of admission (o specialised secondary schonis i the USSR provide
for two levels of reernitment according to their level of oeral education: persons
' who have not gone bevond the 8 years of compulsory scnooling it those who have
] '- termiinated the full secondary school course or have gone even highor (354). In the
Federal Republie of Germany, in addition to having to meet the praciical experience
requirement already noted, persons wishing 1o gain admission to technical schools

_ must at least hold a middle-school certificate (10}
; The Conference on the Education and Training of Engineering Techniciins,
convened in London in 163, when discussing the problem of the selection and recruit-
ment of technicians, seemed more to stress general aptitudes than the acquisition of
specifie skills and knowledge, Selection procedures for techaician apprentices, according
to one of the conference papers, should be based on a mininm: intelligenee leved
! requiremient, assessed on school records (including mathematics or physics and English
languagze) and on intelligenee tests. The Tatter should e of aomatrix character involving
no previous knowledge. General aptitude should also be tested to detect characteristics
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sieh as phvsical imagination {the ability (o fmaciae, from evidenee visibie externadiy,
what is going on in the invisible part of @ mechanism), space perception (1o assess
success potential in draughtiog and patternmaking), aud personal traits likely to be
success factors (327).

Certain industries and occupations vequire special quaiiies, skills and knowledye,
An article published in the USA in 102, for instanee, appeals for better devices - rating
forms or aptitude tests for testing personal characteristics, such as fmagination,
paticnee and tenacity, essential for success in computer programming (353). In generil,
however, it is felt that the selection criferia should concentrate on basic skills and
aptitudes:

“an adequate knowledge of mathematics and basic science;

“an acquaintance with appropriate workshop and luboratory skills; ' ‘

- . b
“a competent knowledge of specilic techniques; and |
“an ability to communicate botl ideas and information to other workers...” 1
(350).

These four essential reguirements are substantially  those recommended  some
years carlier by the US Department of Health, icducation and Welkure (357). A two-
year post-secondary school curriculum has gained recognition as the desirable educa-
tional level for technicians in the USAL The recruitment basis is roughly the same in
i'rance. The reform of the Freneh educational system, however, has introduced changes
in the actual recruitment basis for technician training, and particularly that of higher
technicians, Admission will no longer be limited to those who have had a full secondary
technical schoo! education but will be broadened to include candidates coming from
other sccondary education streams. New regulations permit a greater degree of equiva-
lence between streams, and the training at post-secondary level will be provided in
the newly established (1900) University Institutes of Technology which will train
higher technicians and other senior technical production and administrative staff
for public and quasi-public bodics and private undertakings (167, 358).

Status

The question of the status of technicianus has bheen left till the end of this chapter
because it is so closely linked with cach of the aspeets discussed above. Coneepts of
status will vary with the concepts of role wid function, with the recruitment basis
and the level and duration of training provided, and wita the type of institution
providing the training. The alinost chaotic situation as regards the scope and coutent
of his title is one of the chiet obstacles in the path of recognition of the functions and
qualifications of the technician. If the firm is small, the techuician tends to carry the
respousibilities of a technologist and to be part of management; in the large firm,
his duties are usually more narrowly specialised. The OECD study on the training of
technicians in Ircland (350) gives a typical example of this ~ltuation. In summary:
“The functions of the 474 technicians surveyed could be roughly classified into 8 cate-
gories: design and draughting- - 6.4 installation and erection of plant and equaipment-—
18; operation, maintenance and repair of plant and cquipment—350; inspection,
analysis and testing- ¢3; purchasing and sales—=2; operation and control of manu-
facturing processes—-170; estintating, rate fixing, work study—a38; luboraiory super-
vision--7; ‘other’'—32. '
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“The rescarch team held some reserviions regardine the bevel of the Sunetions
of 1835 of the 474 techniciuns studied. Most of the doubiial caes were enzaged in
inspection, analysis and testing (32 ont of g3, or 34%5), the operation and coutrol
of manufacturing processes (55%,) and the group of ‘others’ (75%,).7

Doubt concerning the validity of the title was due to a number of factors: abscuce
of a nationally accepted technician diploma, predominince of consumer and inter-
mediate goods industries rather than capital goods industries, managenients uncol-
versant with technical and scientific issues, Lack of a standard approach among
industries is another deterrent: the newer industries tend to recognise the technicians,
the others to lag behind,

Certification

One of the chief methods by which recognition of technician stat: s sought, is
through institution of a system of certitication. Many of the abstracts snow a general
trend towards trving to give the technician more formal recognition of his training
and experience, Certilication and formal vecognition of titles, 1t is felt, could help
bring about a measure of standardisation and thus a basis for defiring status.

This problem has come in for considerable discussion. A clish over the interpretation
of the titles “technician™ and “higher technician™ (ingénicur-techinicien) in Switzerland,
and the right of certain technical schools and coileges to issue the corresponding
certificates, led to a national referendum which held up application of the 1603 federal
vocational training law for a full 18 months aiter the Act had been passed by parlia-
ment (341). In the Federal Republic of Germany there is agitation for national certi-
lication for the technician and higher technician levels, backed by legal recognition
of status (361), Basic regulations for the training of technicians were issued by the
Permanent Conference of Ministers of Education in April 1964, but the dralting of
similar regulations for the qualifving examination was postponed, a situation which
was deplored by the German Federation of Trade Unions in an article published a
year and a halfl later (3062, 363).

New regulations and syllabi in France established a comiprehensive range of courses
leading to formal technician certificates in different branches of activity, in cither
the industrial or business streams (349). Following an inquiry carried out in 1962, the
Institute for Industrial Reconstruction (IRD in Italy recommended a certification
system with five levels. To the present three-ievel structure wouldd be added a Vlower
technician” {teenico intermedio inferiore), coniiug between the vocational school
graduate and the graduate of @ 5-vear technical secondary school, and a higher tech-
nician (teenico superiore, or tecnico intermedio superiore) between the atter and the
graduate engineer (jo ;. Tae svstem would provide possibilities for transition from one
level to the nexi.

Promotion from the ranks

Recruitment  through upgrading and tradning for proiwotion has always been
characteristic of the technician category of employee, Lisiiahie initself as a means of
social advancement and likely to be continued, il the recomnmendations of the New
Zecland Commission of Inquiry are anything to go by (130), this system has sometimes
had detrimental effects on the technician concept and status, as stated in the IRI
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hlll(l\' and in another Lalian articie on the .\ll!»%«'t‘l LS T he _;f(-nt'l‘;g] Hove to Talse
the status of the teehnician through a noltitude of supplementary traililng progratines
during the cotrse of his working career, and tae more texible cpproacii to forial
echmical edueation with its resultant casier transition irom one level to anothier, bring
with them, as already indicated above, the danger ta technieian training wiil be
considered merely preliminary to higher cducation and not @ training i its own right
(3530

The technician has his own functions and place in the occupational struciure,
He must be neither a superior skilled worker nor asecond-class cugineer. Implicitly,
this is universally recognised  u 0 the current studies to determine the desirable
ratio of technician staff to graduate engiueers, for instance. In Poland, in Czecho-
dovakin and Eastern Germany (300), as in the USSR (339) and i the countries of
Western Europe, Asia, Africa and the Western hemisphere ceneradly, rescarch is being
carried out to develop methods of assessing the ceonomy’s real needs in technical
staff. and those of individual tirms and specitie sectors, Only in Poland has the output
of the vocational schools and technical colleges appeared to be out of step: there are
too many technicians in relation to the vutput of skilled workers (3607); elsewhere the
technician tends to be in short supply. Consequently, as in the case of skilled worker
training, the measures taken and proposed tend to foliow parallel, short-termi and
long-term lines,

This chapter has concentrated on the long-terin aspeeis of technician training.
Short-term measures can only be looked on as temporary and likely in the end to
undermine the position of this large and important sector of the occupationat hicrarchy.
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Vocational teachers and instructors

If one were to attempt a composite portrait of @ vocational teacher ovinstructor
it would probably depict someone in need of further traming to apgrade or update
his skills, someone who has considerable uucertainty about his role and status and
somcone who is in extremely short supply. He is also the kingpin in the whole vocational
training and technical education structure, [t is a temptation to let this simpliited
picture represent the essential trends that emerge for vocational teachers and instructors
in the abstracts.

Perhaps the most striking element in the over-ai picture is the considerable amount
of discussion there has been regarding the role and status of the vocational teacher,
both within the cducational and ivaining svsteins and in society as a whole. Role and
status are, in fact, among the most equentiy recurring themes, One of the carliest
abstracts in volume 1 contains what is virtuaiiy a plea to the countries of Western
Europe to improve the qualifications of il tearhing staii, and particularly of instructors,
and to avoid short-term measures likely in (e long-run to be detrimental to the
profession (368). In the 6th volune the discussion reaches a peak with the Recom-
mendation concerning the status of teachers adopted by UNESCO's Special Inter-
governmental Conference on the Status of Teachers, held in September-October
1900 (309).

Role and status concepts

T'wo basic distinctions have arisen in the role concepts of the vocational teacher  the
result of organisational differences in the national systems of vocational traaning. In
countrics which have traditionally cmphasised the educational values of vocational
training it has been customary to assimilate the vocational teacher to his counterpart
in general secondary education. In systems stressing the trade and employment aspects
of training, on the other hand, the vocational teacher must necessarily have a much
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stronger link with the employing seetor of ihe subject he is to teach and @ more prictical
Dias to his training: he is Likely w have been asiilied worker first and to liave beeoine
a teacher subsequently.

Ditferences are also often made, within the vocational education :-—ctor, bhetween
teachers of theory and teachers of trade subjects or workshop practice, as in the cise
of the memorandum on vocationol teacher training prepared by the Swiss Vocational
Schools Association (370). In addition to conflirming this division of the teaching
corps into two groups, the Association cimiphaticaily opposed any niove towards
introducing the “all-round” vocational teaclier: concept found in many countries,
A parallel might be drawn between this attitude and the long-standing discussion
about the effectiveness of the class teacher (as compared to the subject teacher; in
vocational schools in the Federal Republic of Germany, or (in a4 narrower ficld) the
incompatibility felt to exist in the USSR (371, 372) between specialised teaching: held
to be distinetly preferable to class teaching and the existence of large numbers of
small rural schools scattered over wide arcas.

