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To our readers

February 1973

This is the first despatch of the twelfth volume of CIRF Abstracts.
As in previous years, it consists of a binder, an introductory chapter,
30 abstracts filed according to the CIRF classification code and a
list of the periodical publications from which the abstracted items
have been drawn.

Unless advised to the contrary, all current subscriptions to CIRF
Abstracts will be considered as renewable. An invoice for the 1973
subscription has been sent to you under separate cover. (Please
note in this connection that publication of "Training for Progress",
which was suspended in 1972 as an economy measure, has not been
resumed.)

Attention is invited in particular to the following abstracts dealing
with, in a national or an international context, the relationships
between education, training, employment and economic development:

International 2/B 49623, 2/B 50209, 2/B 50764
Arab countries 1/B 49831
Australia 4/B 50896
Kenya 2/B 49072, 2/B 49288, 2/B 50756
Switzerland 2/B 50415
United States of 3/B 50613

America

The Editor
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Purpose and scope

The aim of the CIRF Abstracts is to convey information about vocational
training ideas, programmes, experience and experiments described in
periodicals, books and other publications and relating to operative personnel,
supervisors and technical and training staff in all sectors of economic activity.
Information is also given on major trends in other fields of human resources
development and utilisation (manpower planning and organisation, general
and technical education, management development) in so far as they are
related to and have implications for vocational training.

Selection of published items

The abstracts constitute a selection among many thousands of articles, books,
laws, decrees and other printed material on, or connected with, vocational
training which are published each year throughout the world. No individual
despatch can be universal in its coverage, but the abstracts making up a
complete volume should, together, convey an over -all picture of develop-
ments taking place in all parts of the world in the above fields.

As a rule only material published within the previous six months is selected
for abstracting. Exceptions to this six-month rule arc made in the ease of
books and similar material which often require a longer period of time for
acquisition and analysis.

In the selection of items relating to national institutions and systems of
training, descriptions by "foreign observers" are normally excluded,
except when truly 'international comparisons are reported upon or when the
foreign examples are used as an illustration of what the author wishes to
see achieved within the vocational training framework of his own country.

Information on non-published items

The ILO Central Library and Documentation Branch (CLD) receives annually
several thousand periodicals and other documents from all over the world.
The articles and ether texts which are selected by CIRF Publications for
abstracting represent only a small fraction of the year's intake.

Articles and other short texts which have been indexed by CLD are micro-
filmed; larger documents are kept in the CLD. Each indexed item is
coded and put into the CLD computer system. From this pool of docu-
mentation, CIRF Publications, in collaboration with CLD and subject to
certain internal rules and conditions, will prepare bibliographies and/or
supply photocopies of the documents on request.1

1Cf. THOMPSON, G.K., SCHIEBER, W.D., BARRETT, D.D.,
THOMAS, G.W.: ISIS A short guide for librarians and documentalists,
Geneve, ILO Central Library and Documentation Branch, Nov. 1970,
doc. LD/NOTES/50, 16 p. (mimeo.).
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Contents

Each abstract normally relates to a single text. It comprises an analysis
of the subject and of the contents of the document. In formulating the
abstract, different analytical techniques are used as appropriate to the
character and subject matter of the document. A description of the tech-
niques employed was included in Volume 5. Copies may be had on request.

Subject and contents analyses

The subject analysis descril.es in concise, telegraphic form the nature of
the document and the central "analytical area" it covers. The technique
employed in the preparation of the subject analysis has been adapted from
the methods developed in electronic data processing and retrieval systems.

The contents analysis is intended to convey the essential ideas, facts,
opinions, conclusions and reservations contained in the original text.
Details of an incidental nature and digressions from the main subject are
not reported. Abstracts of publications treating several subjects are res-
tricted to those parts of the text lub.ich deal directly with the aspects listed
under "Purpose and scope" on p. I. When the scope of an abstract has
been restricted to only part of th4 Original text, an editor's note to this
effect is given in the subject analysis or at the beginning or end of the
contents analysis.

The contents analysis should therefore render a faithful account of the
author's ideas and his selection and substantiation of fact, of the provisions
of a law or statute or, in the case of textbooks and other teaching aids, a
description of the contents and methods used. Obvious errors in the
original text are corrected in the abstract if they relate to indisputable
facts.

Statements of a political nature are not reported.

Responsibility for opinions expressed

CIRF Publications does not assume responsibility for opinions expressed
in the texts. Should an abstract give rise to a misunderstanding of the
facts contained in an article, book or other item reported on, steps will be
taken as soon as possible to bring the error to the attention of the readers.