Two factors, however, are likely so to intluence and clarify the whole role and status
discussion that the problem will diminish in importaice, or perhaps disappear al-
together: the apparent trend towards specialised teacher training colleges and the equadly
general trend towards organising a svstematic upgrading of the skills and knowledge
of vocational teachers and instructors. To these factors might perhaps be added a
new concept of the teacher’s role whicly, i aceepted and applied, may have far-reaching
cffects, Tt suggests that basically a teacher can only cngage in two types ol activity:
he can manage learning resources or he can operate as a resource himsell. Admitting
that the time available to teachers, and their individual aptitudes and abilities, must

‘5 always be limited, then obviously they shouid concentrate, in so far as possible, on
; the organisational role and become managers of resources for learning. Developing
; such a system would imply rethinking and redesigning the whole learning process,
and with it the role, qualifications and training o the teacher. It is not difficult to see
’é where this type of reorganisation might lewd. Now only would the forin and content

of teaching and the teacher’s function in the baruing process be changed, bt it would
encourage the use of teacher auxiliaries for e niore routine cades, intensify the use
of teaching aids such as correspondeice courses, TV, teaching wachines, programmed
texts and tape-recorded mstruction, aillow tiie use oimore inforial teaching methods,

i permit students to progress at their own individual rates of Tearning, and even change
; the architectural basis of the school from @ teaching to a leariing design (373)-

i Whatever the precise definition given to his work and rote, the general function
v attributed to the vocational teacher is the same: he is expected to prepare his trainees
; for active participation in the ceonomic life ol the community and in the society in
: which he lives and works. Key points in the roie and status discussion therefore tend
: to be the recruitment basis to the profession, tne winounts of practical training and
‘ work experience required, the fevel of academic preparation considered desirable, and
: where and when the training should be given.

' Recruitment basis

; Vost countrics make distinctions between the levels of training i expericnce
required of teachers going iuto different types of vocational education and training

—secondary or post-secondary, for instance, or adult education— and into teaching
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diticrent types of subjects. Regulations issued in Lixenthonigin 16061 requitie aomaster-
craftsman certificate of candidates for @ vocanonad insivuctor post bt a sccondary
school certificate and at least six terms at uuiversity for a vocational teacker (57.4).
A similar system was instituted by ordinance in Poland in 1g6z (375). In Canada three
levels of technicalivocational teacher training are commonly practised-—lor sccondGary
technical, institute of technology, and adult vocational education progranines respoec-
tively- —aud the recruitinent basis is different for cach (370). Similar distinctions exist
in Italy and are likely to be retained in the country’s new educational structure (377,
378), and have been introduced in the training organised by the recently established
Higher Training Institate for Technical Teachers in Argentina (379). The status,
dutics and title of vocational school instructors (Lehrwerkmeister) are not clearly
defined in the Federal Republic of Germany. A study among instructors in vocational
schools in Hessen in 1964 revealed they had five main {functions, applicd in different
combinations, as well as many sunsidiary responsibilities; but all had had master-
craftsman training as their basic qualification whereas, for the vocational teacher, full
secondary scho )l cducation is the normal recruitment basis (380).

University training

One outcome of the serutiny being given to vocational teacher training systems
all over the world, and the endeavours being made to raise the status of the vocational
teacher, is the growing support for giving at least part, if not all of the vocational
teacher’s training in universities or assimilated institutions. In the Federal Republic
of Germany this is nothing new. It has always been felt essential for vocational teacher
training to be carricd on in the atmosphere of @ university: the vocational teacher
needs to be able to benefit from the constant evolution of ideas within the whole range
of university activities (381). It is considered that three years of university-level
training is an absolute minimum, with four vears being desirable in certain cases (352).
At a conference in Hamburg in 1961, representatives of vocational teacher training
colleges went further, they recommended prolongation of all vocational teacher training
programies and expansion of their scope to include studies of both the cconomic and
the technical coneepts of the subject of specialisation, as well as the busic mathematics
and scienees, technology, design and production techuiques applicable in this field, and
an introduction to subjects such as industrial Lvgiene, work organisation, general
and business economics, psychology and sociology {(383).

Parallel in substance to the recommiendations formulated by the Swiss Vocational
Schools Association already referred to (370). the proposals of the Hamburg conference
were taken up subsequently by the German Association for Industiial Training in
requesting the state Ministers of Iducation to adopt basic regulations governing the
organisation of vocational teacher training for the whole of the country (38.). In line
with thess recommendations, the University of Hamiburg decided, four years later
(1465), to reorganise its vocational teacher training systein and to prolong the academic
part of the training by the simple expedient of postponing the compulsory teaching
practice to the probation period performed after couipiction of the academic pro-
gramme (385).

The principle of university training is to be found in the Luxemibourg regulations

already referred to above, and in the various proposais to the effect that colleges {for
training vocational teachers not only should be of univessity level but shouid also be

O3

e . - e R S 4 B ST A A @ ATl LNt 5T T g T S

B




R L aERE e S ot 4

- fugie g

RS RS s S g

s
-

P Py

autonomous institutions (370, 378, 379, 383). It was also recommended, in July 1960,
by the Council of Ministers of Eastern ( sermany, where the Institute for Training
Vocational School Teachers (Leipzig) has established special correspondence courses
to bring the cducational qualifications of suitable candidates up to the required univer-
sity level (380, 387), a measure strongly reminiscent of the “Zweiter Bildungsweg”
measures instituted in the Federal Republic of Germany in the 1950s.

Zven in countries where university training has not previously been customary for
vocational teachers, there is increasing support for closer links between higher education
and vocational teacher training. In the USA, for instance, a study was carricd out in
1966 in the State of Iowa to ascertain how many vocational teacher training institutions
grant college or university credits for trade experience, and suggested formal procedures
for the cquitable allocation of such credits (388). At much the same time a committee
sct up in Kentucky to draft a new plan for ensuring an adequate supply of professionally
trained and competent trade and industrial teachers, recommended the institution of
associate bachelor degree programmes at universitics, with the objectives of preparing
persons with limited trade competence for entering the teaching corps, of upgrading
the academic and technical qualifications of vocational teachers alrcady in employment

and of training persons entirely new to the teaching profession (389).

Further training and education

Anothier recurring theme throughout the first six volumes of the abstracts is the
need for vocational and technical education systems to provide adequate facilitics for
the further training of their teaching staff throughout the couarse of their carcer. Like
the skilled worker, the supervisor and the technician, the vocational teacher needs
opportunitics for retraining and updating, as much to learn the new developments
in his own speciality as to become more proficient in teaching techniques. He needs
to be taught how to use the new teaching aids being placed at his disposal (390). He
needs to be helped to introduce more realism into his instruction as, for instance, in
the pilot programme in the USA (301) intended to keep vocational and technical
teachers in touch with developments in industry.

Much that has been said on further training and cducation in previous chapters,
has a bearing on the further training of teachers and instructors. On the whole, however,
comparatively few abstracts have specially singled out this aspect of the vocational
teacherfinstructor problem. A general discussion on it in the Federal Republic of
Germany is to be found in one abstract (392), and an interesting scheme for updating
vocational teachers in forestry in Sweden —an industry which has seen immense
technical changes over the past few years -by giving them one week’s further training
cvery year, has also been noted (303). Some of the implications of the problem are
to be found in abstracts from the USA on methods used for training teachers of auto-
mation principles and techniques, another very fast changing ficld of instruction, and
on ways of fighting “teacher obsolescence” in business education (394, 395). In Poland,
part-time courses for upgrading teachers already in employment were started a few
years ago with some success at a teaching methods centre (396), while further training
for teachers at plant schools is organised largely through correspondence courses (397)

Crganisational problems

The questions where vocational teachers should be trained, what they should be
taught and how their training should be organised, have given rise to considerable
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discnssion reflected in the abstracts thronghont the period under review. The answers
proposed have been influenced, jointly and independently, by a number of factors:
the new or better-defined functions devolving upon them, sometimes as a result of
i the basic reforms of the edncational system being introduced in many countries; the
milicu from which the teaehers have been reermited: the pressures exerted by the
current and nniversal shortages of teaching staff of all categories and levels, and the } j
cqually universal demand for more and for better training facilities of all types; the k 1
general reforms of the educational strmcture undertaken by a number of countries [
during the 1960s. Organisationally, these clements have resulted in the development of
' parallel long-term and short-term measures which are often contradictory. i ,
' “ducational reform antomatically implies reform or reorganisation of teacher { i
‘ training. Successively the abstracts have shown the implications of the changes in
, the ceducational structure in Poland (398), France (399), Italy (378), Sweden (400), 1
the Federal Republic of Germany (401) and in a number of other countries. The impact ?
of educational reform has, of course, been equally strong in the developing coun- f
trics which in many respects constitute the largest and most active experimental arca ‘
in the ficld of cducation and training.
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Supply and demand

The most carefully laid plans for improving the quality of the teaching staff, and I
the most comprehensive organisational structures for vocational teacher training, f
are likely to be mullificd or at least seriously hampered by the present worldwide :
shortage of technical and vocational teaching staff. As an ontgrowth of increased r
demand for trained craftsmen and technicians and of the more systematic projections s
for determining future requirements, there is a general awareness of the need for more '
and for better qualificd vocational teachers and instructors and of the inability of
existing teacher training facilitics to cope with the demand. Morcover, for some time
to come, the shortage not only is ualikely to diminish but will even build in niagnitude.

The abstracts are full of references to this universal and crippling shortage sitnation,
which is as critical in the developing conntries as in the countries which have alrcady
attained high levels of industrial developmient and mass education. Successive reports
on the evolution of the social situation of the European Economic Community have
referred to the shortage situation (34, 402). A report of the Sceretary-General of the
United Nations Conference on the Application of Science and Technology for the
Benefit of the Less Developed Arcas (Geneva, 1962) uncquivocally gave instructor
training first priority becanse of its “multiplier” effect, although noting that cconomie
development will be best served by raising the skill levels of persons already in employ-
ment (403). This same multiplier effect underlics much of the emphasis on teacher
training in many bilateral and multi-lateral technical co-operation programmes, such
as the activities of the US Peace Corps (404) and of the 1LO's International Centre
: for Advanced Technical and Vocational T raining, cstablished at Turin with the co-
4 ! operation of the Italian government in 1963 (405). In the latter case a basic principle
' ; for selecting candidates for fellowships at the Centre is that they shall be of sufficiently
high calibre to be able, on their return home, to “serve as teachers and instructors
or clse hold positions of responsibility cnabling them to pass on their newly acquired
skills and knowledge to others”.