Terminology

Every effort is made to use standard terminology and in some cases CIRF
terminology may differ from that used by the author. When it is cunsidered
necessary in %order to obtain unequivocal understanding of the subject
matter, specific terms are given first in translation and subsequently, in
brackets immediately following the translation, in the language of the
original document.
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The principal terms used are to be found in a glossary on pages 6-15.

Classification system

The classification system consists of six items. Internationally recognised
classification lists have been employed whenever practicable.

The reference number at the extreme left of an abstract is the consecutive
order number used by CIRF and by the ILO Central Library and Documentation
Branch for identifying individual documents. As the number of documents
selected for indexing considerably exceeds the number of abstracts pub-
lished, the reference numbers of the published abstracts are not consecutive.
In the course of publication of Volume 4 of CIRF Abstracts, the CLD refer-
ence number system was changed, and a new series of numbers was started,
prefaced by the letter B. Legislative texts are listed in a special series
preceded by the letter L. (Abstracts relating to such texts and to collective
agreements or assimilated documents are printed on yellow sheets.)

Characteristics descriptive of individual trainees are indicated in the second
square, according to a list to be found on page 22.

The sectors of economic activity are classified in accordance with the
; International Standard Industrial Classification of All Economic Activities

(°.1'

(New York, United Nations, 1968, Series M, No. 4, Rev. 2). A list of
the two -digit groups generally employed in the abstracts is found on page 16.
Exceptionally, when the two-digit group is too broad a classification for
practical purposes, a three-digit reference may be used.

o ISCO refers to the International Standard Classification of Occupations
(Geneve, International Labour Office, 1968). A list of the two digit
groups is given on page 19. In the abstracts, the three-digit unit groups
are those usually employed. Exceptionally, when the three-digit group
is too broad a classification for practical purposes, a five-digit group may
be used

a_
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The CIRF classification refers to the headings listed on the cover page.
It represents an adaptation of the major items in the Universal Decimal
Classification (UDC). The UDC system, as it now exists, is considered
inadequate for the classification of documents relating to vocational
training and education.

The country classification includes the name of the country in English
and the code figure given in the UDC system. If an abstract covers
countries forming a natural or political group the classification refers
to the group and is given without a UDC code figure (e.g. Developing
countries, Er.ropean Economic Community, etc.)

For a list of the UDC country classification codes see pages 17-18.
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The designations employed conform to ILO practice. Neither their use
nor the acceptance for publication of nu,terial on a given country or terri-
tory implies the expression of any opinion whatsoever on the part of the
International Labour Office concerning either the legal status of that country
or territory or of its authorities, or the delimitation of its frontiers.

Cross references to other abstracts

In making cross references to other abstracts, the CIRF classification, the
reference number and the volume, together with the country (if different
from the country of the abstract in question), are indicated, e.g. "cf.
abstract No. 3/13 21144, Vol. 7, Kenya".

Translation standards

Whenever practicable, CIRF terminology conforms to terminology already
adopted by other international bodies.

Transliteration of non-Latin texts

Transliteration of cyrillic characters (13ulgarian, Russian, Serbo-Croat,
Ukrainian) into Latin characters is done in accordance with the Inter-
national System for the Transliteration of Slavic Cyrillic Characters estab-
lished by the Technical Committee ISO/TC 46 and adopted by the Council
of the International Organisation for Standardisation (ISO) in September 1968
(cf. ISO Recommendation R 9: International system for the transliteration
of Slavic cyrillic characters, Geneve, BO, 1969: ISO/R 9 1968 (E), 8 p.).
Transliteration of Greek characters is done according to the rules of the
American Library Association.

Information on the methods tc be employed in the transliteration of Arabic,
Chinese, Japanese and other characters will he given as and when the need
arises.

Geographical and other proper names

Geographical names are as a rule given in the language of the country con-
cerned. If they differ considerably from the name commonly used in
English, the English version is indicated in brackets when the name first
occurs in the contents analysis.

The names of institutions and organisations, when first used in the contents
analysis, are given in English translation and immediately fIllowed by the
title in the original language (together with the recognised abbreviation or
initials). Thereafter, the recognised abbreviation, group of initials or a
suitable short form is used throughout the text.
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Conversion of currencies and measures

All measures are converted according to the metric system. In the
English edition of CIRF Abstracts amounts in national currency are given
(in round figures) in US dollars.

Further information on reported items

Readers wino wish to procure the original text of reported items are
advised to address their requests to a bookseller in their own country,
or ,o the publisher indicated in the bibliographical reference or (when
the item is an article published in a periodical) in the "List of periodical
publications abstracted" which is included in each despatch.

Only in exceptional cases for instance, when a reader cannot otherwise
obtain a particular publication will CIRF Publications undertake to act
as intermediary.