Unfortunatcly, as pointed out in an abstract of a recent OECH study on the condi-
tions necessary for successful technical assistance to developing countries, present
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efforts fill a gap but are not enough: “There are about 38,0c¢0 teachers provided through
bilateral technical assistance schemes of OECD countries: 20,000 in primary schools
but only 3,000 in technical and vocational training, where the needs are most pressing”
(406). The same situation is described in an abstract on technical assistance arrange-
m-nts between France and the Freach-speaking countries of Africa: “The total
number of tcachers supplicd by France to the African countrics ncarly doubled
between 1960 and 1966, while the total number of technical assistance personnel remain-
cd fairly stable... true progress will only be accomplished in technical and vocational
training when the Africans themselves are able to provide the nucleus teaching
force— leaving technical assistance to strictly defined arcas or to advisory functions”
(407). The problem becomes a vicious circle: countries alrcady short of teaching staff
become even shorter through helping others to make up their own teacher deficits.

Some solutions to the shortage problem

In the light of the above there is obviously going to be a common move to expand
all existing tcacher training facilitics, to create new ones and, at the same time, to
introduce short-term measures to meet immediate acute shortages in particular fields
or at specific levels. Examples taken from the abstracts tell of the establishment of
new teacher training centres in Yngoslavia to meet shortages of vocational teachers for
vital fields such as the construction industry, mining and commerce (408); provisions
in Uganda’s second §-year Plan to expand teacher training facilitics (135) since “second-
ary cducation is extraordinarily dependent on expatriate teachers”; acute shortages
of teachers for business and clerical training in Australia (409) and the Federal Republic
of Germany (410).

In the latter country, alarmed by the prospect of some 9,000 unfilled teachers’
posts in the vocational schools and colleges of Nordrhein Westfalen (Northrhine
Westphalia), the German Federation of Trade Unions has proposed a scheme for
assisting technicians to become vocational tcachers through a process of planned
teaching practice, part-time university-level study, a probation period (once yecar)
and a public examination based on the state cxaminations in the regular teacher-
training programme. The training would take, in all, some 4 to § years to complete (411).
In Eastern Germany a government Order issucd towards the end of 1966—again
somcWhat reminiscent of the “Zweiter Bildungsweg”—provides for skilled craftsmen
in mechanical and clectrical engincering, the building trades, agriculture, the chemical
industries and the wholesale consumer goods distribution sector, to be given an
opportunity to become qualificd as vocational teachers in charge of practical courses
by completing a programme of three years of full-time study (412). -

In Sweden the government'’s policy for providing extensive retraining facilitics
for adults has resulted in increasing the number of such courses from 60 in the mid-
1950s to some 1,000 in 1967, and in an inevitable shortage of teaching stalf to man
them. Emergency measures were introduced in 1966: a scheme whereby vocational
teachers already in employment are released “in stages” for a few weeks at a time for
theoretical training, and then return to their jobs and continue their training through
practice and private study (413). Other measures recommended in Sweden 13y a .s:pcci:al
working party appointed by the government to consider the teacher situation in
secondary technical schools (training higher technicians) include: a greater usc of
correspondence and other part-time courses for technical education, standard examina-

 tion requirements, greater flexibility in recruitment of full-time and part-time teachers,

68

> .

e




P

L, " ot @o s

7 Sabrdidie salte <l e itvios b b

Sy e

[

[T RS YT T

b A2 e, e 3 Sl 'S e

e

better incentives for entering the teaching profession, dand improved ¢
(414). In many countrics, immediate needs are being met by the use of part-time

arcer prospects

instructors who, although not fully qualified, are given “emergency” pedagogical
training in crash programmes. There is some tendency to deplore this practice (the
Australian article on commercial teacher training is entitled “Teacher training moves
backward” !), but pressures are currently great cnough to override such objcctions,

Training officers and instructors in industry

Most of this chapter has been concerned with teachers and instructors in formal,
school-bascd vocational training systems. In situations where vocational training
is given mainly within the undertaking, however, much the same problems are being
encountered and many of the same questions asked. The training officer—or training
director, as he is called in some countrics—is striving to get clarification of his role
and functions and a recognised place and status in the hierarchy of the undertaking;
he is in short supply just when there is accelerated nced for his services.

The role problem

The abstracts on the United Kingdom present the best coverage of the training
officer situation over the past 5 to 6 years. A pilot study carried out by the British
Association for Commercial and Industrial Education (BACIE) in 1961 attempted to
discover, on the basis of a random sample of some 8o “training conscious” firms in a
given area (mainly industrial firms but including 10 which were chicfly commercial
or in the retail business), the functions and qualifications covered by the title “trainin
officer”. The study was inconclusive. The title was felt to be no guide to the degree of
responsibility exercised: in about §6 per cent of the cases studied, training was part
of the personnel function; in the remainder the training officer reported direct to
higher management (415). Eighteen months later one of the main criticisms of the
Government’s White Paper on industrial training was its omission of any reference
to the need to build up an efficient corps of training personnel in industry (416). The
following year the Industrial Training Council, in a short study on the roles and functions
of different categories of such staff, distinguished four levels—the training instructor,
the group training officer, the training development officer and the training officer
proper—and  discussed  their respective  qualifications and training requirements.
Simplified, this structure was resolved into two levels: the training specialist, likely
to be more of a co-ordinator and administrator than a teacher, and the training
officer-- -the operational man (417, 418).

Drafting of a policy with respect to the functions and training of training officers
was subscquently one of the carly tasks undertaken by the Central Training Council,
which in 1966 published a first report of its specialised Committee on the Training of
Training Officers, and proposed an introductory course to give training officers an
insight into the training function and their individual role as they were likely to
develop with application of the Industrial Training Act which, at that time, had
been in operation for a little under two years (419). It is interesting to note here that,
long before publication of the United Kingdom White Paper on industrial training
and the subsequent discussion on the training of training officers, the annual report
of the Treasury (1960-61) had already contained a comprehensive discussion on the
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Treasury's experience and policy in this field. Concentration of responsibility, broader
training programmes, inter-departmental co-operation and cmphasis on management
skills were key points in the report (420).

Parallel with this development in the United Kingdom, the abstracts have noted
similar inquirics into the 10le of the training ofiicer in Sweden (421), Australia, where
the Melbourne Division of the Australian Institute of Management set up a cominittee
some years ago to investigate the situation (422) and, more recently, in the USA where
in 1906 the American Socicty of Training Directors undertook a nation-wide study
of the functions assigned to training directors (or training officers) by its member
organisations (423). A somewhat similar study-- but on a narrower basis, being limited
to the role, qualifications, status and functions of the training officer in government
services - has been made in the Philippines (424).

A practical approach to the instructor training problem has been noted in the
USSR where there is a tendency in the mechanical engineering industry to recruit
highly qualificd foremen, charge-hands and skilled workers and to give them pedagogical
training in order to fit them for posts as instructors for training new employees (425).
This procedure may, however, be a solution in name only, as there is a parallel tendency
to give engincers who have had pedagogical training jobs as teaching methods specialists
in the plants’ training departments, thereby effectively removing them from the
active training function for which they have been prepared (426).

The goal ahead

The plea for a permanent corps of specialised training officers reported in one of
the United Kingdom abstracts (416) emphasised the need to recruit the “right type
of person for the training officer function”. It describes the training officer’s job as
simply one way of casuring optimum utilisation of available manpower and goes on
to say that “A large firm should therefore have a department which would take over
all manpower functions... and would service the production department with labour.
The work of the two departments would have to be very closely integrated.” In such
a system, the training officer would be a member of a team in the former department
and, as such, would need to understand the duties of his other “manpower functions”
colleagues. Conscquently, specialised training restricted to his own functions would
be too limited. It would be better to envisage establishing a “manpower functions
training institution” which would include training for the training officer but would
provide it within the framework of a much wider programme. This broader approach
to the training officer proble:n is suggested as a long-term solution by no means incom-

with the short-term objective of specialised training. it is an approach which

patible
‘.'lcor’s\s{atus both

would necessarily work towards a general raising of the training of

at his place of work and in socicty as a whole.
There would also scem to be a niced for firms to take a new look at the training

arrangement made for their training instructors. Like the foreman and supervisor,
the instructor in industry needs to be helped to master the techniques of his instructing
function. Whether he exercises the latter on a full-time or a part-time basis, he will
need basic knowledge of the clements of psychology and pedagogics and a good ground-
ing in teaching methods and communication skills. In many cases this training can be
given in conjunction with the training in instruction tcchniques given to supervisors,

to the mutual benefit of cach.
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VI. Training methods and teaching aids

A scanning of the abstracts concerned with training methods and facilities, equip-
ment and teaching aids—chiefly CIRIY classifications 13 and 14—could lead to
the conclusion that training methods are purely subject to fads and fancies. Pro-
grammed instruction and teaching machines, mentioned just three times in volume 1
~-and cach time with reference to the USA--have figured exiensively in subsequent
volumes in abstracts covering a wide range of countrics. The use of computers
in instruction, mercly sketched as a possibility and a ficld for rescarch in 1965 (volume
4), has been followed by abstracts of articles describing actual trials and experiments.
CAI--Computer Assisted Instruction- is coming into the language just as Pl (Pro-
grammed Instruction) has gained recognition in training circles and as TWI entered
the trainer’s jargon before that.

There is a recognisable progression from the idea to the experiment, to the practical
implementation, to attempts to assess the effectiveness of the methods and then to
improve them. Those which prove of doubtful or limited value are encountered less
and less frequently in technical publications - and consequently also in the abstracts.
The fads drop out of sight altogether.

This chapter, therefore, is largely one of experimentation and research, guided - or
driven by needs which have already been discussed in other chapters. Some of these
needs exert contrary pressures. The volume and complexity of material to be taught
have increased: ways must be found to teach more in less time. The universal and
chronic shortage of teachers of all levels and all types is aggravated by the growing
clamour for more and for better training: the instruction must reach more people, be
conveyed over greater distances and wider arcas. The growing acceptance of the idea
that training is a lifctime process means that instruction methods must be directed
not only towards young people who need to ixr helped to adjust to the adult world of
work, but also to adults with many years of active work cxperience behind them.
With this latter requirement comes increasca recognition that character development
plays an important role in training, that people need something in addition to mere
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technical expertise, that vocational training must be concerned with the education
of the whole personality of the individual and must help him to adapt to changing
techniques and new situations.

Finally, there is the natural creative desire to experiment with new technologics, to
see whether and how they can be brought to the support of the hard-pressed vocational
teacher and instructor.

Rationalisation of training

One of the main ways in which trainers and educationists, government services
and employers alike attempt to gain time and ycet cover the subject matter to be taught,
is to apply a process of rationalisation. This has meant taking a new and critical look
at established training objectives, criteria and syllabi, and at the methods being used
to convey the instruction. It has also meant, in many cases, an increased use of a job
analysis process, a systematic breaking down of the individual jobs into their component
parts to determine preciscly what skills and knowledge are required for efficient job

rformance, and how best to convey them to the individual trainee. In many sectors
it is felt that such an analysis is the only basis on which an appropriate training syllabus
can be drawn up (427). Two articles, one published in the USA and the other in Belgium,
carry this idea further, attributing responsibilities and competencies to the methods
office of the undertaking (428, 429) and suggesting that the analysis should not be
limited to the technical content of the job: there should also be a detailed analysis
of the actual movements entailed in its performance.

This approach is in effect an application to all training programmes and svllabi
of the well-cstablished rationalisation principles underlying accelerated training or,
as it is also known, analytical training. Numcrous cxamples of such an approach are
to be found in the abstracts: an Australian experiment to test the respective eflectiveness
of the “progressive part” and “wholc” methods of analytical training for iraching
women packers on short cycle, repetitive work (430); examples of analytical training
in an Australian textile mill (431) and in a radio valve assembly plant in the United
Kingdom (432); the clemental method (EMT) described in an American article (433);
the discussion of the development of the whole system of adult training in France under
the National Association for the Vocational Training of Adults (AFPA) and its prede-
cessor, the ANIFRMO (National Association for the Rational Vocational Training
of Manpower) (434, 435), and the parallel movement in Be ™ gium (436); the spread of
the system into the institutional structures of other countries, for imstance, Chile
(234) and Tunisia (233). As may be seen in several of these references, and in another
otie drawn from the United Kingdom (432), the system is no longer considered limited
to the rapid training of adults, but is applied also to the training of new entrants to
the employment market where it has invariably achicved reductions in learning time
and incieases in productivity.

It is perhaps interesting to note in this connection a view cxpressed in an abstraci
of an article on training continuous process operators in oil refining and cracking in
the USSR, which indicates a practical limitation on the usc of analytical methods and
states that “this type of work is not apt for analytical study and brcakdown; training
for it cannot be based on instruction merely in a series of consecutive tasks”. It
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recommends excercises on special training apparatus capable of reproducing various
types of complex chemical reactions obliging the trainec to respond to successive
situations, and progressive drill in observation and interpretation of data received (437).

Testing for effectiveness

This more scientific approach to training has been leading many authorities, trade

associations, employers and vocational education and training specialists to re-examine -

the objectives established for training programmes. Demands for evaluation of training
effectiveness, for the establishment of specific objectives and for training within rigid
time limits are on the increase. There is also greater interest in and use of icsting to
measure traiming results, not just at the end of training but at specified intervals
throughout the training period in order to assess progress and draw conclusions for
modifications and improvements in the method or programme. Two abstracts in
particular could be referred to by way of example. In the Federal Republic of Germany
the practice of intermediate tests for apprentices has been gaining ground. Introduced
by some 70 Chambers of Industry and Commerce (out of a possible 81), such tests are
recommended as a means of influencing the effectiveness of the training provided (438).
In the United Kingdom where, unlike the Federal Republic, final trade examinations
are only rarely compulscry for apprentices, the coalmining industry has recommended
a system of practical tests at specified stages throughout the training. They would
“aim at establishing standards of skill... and permit instructors to appraise the cffec-
tiveness of their teaching, showing up any training defects and permitting immediate
remedy, if necessary by modifying the syllabi” (439).

Very often the objectives set take the form of specific goals in terms of both
productivity and quality. A few attempts have been noted to lay down formal work
norms for technical school trainees in the USSR, based on the standards sct for adult
workers in the plant providing the production training (440, 441). Usually, however,
as in both these examples and in an abstracted article on the Ukrainian SSR (442),
the establishment and application of such training norms is still being done on a purely

experimental basis.

Programmed instruction

The tremendous rise in popularity in programmed instruction (P1), or programmed
learning as it is also called, can be considered another direct outcome of the rationali-
sation of training trend. Six years ago the references to programmed inst  ction picked
up for abstracting tended to be novelty oricnted ; there was also a consideravle amount of
confusion between the method itself and one of its media, the tecaching machine. There
was opposition from teaching staff, fearing a diminution of their role in education (443) ;
there was only guarded enthusiasm from some countrics, in particular from the I cderal
Republic of Germany, where it was felt that educators were not attuned to the
“cmpirical attitudes” required by PI (444, 445). From both the USSR (446) and
Norway (447) came warnings against expecting too much of tcaching machines—a
counterbalance to cnthusiastic responses from clscwhere.

Purcly descriptive abstracts on types of teaching machine and on how to usc them
in the USA (448), on a teaching machine constructed by a technical college in the
USSR (449) and on the first PI programme in Berlin (450), have given way to details
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of more systematic experiments, analyses of basic principles and assessments of
effectiveness. Early doubts seemed to disappear, to be replaced by acceptance and
approval and by more realistic appraisal of possible ficlds of application. Doubts
about programmed instruction’s ability to transmit general concepts have subsided:
the results of evaluation projects seem to indicate that programmed learning doces
not stifle individual thought and that knowledge acquired through PI is a permanent
acquisition,

Much of the carly experimenting has been done in a school setting - both general
and technical education schools --but industry and commerce soon grasped the potential
of PI for upgrading their staff and training them in specialised skills. The abstracts
have picked up, for instance, P1 programmes developed in the USA for department
store employees and sales staff (452, 452), for insurance company claim approvers (453)
and for teaching technical drawing (454). In the USSR programmes have been tried
out for training technicicas (455) and lathe operators (456), for teaching clectro-
technics in a technical college (457) and in gth and roth-yecar production training
classes in mechanical engineering (458). A textile firm in Australia developed a course
of PI for training colour matchers in the clements of colour theory (459); the Italian
National Office for Occupational Safety (ENPI) has applied programming to safety
training in the erection of scaffolding in the building trades (460). Ingenuity of appli-
cation is rcadily apparent as programmes are adapted to the training needs of people
normally difficult to reach, such as shift workers (461) and what onc abstract terms
“residual” groups of society—the physically or culturally handicapped, the migrant,
the displaced worker—not being adequately reached by existing educational institu-
tions (462).

In many countrics programmed instruction has now reached a third stage on its
rather spectacular path to acceptance as an approved training method. Responsible
bodies have instituted rescarch projects on its present and possible future uses. They
have evolved a whole new section of training terminology (463). They have attempted
to determine the effectiveness of P1 as compared to other, more conventional methods
of instruction (464, 465), to assess and compare the efficiency and uscs of branching
and lincar programmes and of different types of teaching machine (443), to test the
relative cffectiveness of teaching machines and other forms of programmed text (466,
467), to measure the impact of full, partial and integrated DI in teaching a given
subject or category of person (408). Most of the assessments stress the importance of
applying scicntific principles in the preparation of programmes, of testing and retesting
them before releasing them for general distribution. There is also, as expressed in an
abstracted article from the United Kingdom (469), a fecling that programmed instruc-
tion has “not yet achicved full effectivencss... because the programmes themselves
have been based on the printed word. If PI is to become really effective in the class-
room and generally applicable in reaching the majority of adults in industry, it should
make use of not merely the written word but also the pictorial image and sound”.
This was also one of the views expressed in the study sessions on PI organised in
Nigeria and Jordan in 1963 and in the recommendations of the UNESCO Working
Party on programmed instruction in developing countrics (470).

From Pl to CAl

From a long-range point of view the most interesting development is the combined
use of programmes, teaching machines and computers. Considering its vast potential,
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CAl --computer assisted instruction---might perhaps best be deseribed at this stage
as an incipient trend. Computers which can bring to the student complex simulations,
limitless information storage possibilitics and an analysis of the student’s learning
behaviour, enlarge instruction possibilities immeasurably. The scope and effectiveness
of teaching machines can be expanded by computers, especially in the “Socratic
system”, described in one abstract, which permits a controlled verbal or non-verbal
input to be assimilated and rendered in an unconstrained computer display using
natural language (471). It should be possible, in time, to build up a two-way dialoguc
between teacher/computer and pupil, with the computer responding to natural language
input as well as to the coded “Socratic” language.

Considerable rescarch is being done in the USA in the ficld of computer assisted
instruction, but the work is still only in its initial stages. As with programmed instruc-
tion, much of it is being done in a school or college sctting: student learning behaviour,
the impact of computer-oriented instruction on school curricala (some secondary
schools are already including introductory courses in cybernetics and probability
theory), problem-oriented computer languages (472). The applicability of CAI to
industrial training is also being explored, however, as shown in an abstract on 1BM
rescarch in this field (473). It is held in this text, based on a pilot study, that “(1) it
is p-ssible to integrate cducation into work; (2) it is feasible to have education chase
industrial personnel rather than to have these personnel chase education”. In the
study, service “engineers” were being trained on the job and could be called away
from the training cquipment for doing emergency repairs. The memory and recall
abilitics of the computer made such interruptions less troublesome than might have
been expected. Additional advantages in a rapidly changing industrial environment
arc the computer’s ability to rapidly update its training programme and to link indivi-
dual students and study groups dispersed over wide areas, giving them the benefit of
standardised instruction, individualised guidance and a wealth of stored-up knowledge
on which to draw.

Tele-instruction

Less dramatic than the methods and media just discussed, training by correspon-
dence is another of the methods resorted to in attempts to combat the shortage of
teachers and instructors and to meet the constantly growing demand for higher quali-
fications, updating and further cducation. Correspondence courses as’ such are no
innovation. They have always been a preminent means of instruction in countries
with remote or large, sparsely populated arcas making the adequate provision and
the location of school facilitics problems of doubtful ecconomic return. They are available
in a wide range of technical and general education subjects, as well as in any number
of trade specialitics.

What is new, however, is the more systematic approach being given te their
organisation and status in the education system. In the past, and with the exception
of certain countries, correspondence courses have been largely left to private initiative.
Some of the advantages and disadvantages of the system were discussed in a 500-page
comparative survey of correspondence study as practised in the Federal Republic
of Germany and in 12 other countries (474), and in surveys of its position and status
in Sweden (475) and in France (476). In the latter country, some 500,000 persons—or
one per cent of the population—are studying by correspondence cach year. As the
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correspondence course schools are not officially recognised, however, correspondence
institutions rarely issue their own certificates but usually prepare their pupils for the
regular public examinations.

There is a conscious and general attempt to assess the effectiveness of the method
and to raisc its status in the educational system. The comparative survey just referred
to deplores the reluctance of the government of the Federal Republic of Germany
to give correspondence institutions official recognition (474); another abstract from
the Federal Republic recognises the growing importance of “tele-cducation” (i.c.
instruction from a central agency, given by correspondence, radio, ctc.) in promoting
adult education and urges the education authorities to cxercise some sort of super-
vision over it (477). In France, an important step in this direction was taken in 1950
with the incorporation of the IFrench National Tele-Instruction Centre into the Edu-
cation by Radio, Correspondence and Television Services of the National Pedagogical
Institute, and the creation (1963) of the National Council for Technical Education
by Correspondence (476).

In scveral instances, as in abstracts on France (478), the USSR (479, 480) and
Eastern Germany (481), education by correspondence is criticised for being too
impersonal, for being pronc to high dropout rates and also, in the Federal Republic
of Germany, for making exaggerated use of publicity (474). Despite these drawbacks,
however, correspondence instruction is given preference over evening classes in Eastern
Germany, and all countries scem to agree that it will have an increasingly important
role to play in national educational systems and institutions. As indicated in the
Swedish survey, correspondence study will continue to fulfil its traditional purpose
of providing a means of further education; it permits greater individualisation of
instruction—students can proceed according to their own abilitics and interests and
at their own pace; it can help offset the chronic shortage of teachers and can give the
tecachers themselves an opportunity to update and widen their knowiedge; it could
be a means of bringing skills and greater occupational independence to the physically
handicapped or otherwise disadvantuged {475).

But correspondence training nceds to be given a “new look”. Greater attention
must be paid to the work of preparing and directing the courses, and to giving the
students adequate follow-up services, as is shown in abstracted articles from the
USSR (479, 480, 482), the Federal Republic of Germany (483) and the USA (484).
Drafting a correspondence course is work for specialists. Since studying by correspond-
ence is a voluntary activity, says the American abstract, the course must itself provide
the motivation or stimulus for doing the lessons and exercises. The latter should be
frequent but must avoid being cither frustratingly difficult or irritatingly simple. Tests,
it goes on to say, arc the chief channel of communication between student and teacher:
they must inform both about progress made.

It is the lack of personal contact which is the most severely criticised, however.
The remedy most frequently proposed, as shown in abstracts on Sweden (475), France
(478) and the United Kingdom (485), is to combine correspondence courses with
other teaching media—tclevision, radio, programmed instruction—or to organise
sessions during which lessons are “heard” at the student’s place of work.

Audio-visual techniques

A great deal has been written about the visual and audio-visual methods of training
and the teaching aids today available as support for the teacher and instructor. As
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with programmed instruction, teaching machines and correspondence courses, exag-
gerated claims are sometimes laid to their door. Most of the references stress their
subordination to the teacher: audio-visual aids must remain what they arc—devices
to assist the instructor, not replace him. They arc part of the teacher’s stock in trade
for achieving higher efficiency through increased realism in his instruction.
Obviously, much hope is placed on television as an educational medium of the
future. This is borne out by the number of abstracts describing the functioning and
uscs of different types of instructional television programme in vocational schools,
technical colleges and industry—in the United Kingdom (486, 487), Belgium (488),
the Federal Republic of Germany (489), France (490) and the USA (451}, and in training
agricultural workers in Eastern Germany (492) and in France (493), to meniion a few.

A Belgian study (494). based in part on a UNESCO report published in 1461, indicates
five methods of utilising television in education: '

“(1) fully televised instruction - the teacher supervises;

“(2) televised instruction - direct teaching or correspondence instruction
(formula currently in use in Belgium for school television);

“(3) direct teaching + supplementary televised instruction from time to
time;

“(4) television apparatus employed by the teacher as an audio-visual aid;

“(5) television used for training the teachers and improving teaching
methods.”

In this abstract and in others, a central theme is the impact of television on the class-
room teacher (487, 489, 491) and its implications for teacher training. In Eastern
Germany the Vocational Training Institute’s Working Party on Television and
Adult Education asserted that, contrary to prevailing beliefs and fears, instructional
television has enhanced the teaching profession and gives teachers important new
tasks (495). It is clear that educational television is a valuable adjunct to teaching,
but its over-all role and importance are still being studied. Its full development as a
legitimatc arm of education and training will be a question of time for testing and the
availability of the funds neceded to make widespread adoption possible.

In developing countries, the prospects for its application are excellent and it may
in fact be one of the most effective ways of solving the problems of mass education
faced by most of the countries concerned. A survey carried out by the Oversea Visual
Aids Centre (OVAC) recommended cxtensive use of radio and television to reinforce
the printed word, but has warned against practical problems such ac effective trans-
mission, supply and servicing, as well as, of course, cost (496). '

Telescript

An interesting experiment reported from Canada describes the problems of technical
personnel in remote locations and points out that the applicability of their knowledge
decreases by 509%, in five years unless they can keep up with developments in their
field. It goes on to describe a fascinating new aid to education: VERB—the Visual
Electronic Remote Blackboard. Basically it is a telescript and telephone system which
allows a teacher to have two-way communication with a number of remote aresas both
visually (via the blackboard) and verbaily. Telescript provides instantaneous trans-
mission of hand-written messages or sketches over the regular tclephone network.
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With VERE, the teleseript unit at the recciving end is equipped to project the message
or sketeh on to a sereen for group viewing. A second long-distance line is used for voice
communication. The system permits linking several classrooms in the same building
or even in different cities. The teacher can receive immediately the students” questions
and observations, again by telephone; his own remarks are transmitted by loud-
speaker so that all the classes can participate simultancously in the discussion (497).
A somewhat similar system, but without the tele-seript possibilitics—the dial-access
system-—is described in an abstract on current instructional media research in the

USA (498).

Films and tapes as instructing aids

Films and slides have come in for relatively little comment in the abstracts-- their
“novelty period” was alrcady over before publication of the abstracts started. An
example of films used in the USSR to test technical school students on their assimilation
of safety factors in a metalworking shop, or of railway signals (499), and an article
on a system using films to train key-punch operators in the USA (500) can be mentioned
as examples of new applications of techniques which have already gained acceptance.
Of more interest as new developments in audio-visual instructional media are items
on the overhead projector, on sound slides and on the use of tape recordings (both
audio-tapes and video-tapes) for industrial and commercial training and in programmed
instruction (453, 501-500).

Visual and audio-visual media and techniques have entered a new, assessment
phase, with an increasing number of studics and manuals on their uses and operation
being produced. Audio-visual methodology is being evolved. The study by the
Oversea Visual Aids Centre is a case in point, as are the OECD catalogue of technical
and scientific films (507), and a “Manual of visual presentation in cducation and train-
ing” published in the United Kingdom (508). No attempt has been made in the abstracts
to seck out and include such references systematically. The titles and examples which
have been noted can only be viewed as symptomatic of a general desire to assess the
uses and abuses of such media, to apply a benefit-cost approach before embarking
on wholesale distribution and application.

Realism for greater effectiveness

Much of the experimenting with these and other aids can be traced to a desire
to inject new realism into training  to bring the workshop into the schoolroom. There
is a growing range of complex training apparatus and a more frequent recourse to
simulation techniques for initiating the worker into production or goods handling
processes which are difficult to isolate or interrupt for training purposcs. Mock-ups,
cut-away and other three-dimensional models are sometimes the answer-- for demon-
strating different types of driving gear (509, 510), for bringing the foundry into the
school laboratory (511), or to prepare unskilled steel workers for handling the heavy
equipment used in the production departments and ancillary services of a steel mill (512).

Simulation techriques are proving paiticularly effective in training programmes
in the chemical industries and oil refining (513), both continuous production industrics
presenting special training problems. In some cases simulation techniques are carried
over into business and commerce. Role-playing in “fictitious firms™ has been well-
known for some time as a training technique in the Federal Republic of Germany (514),
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as was deseribed in an article in an carlier issuce of “Training for Progress” (Vol, 2, No. 4,
1902). The idea has recently been adopted by a major bank chain in the United Kingdom
which has established a model bank as a training centre where the “trainees” can see
and perform in turn all types of banking transaction (515).

There seems to be a concerted effort towards greater use of project work and other
active methods to stimulate the learning power of the trainces, whether adolescents
or adults, It is part of the experimental approach to the whole field of training methods,
the attempts to find the answers to certain basic questions.

When and how, for instance, should the new recruit be exposed to the conditions
and pressures of production? The production training organised for young technical
school trainees and pupils in the senior years of common basic school in the USSR
(458, 510-518) and in Eastern Germany (519) is only one of the methods reported and
discussed in the abstracts. The plant and workshop visits discussed in Chapter 111
represent another, Should the young miner in the United Kingdom go all through the
slow process of training on traditional tools and equipment, which in all likelihood
he will hardly ever use, in order to acquire a *pit sense”, or can he be trained at once
for work on a mechanised coal face (520)? Concern with this same problem is to be
seen in an abstract on special techniques used in a mining school in Upper Silesia
(Poland) to give students and apprentice miners a true picture of the working of a
mine before ever they go underground (521). How can experimentation and pilot
project development be worked into vocational/agricultural training (522)? How can
business take account of the psychological aspects of training, such as motivation and
attitudes towards learning (523)? How can lessons in handling computers and other
complex and cxpensive business machines be given realism and purpose without
incurring an interruption of the operational schedule (524, 525)? When, where and how
should trainces be taught the principles and techniques of continuous repair in chemical
plants (520), or machine maintenance in the metal and mechanical trades (527)?

Adult education and traininé

These are questions which are vital to all levels and types of training. The answers
are likely to be different according to local situations and immediate training objectives.
On the whole, the actual technigues differ little. The adult worker being retrained for
a new type of employment is likely to derive just as much or even more benefit from
the use of more active teaching methods as is the adolescent being trained for his
first job. Adult cducation nevertheless does deserve special mention, especially in
relation to the problems encountered in training older workers and the methods used
for solving them.,

The social and economic aspects of the problem of retraining the older worker have
already been discussed. Translated into practical action they become dominated by
psychological and physiological considerations. Personnel officers and training specialists
tend to agree, as stated in an abstract on the United Kingdom: (528), that the older
worker undergoing training is handicapped by four main psychological problems:

“—difficulty in maintaining pace of work;

“—dectcrioration of short-term memory;

“—disinclination to reverse decisions;

“—fear of failure and consequent humiliation.”
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The same article concluded that these difficulties could be overcome by arranging long,
uninterrupted periods of learning, allowing the traince to sct his own learning pace,
providing written instructions and notes to which he can refer, encouraging him to
take notes, using active rather than passive teaching methods, intreducing an clement
of sclf-testing to stimulate the assimilation of new knowledge. To these methods prin-
ciples an abstract from the USA adds the need to avoid having the older traince isolated
in a group of younger onvs and to reassure him that retraining is a means of retaining
—or regaining—his status (529). A Canadian abstract points out that the older traince
is likely to expericnce difficulty if put on a course which has been geared specifically
to younger people with recent classroom experience (530). The training should, in
addition, make as much use as possible of his previous experience. From all three
countries, as well as others, the abstracts have drawn excellent examples of training
programmes organised for the older worker. The cliché about not being able to teach old
dogs new tricks scems to have been abandoned, but the educationists pay duc respect
to the problem of unlearning old responses, which still remains. A paralicl might be
drawn herc between this requirement and the experimental supervisory training pro-
gramme in Canada, mentioned in Chapter IV, which used behaviouristic methods for
“unfreezing” attitudes to increase receptivity, introducing new attitudes in short inten-
sive courses and “refreezing” and reinforcing them through practical application (308).

Methods research
The demand for evaluation of training frequently becomes translated into attempts

'to compare the relative effcctiveness of different methods of training and training media.

The Swedish Institute for Rescarch on Work Study Techniques (ASTI), for instance,
carricd out a 12-month research project during 1960-1961 to assess the effect on learning
speed of four different methods used to instruct qualified workers to carry out new,
repetitive operations: brief oral instruction, written instruction with sketch and key
points, detailed oral instruction with follow-up supervision, and taperecorded instruc-
tion (531). The Stanford Rescarch Institute (California, USA) carricd out a somewhat
similar project to test the effectiveness of three types of instruction for training jour-
neymen clectricians: auto-instruction with a branching type of clectrically operated
teaching machine with built-in weekly review tests; auto-instruction accompanicd by
live discussion with an experienced instructor (to replace the review tests) ; conventional
classroom instruction (532). There are also all the rescarch and evaluation projects on
programmed instruction, already discussed above, as well as the trials with combi-
nations of different methods and training media.

In France, on a slightly different plane, an attempt was made in 1965 to assess the
effectiveness of the training for building trades workers in public technical secondary
schools providing full-time instruction, in full-time courses at public vocational schools,
in other full-time schools and in trade apprenticeships with part-time related instruc-
tion, by comparing the number of passes achieved by cach group in the relevant CAP
trade certificate and final apprenticeship (EFAA) examinations. The apprenticeship
group was divided into two sub-groups: those who had followed the traditional type
of related instruction and those who had taken correspondence courses. The results,
on the face of it overwhelmingly in favour of the full-time training in schools, perhaps
reflect more the imbalance between the general education and trade training given the
apprentices—and the weight given to academic subjects in the tests—than the differ-
ences in the actual skill levels attained by the candidates (533).
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Mcthods rescarch is in fact gaining in importance all along the line—an out-
growth of the pressures which have given rise to the drive for rationalisation, rcalism
and greater cffectiveness in training. This spirit of experimentation and research has
been seen throughout this chapter. It can also be seen in the resolution adopted by the
colloquium on questions raised by modern teaching methods and programmed instruc-
tion, organised in June-July 1963 by the European Educaticnal Centre and the Italian
National UNESCO Committce in co-operation with the Bureau of Research and Plan-
ning of the Italian Ministry of Public 12ducation (534)- It is cvident in the work of the
Warsaw Pedagogical Institute on the testing of the cffectiveness of didactic methods
in vocational/technical instruction in technical secondary schools and colleges (535),
and in the Belgian government’s decision (September 1963) to set up and give official
status to the International Association for Encouraging the Use of Modern Teaching
Techniques (536).

Special methodology problems in the developing countries

There is also, in many countries, a conscious cffort to assess the cfiectiveness of
methods and media for conveying skills and knowledge to the millions of persons
clamouring for education and training in the less cconomically and cducationally
advanced regions of the world. The problems inherent in introducing any of the
methods discussed above are complicated in these couatries by the additional problems
of massive rates of illitcracy, or near illitcracy, the absence of a “technical background”
and consequently the need to teach concepts which in other countrics and regions are
absorbed naturally from mere eontact with machines, clectricity, ctc. And to these
should be added the problem of cost: many of the methods and media which would
be most suitable are those which are both too highly technical and too expensive for
their general application to be feasible (496).

A not inconsidcrable problem, too, is the question of the language of instruction.
As pointed out in one abstract: “the technical and scientific vocabularies of the ver-
nacuiar language [of Africa] arc not yet sufficiently developed for use in giving technical
and scientific instruction. Morcover, the majority of African countries still require a
large number of foreign teachers and these cannot work in the vernacular. For the time
being, it will therefore be nccessary to provide such instruction in the European lan-
guage best known in the country”. The text goes on to deplore a situation which
virtually requires all instruction to be given in a forcign language. At the end of primary
school the children have not learnt the language well cnough to grasp what is being
taught, nor have they acquired a sufficiently high standard in the other subjects. All
instruction, it is felt, should initially be in the vernacular, which should continue to be
used throughout primary school. Once the pupils start to learn the foreign language,
the vernacular should continue to be used for purposes of cxplanation and clarification.
Instruction in primary schools preparing their pupils for immediate entry into working
life (in rural arcas, for cxample) should use the vernacular exclusively (537). But this
raises yet another problem: the scarcity or sometimes even complete lack of textbooks
and other instructional material written in that language.

Another abstract, discussing the language barrier problem in India and in south-
cast Asia gencrally, affirms that it is more particularly the lower grades of technical/
industrial worker which have most to gain from a sustained cffort to prepare and use
widely textbooks written in the local language: at the higher levels of training the
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problem of teaching foreign languages remains. It goes on to suggest a need for
research into the effects of communication failures—for lack of language competence—
on factory output, since “a close examination of language factors in communication
within industrial undertakings in Asia would undoubtedly reveal that failures in this
arca arc costing large sums of money. Definition of arcas of difficulty would allow
countermeasurcs to be taken” (538).

A study on providing vocational training for illiterates and semi-illiterates in
French-speaking Africa (539) points out other basic problems: the difficulty encountered
by such people in transferring the image in a picture or drawing to the object it
represents, and their general lack of comprehension of the concepts of time and measure-
ment, and consequently their inability to grasp the idea of productivity. A mcthod
of combining literacy programmes with vocational training, successfully practised
in training miners in Morocco and petroleum industry workers in Algeria, has been
derived from the application of three principles:

— the need for a close link between the instruction and the environment of the trainee;

— the nced to associate the acquisition of language s)ills and the interpretation of
drawings and pictures with instruction in general aiid technical education subjects;

— the desirability of having the instruction given by teachers and instructors drawn
from the same background as the trainees but having a level of education only
slightly higher than their own.

But-—as already emphasised in the editorial at the beginning of this issue—methods
research specifically directed towards solving the many problems encountered in
attempts to raise the level of technical knowledge and understanding of the largely
illiterate masses of the developing countries is an area which on the whole is still rela-
tively unexplored.
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Bibliography of abstracts discussed in the text/
Bibliographie des resumés mentionnés dans le texte

La * Caissc du Midi " ¢t l'instruction profession-
nelle - l'activité déployde de 1957 & 1963,
Documents de la Vie italicnne, Roma, Vol. 11,
No. 57, 1963, P. 4303-4316. (2/04495, Vol. 2).

2. BurGEss, Helen

High school drop-ins, North, Ottawa, Ont.,

Vol. 13, No. 3, 1966, p. 12-15. (4/1. 12581,
Vol. 6).

3. INTERNATIONAL BANK FOR RECONSTRUCTION
AND DEVELOPMENT/BBANQUE INTERNATIONALE
POUR LA RECONSTRUCTION ET LE DEVELOPPE-
MENT
The economic development of the territory of
Papna and New Guinca. Raltimore, Md., The
Johns Hopkins Press, 1965, 468 p. [cf. ch. 6,
p. 282-331]. (2/B. 2800, Vol. 5).

4. Duncan, A. T,
Training aborigines for employment in New
South Wales., Brisbane, Jacaranda Press, 1966:
Aborigines in the economy, 382 p. (cf. p. 43-50).
(1/B. 13994-2, Vol. 6).

5. MILLER, E, P,
Factors affecting vocational training of Alo-
rigines in the Northern Territory and Western
Australia, Brisbane, Jacaranda Press, 19066:
Aborigines in the ecconomy, 382 p. (cf. p. 17-42).
(1/B. 13994-1, Vol. 0).

6. AUSDERAU, W,

Standortfragen im Bereich der Berufsschulen.
Schweizcrische Blitter far Gewerbeunterricht/
Revue Suisse d¢ I’Enseignement Professionnel,
Bern/Neuchétel, Vol. 92, No. 4, 1967, p. 97-102.
(4/B. 14871, Vol. 6).

7. MARSHALL, R,

The cmployment and training of minorities,
Englewood Cliffs, N. J., The American Assembly,
Columbia University: Challenges to Collective
Bargaining, 1967, 180 p. (cf. ch. 4, p. 89-112),
(2/B. 13852, Vol. 6).
8. DaANNEMANN, R. N,

Mobilizag8o de Recursos Humanos - aspectos
demogréficos, formagdo profissional. Departa-
mento nacional do SENAC, Sdo Paolo, 1964,
20 p. (2/B. 1613, Vol. 4).

9. UNITED NATIONS LEcoNomic COMMISSION FOR
LATIN AMERICA/COMMISSION ECONOMIQUE DES
NATIONS UNIES POUR L’AMERIQUE LATINE
The training of human resources in the eco-
nomic and social development of Latin Amer-
ica. Economic Bulletin for Latin America, New
York, Vol. 11, No. 2, 1960, p. 1-57. (2/B. 16290,
Vol. 6),

10, BRAND, G A,
Manpower in the 1970's. Youth Employment,
St. Albans, Herts., Vol, 17, No. 1, 1964-1965,
p. 32-37. (2/B. 928, Vol. 4).

11. CorveT, Y.
Les besoins en main-d’cenvre de I'industrie
frangaise. Revue de l'action populaire, Paris,
No. 158, 1962, p. 604-616. (2/00993, Vol 1).

12. Koronko, A.
VaZnyezadadi nauényhinstitutov. Professional’-
no-tchnideskoe Obrazovanie, Moskva, Vol. 19,
No. 1, 1962, p. 5-6. (2/00397, Vol. 1).

13. Moss, J. Jr.,, Eppy, M.

Toward the development of a general industrial

program. IAVE - Industrial Arts and Voca-

tional Education, Milwaukee, Wisconsin, Vol.

s1, No. 4, 1962, p. 18-19, 54. (1/00750, Vol. 1).
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14. UNCSAT
Techniques of manpower assessment /Mcthodes
d’évaluation de  la  main-d’auvre,  United
Nations Conference on the Application of
Science and Technology for the Benefit of the
Less Developed Arcas/Conférence des Nations
Unices sur Papplication de la science et de la
technique dans l'intérét des végions peu déve-
loppées, doc. E[/CONF, 39/GR.22(B), 1962,
(2/o1794, Vol. 2).

15. UNCSAT
Human resources/Ressources humaines. United
Nations Conference on c¢he Application of
Scicnce and Technology for the Benefit of the
T.css Developed Arcas, Report of the Conference
Seuzetary-General.  Conférence  des Nations
Umies sur I'application de la science et de la
technique dans l'intérét des régions peu déve-
loppérs. Rapport du Secrétaire général de la
Conférence. Doc. E/[CONF. 39/GR.2(B), 1962.
(2/o1562, Vol. 2).

16. HoLLISTER, R. G.
The economics of manpower forecasting/Les
aspects économiques de la prévision en maticre
de main-d’cenvre, International Labour Review/
Revue internationale du Travail, Gentve,
Vol. 89, No. 4, 1964, P. 371-397, 418-447.
(2/07649, Vol. 3). .

17. D6Ss, S.
Integration of manpowe: and educational
planning into over-all development planning.
Dakar, Africar Institute for Economic Devel-
opment and T .anning, 1963, doc. IDEP/PR/
1X/4 (provisional draft), 78 p. (2/08747,
Vol. 3).

18. TINBERGEN, J., Bos, H. C.
A planning model for the educational require-
ments of economic development/Un modéle de
planification des besoins d’cnscignement cn
fonction du développement économique. Paris,
Organisation for Lconomic Co-operation and
Development/Organisation de coopération et
de développenient économiques, 1905: Eco-
nometric models of education/Modéles ¢écono-
métriques de Penscignement, 1ot p, cf. 1, V.
(2/8. 1156, Vol. 4).

19. WiLLIAMS, G,
Planning models for the calculation of educa-
tional requirements for cconomic development:
Greece/Modéle de planification pour le calcul
des Dbesoins d’cnseignement en fonction du
développement ¢conomique: Gréce. In: Econo-
metric models of education (18: op. cit.)/Dans:
Modéles économétriques de  l'enseignement
(18: op. cit.). (2/B. 5092, Vol. 4).

20. EMeR1J, L. J. '
Modéle de planification pour le calcul des
besoins d’enseignement en fonction du dévelop-
pement économique: Espagne/Planning models
for the calculation of educational requircments
for cconomic development: Spain. Dans:
Modéles économétriques de 1'enseignement
(18: op. cit.). In: Econometric models of
cducation (18: op. cit.). (2/B. 5090, Vol. 4).
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21.

22.

23.

24.

25.

26.

C

27.

28.

20.

‘ 30.

BiuwM, J.

Modéle” de planification pour le calcul des
besoins d’enscignement en fonction du dévelop-
pement éeonomique: ‘Turquic/Planning models
for the calculation of educational requirements
for cconomic development: Turkey. Dans:
Modéles  économétriques de  Venscignement
(18: op. cit). In: Econometric models  of
education (18 op. cit.)). (2/B. 5091, Vol. 4).

iRALS, B.

Techniques de prévision de population active
par profession et niveau de qualification/
Forecasting of the active population by
occupation and level of skill. Paris, Organisa-
tion de coopération et de développement
économiques/Organisation for ilconomic Co-
operation and Development, 1966, 29 P.
(2/B. 8235, Vol. 5).

ZYMELMAN, M.

Skill requirements in manufacturing industries.
New York, United Nations Committee for
Industrial Development/Nations Unices, Comité
du dévcloppement industriel, 1966, docs.
E/C.5/112; E[C.5/112 Add. 1. (2/B. 10146,
Vol. 5).

LAYARD, P. R. G., SaiGar, J. C.

Educational and occupational characteristics
of manpower: an international comparison,
British Journal of Industrial Relations, London,
Vol. 4, No. 2, 1960, p. 222-266. (2/B. 10504,
Vol. s).

Horowrrz, M. A., ZYMELMAN, M.,
HERRNSTADT, 1. L.

Manpower requirements for planning, an inter-
national comparison approach. Boston, Mass,,
Northeastern University, Department of Eco-
nomics, 1966, Vol. 1, 123 p.; Vol. 2, 165 p.
(2/B. 13784, Vol. 0).

CORREA, H.

Optimum choice between general and voca-
tional cducation. “ KYKLOS”, nternational
Review for Social Sciences, I3asel, Vol. 18,
No. 1, 1965, p. 107-115. (2/3. 6320, Vol. 4).

CorAzzINg, A. J., BARTELL, E.

Problems of programming an optimum choice
between general and  vocational education,
« KYKLOS", International Review for Social
Sciences, Bascl, 1965, Vol. 18, No. 4, p. 700-704.
(2/13. 8874, Vol. 5).

CALLAWAY, A.

African school leavers and their employment
problem. Community Development Journal,
Manchester, Vol. 3, July/juil. 1966, p. 12-23.
(2/1. 10495, Vol. 5).

Beesy, C. E.

Inproving the quality of education. Australian
Territorics, Carlerra, Vol. 6, No. 5, 1966,
p. 2-22. (3/B. 17822, Vol. 6).

Lecurt, L. A.

Goals, prioritics, and dollars. New York/Lon-
don, The Free Press/Collier-Macmillan Ltd.,
1066, 365 p. (2/B. 11348, Vol. 6).
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Program for education - message from the
President of the United States. 88th Congress,
1st Session, House of Representatives, Docu-
ment No. 54, 1963, 68 p. (1/01568, Vol. 2).

32. PERRELLA, Vera C., BoGaNn, F. A,,
SwanstroM, T. E.
Special Labor Force Report. Out-of-school
0 youth, February 1963. Monthly Labor Review,
Washington, D.C., Vol. 87, Nos. 11-12, 1964,
p. 1260-1268, 1416-1424. (2/B. 1139, Vol. 4).

33. BArRko, Naomi
Dropouts to ncwhere. The Reporter, New
York, Vol. 26, No. 7, 1962, p. 34-36. (2/0c789,
Vol. 1).

Forination professionnclle. CEE: Exposé sur
I’évolution de la situation sociale dans la
Communauté en 1962, Bruxelles, 1963, p. 131~
185. (1/04592, Vol. 2).

35—
Arrété royal relatif & 1'octroi d’unc indemnité
de promotion sociale aux jeunes travailleurs qui
ont suivi des cours en vue de paifaire leur for-
mation intellectuclle, morale ct sociale. Moni-
teur belge, Bruxelles, Vol. 133, No. 182,
11 sept. 1963, p. 8865-8866. (2/04488, Vol. 2).

6. —

3 Manpower Development and Training Act of
1962, as amended (42 U.S.C. 2571-20620).
Washington, D.C., U.S. Government Printing
Office, 1965, 19 p. (1/B. 5066, Vol. 4).

. Vocational Education Act of 1963. Public Law,
88-210, 88th Congress, H.R. 4955, 18 Dec. 1963,
18 p. (1/o7204, Vol. 3).

38. —
Youth Conservation Corps. Congressional Re-
cord, Senate, Washington, D.C,, No. 52-8, 1963,
p. 5061-5664. (4/03518, Vol. 2).

39. RossiLLioN, C.
Service civique et travaux communautaires au
Mali/Civic Service and community works in
Mali. Revue internationale du Travail/Inter-
national I.abour Review, Geneve, Vol. 93, No, 1,
1966, p. 54-71/50-65. (5/B. 7142, Vol. 5).

40. CosTa, E.
La lutte contre le chdmage au Dahomey ct le
retour A la terre/Back to the land: the campaign
against unemployment in Dahomey. Revue
internationale du Travail/International Labour
Review, Geneve, Vol. 93, No. 1, 1966, p. 31-53/
29-49. (5/B. 7141, Vol. 5).

4!.""‘
Farm settlement scheme in Nigeria. Nigeria
Trade Journal, Lagos, Vol. 10, No. 1, 1962,
p. 2-6. (7/00728, Vol. 1).

42. MouLy, J.
La jeunesse pionni¢re nationale en République
centrafricaine/The Young Pioncers movement
in the Central African Republic. Revue inter-
nationale du Tiavail/International Labour
Revicw, Gentve, Vol. 93, No. 1, 1966, p. 21-30.
(5/B. 7140, Vol. s5).

43. KELLNER, C.
Wird die weitere Mechanisierung durch Fache
arbeitermangel im Elektro- und Maschinen-
betrieb crschwert? Gliickauf, Essen, Vol. g9,
No. 18, 1963, p. 993-996. (2/04576, Vol. 2).

44. ARBEITSRING DER ARBEITGEBERVERBANDE DER
DEUTSCHEN CHEMISCHEN INDUSTRIE
Auswirkungen der cechnischen Entwicklung auf
die Ausbildung von Reparatur- und Wartungs-
arbeitern und von Anlagenfahrern (Maschinen-
fahrer) in der chemiscl.en Industrie, Wiesbaden,
Arbeitgeberverbiinde der Deutschen chemischen
Industrie e.V., 1965, 11 p. (2/13. 4629, Vol. 4).

45. WARNER, A, W,
Technology and the labour force in the offshore
maritime industry. Madison, Wisc., Industrial
Relations Research Association: Proceedings/
Compte rendu, 1966, 390 p. (cf. section 5,
p. 139-159). (2/B. 10423, Vol. 5).

46. THoMmasoN, J. C.
Changes in the training of merchant navy
engineer officers. Technical Iducation and
Industrial Training, London, Vol. 8, No. 11,
1966, p. 492-495. (2/B. 13031, Vol. 6).

47. INSTITUT FUR SOZIALWISSENSCHAFTLICHE FOR-
SCHUNG, MUNCHEN :
Les répercussions du progrés technique sur la
structne et la formation du personnel dans les
laminoirs, Luxembourg, Communauté Euro-
péenne du Charbon et de I'Acier, Haute Auto-
rité, 1966, 92 p. (2/B. 14971, Vol. 6).

48. AxiMova, N,
VaZnyj faktor ulué¢Senija stroitel’stva, Planovoe
Hozjajstvo, Moskva, Vol. 43, No. 5, 19066,
p. 27-34. (2/13. 10161, Vol. 5).

49. LANTIER, Frangoise, MANDON, Nicole
L'évolution des structures profcssionnelles dans
la métallurgie lyonnaise: incidence des prati-
ques d’embauche et de formation, Bulletin du
CERDP, Taris, Vol. 16, No. 2, 1967, p. 79-170.
(12/B. 18505, Vol. 0).

50. CAMPBELL, D. R,, PoweR, E. B,
Manpower implications of prospective techno-
logical change in the Eastern Canadian pulp-
wood logging industry. Ottawa, Ont., Depart-
ment of Manpower and Immigration, 1966,
193 p. (2/B. 12045, Vol. 6).

51. DEPARTMENT OF LLABOUR
A second survey of electronic data processing in
Canada 1962. Report 9C, Ottawa, Ont., 1963,
83 p. (2/07895, Vol. 3).
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Manpower Development and Training Act of
1902, Public Law 87-415, 87th Congress,
S.1991, 1962, 10 p. (1/0o1175, Vol. 1).

An Act to amend the Technical and Vocatienal
Training Assistance Act. Bill No. o-105, First
Session, 26th Parliament, 12 Elizabeth 11, 1963.
(2/05673, Vol. 2).

Adult Occupational Training Act/Loi sur la
formation professionnelle des adultes. Ottawa,
Ont., 14-15-16 Elizabeth II, Ch. 94, 1967,
p. 1263-1274; Canada Gazette/la Gazette du
Canada, II, Vol. 101, No. 8§ p. 623-615.
(/1. 35, Vol. 6).

55. MINISTERE DU TRAVAIL
Décrets Nos, 64-164, 64-165, 64-166 du 24 fé-
vrier 1964 pour I'application de la Loi du 18 dé-
cembre 1903 relative au Fonds national de ’em-
ploi, Journal officiel de la Répubiique frangaise,
Paris, No. 47, 24-25 fév. 1904, p. 1892-1894.
(2/06997, Vol. 3).

56. —

Richtlinicn (RL) des Verwaltungsrats der Bun-
desanstalt fur Arbeitsvermittlung und Arbeits-
losenversicherung fiir die Gewihrung von Be-
rufsausbildungsbeihilfen. Amtliche Nachrichten
der Bundesanstalt fur Arbeitsvermittlung und
Arbeitslosenversicherung, Nirnberg, Vol. 11,
No. 4, 1963, p. 169-180. (2/03000, Vol. 2).

57. —
Ein Jahr Beihilfen zur beruflichen Fortbildung.
Bulletin des Presses — und Informationsamtes
der Bundesregicrung, Bonn, No. 146, 1963,
P. 1284. (2/04163, Vol. 2).

58. —
Sondervermogen firr Leistungsforderung, Wirt-

schaft und Berufs-Erzichung, Bonn, Vol. 15,

No. 11, 1963, p. 199. (2/05352, Vol. 2).

. Detydningen av voksenopplaeringskursene. Ar-
beidsmarkedet, Oslo, No. 3, 1964, p. 22-26.
(2/07920, Vol. 3).

60. GornoN, Margaret S.
US manpower and employment policy. Monthly
{7 Labor Review, Washington, D.C., Vol. 87,
No. 11, 1964, p. 1314-1321. (2/B. 1093, Vol. 4).

61. SCIIAEFER, C. ]J., SHEMICK, J. M.
Pennsylvania meets the challenge of retraining,
Case studies of a three-pronged attack. Uni-
versity Park, Pa.,, The Pennsylvania State
University, Department of Vocational Educa-

tion, 1964, 85 p. (2/B. 3449, Vol. 4).

62. GorDON, Margaret S,
Retraining and labor market adjustment in
Western Europe. Washington, D.C., Department
of Labor, Office of Manpower, Automation and
Training (Manpower Automation Rescarch Mon-
ograph No. 4), 1965, 226 p. (2/B. 6715, Vol. 5).
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63. RoseN, N. A, WiLLiams, 1. K.,
ForLt™maAN, F, T,
Motivational constraints in an industrial re-
training program. Personnel I’sychology, Balti-
more, Md., Vol. 18, No. 1, 1965, p. 65-79. (2/B.
3819, Vol. 4).

64. SCIONNING, G.
Perfectionnement professionnel et formation
complémentaire/Retraining and further train-
ing. Paris, Organisation de coopération et de
développement ¢conomiques/Organisation for
Economic Co-operation and Development, 1965,
98 p./86 p. (2/B. 685y, Vol. 5).

65. SoMERS, G. G.

Retraining: an evaluation of gains and costs.
Berkeley/Los Angeles, University of California
Press, 1965: Employment policy and the labor
market, 406 p. (ch. 9, p. 271-298). (2/B. 1743,
Vol. 4).

66. SOMERS, ., STROMSDORFER, E, W,
A benefit-cost analysis of manpower retraining,
¢ Madison, Wisc., Industrial Relations Research
Association, 1965: Proceedings-1964, 343 P
(cf. VII, p. 172-185). (2/B. 4044, Vol. 4).

67. Borus, M. E.
The cost of retraining the hard-core unemployed.
{. Labor Law Journal, Chicago, Ill, Vol. 16,
No. 9, 1965, p. 574-583. (2/B. 5810, Vol 4).

68. CoNLEY, R. W,

p The economics of vocational rehabilitation,

~ Baltimore, Md., The Johns Hopkins Dress,
1905, 189 p. (2/B. 8038, Vol. 5).

69. —
Dic umfassende Rehabilitation als Schltissel
zum Dauerarbeitsplatz. Arbeit, Beruf und
Arbeitslosenhilfe — Das Arbeitsamt, Stuttgart,
Vol. 13, No. 11, 1962, p. 242-244. (2/01512,
Vol. 2).

70. NUSCHELER, F.
Grundsitztiches zur Eingliederung Schwer-
behinderter.  Schweizerische  Zeitschrift  fur
Sozialversicherung, Bern, Vol. 9, No. 2, 19635,
P- 145-150. (2/1. 2648, Vol. 4).

71. INTERNATIONAL LABOUR OFFICE/BBUREAU IN-
TERNATIONAL DU TRAVAIL
Report to participating governments on the
I1.O inter-regional seminar on vocational reha-
bilitation held in Warsaw, DPoland. Genéve,
ILO/BLT, 1906, 219 p. (4/B. 122_~, Vol. 6).

72. BARYBIN, V. P,
Centry vosstanovlenija trudosposobnosti inva-
lidov. Social’noe Obespeéenie, Moskva, Vol. 41,
No. 12, 1966, p. 1-6. (4/B. 13426, Vol. 6).

73. HOFRICHTER, M.
Mecthoden und Xrgebnisse der beruflichen
Rehabilitation und der Beschiftigung. Jahr-
buch der Deutschen Vereinigung fiir die
Rehabilitation Behinderter e.V.-De.Vg. 1964,
Heidelberg-Schlierbach, p. 51-58. (4/09551,
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The ILO systematically collects information on new developments in
law and practice in vocational training from 118 Member states. (t
undertakes research on trends in training requirements and practices
in all fields of economic activity and at all levels of work.

The International Labour Conference has established internatlom""

standards concerning the organisation and meéthods of vocational tra/iiing
in general (Recommendation No. 117), training in agriculture f;Jo. 101,
and for sea service (No. 77), the vocational rehabilitation of. ine disabled
(No. 99), and the vocational training of fishermen (No .$26).

More than 250 ILO experts are at present '{ng technical assistance
in some 50 countries to help governmenr"‘ workers and employers in
their efforts to raise the skill levels i the population and, through
training, contribute to national ecs.iomic development.
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Using this documentat-'sn and experience, the ILO provides a training
information service tnrough the CIRF research reports and periodical
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