Suggestions and comments

CIRF Publications will be grateful for any suggestions the readers of
CIRF Abstracts may wish to make for improving the abstracts service.
In particular, any help they may be able to give in the constant search
for material on vocational training and related subjects by drawing
attention to new items, books, periodicals, etc. will be greatly
appreciated.

All correspondence should be addressed to:

CHIT Publications,

International Labour Office,

CH 1211 Geneve 22 (Switzerland).
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The purpose, contents and methods of vocational training in the various
countries even within countries differ to such an extent that it is diffi-
cult to establish a list of terms which are generally acceptable. The
following glossary has been prepared to ensure a reasonable degree of
uniformity in the terms used by CIRF Publications and to indicate the sense
in which the more important and recurring terms are used inthe abstracts.
While the glossary is a practical measure of standardisation, designed to
serve a specific purpose, it may help also towards the establishment of an
international terminology.

1 Terms relating to employment

Employment Remunerative work, either for an
employer or in self-employment.

Sheltered employment employment provided under special con-
ditions (e.g. in a special workshop or at home) for handicapped
persons who, because of the nature and severity of their disability,
are either totally unable to carry out a job under ordinary com-
petitive working conditions or able to do so only for a very short
period at a time.

Occupation Any distinct type of manual or non-
manual work which can provide a

means of livelihood. Occupational titles are given in the terminology used
in ISCO (see pages 19-21).

Trade, craft any industrial, craft or artisan occupation which
is officially or traditionally recognised as requiring special quali-
fications which can be acquired only by several years of experience
and of practical and theoretical instruction.

Worker This term is used in two senses.
1. It applies to any person who is

employed in manual or non-manual work. It thus includes persons working
at all levels and in all sectors of economic activity, such as salaried
employees. 2. The term may also be used in a more restrictive sense to
mean a person who does not exercise supervisory functions in his employ-
ment (see below under Levels of worker qualification).

erative an industrial worker (in the sense given in definition
(2) above) whose principal functions involve the nianipulation of
tools and machines or the assembly of parts. The term is used
mostly for directly productive staff but sometimes includes inspec-
tion and maintenance staff in production departments.
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Levels of worker qualification (definition 2)

The following distinctions may be made as regards levels of worker
qualification:

unskilled worker a person who requires only a minimum
(usually a few hours or a few days) of instruction on the job
in order to perform his duties;

specialised (or semi-skilled) corker a person who has been
trained to perform a limited number of skilled functions or
operations but who has not the all-round technical skills and
knowledge required for a recognised trade or other occupation:

skilled worker a person who has acquired the full qualii,o-
cations required for performance of a recognised trade or
other occupation. In some countries and in some occupations
the terms "journeyman" (usually in the artisan trades sector),
"craftsman" and "tradesman" are used synonymously.

Supervisor A person whose main tasks are
the control and supervision of

workers. His functions often include planning the work and giving
instruction on the job.

Technician A person whose work requires
knowledge and skill of a more

practical character than those required of the qualified scientist, engineer
or technologist on the one hand, and of a more theoretical character than
those required of the skilled worker or craftsmen on the other. His educa-
tion and training are likely to have taken him at least up to a level equivalent
to the end of secondary education, in a general or a technical stream; he
may have had post - secondary level training and hold a corresponding degree
or diploma.

His functions are likely to include one or more of those listed below.
These examrles are based on practice in industry but parallels may be
drawn in other sectors of economic activity.

Detailed doeign and development, or the manufacture, erection
or commissioning of equipment and structures; drav,ing, inspect-
ing and testing equipment; use of complex measuring instruments;
trouble-shooting and process control; customer service; work
study; costing and estimating; assistance to qualified scientists
(collection and evaluation of experimental observations, pre-
paration of biological cultures or similar preparations in other
fields, testing of product samples, chemical analysis, etc.).

"Junior" and "higher" technician levels may be distinguished, though a
.-harp line can rarely be drawn between them.
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Training staff (see below under Terms relating to training
staff, p. 14)

2. General terms in education and training

Education Activities which aim at pro-
viding knowledge and devel-

oping a sense of values and an understanding of principles applicable in all
walks of life, rather than at imparting knowledge and skills relating to only
a limited field of occupational activity. The purpose of education is under-
stood as being to provide young persons and adults with the linguistic,
numerical and other skills which are basic to communication and learning
and to everyday life and to give them an understanding of the laws of science
and nature and a knowledge of the society in which they live and the tradi-
tions and ideas which influence it. The term is sometimes used in a more
restricted sense as covering only such of these activities *ch take place
within the school system.

Vocational training Activities which essentially
aim at providing the skills,

knowledge and attitudes required for employment in a particular occupation,
group of related occupations or a function in any field of economic activity,
including agriculture, industry, commerce, the hotel, catering and tourist
industries, public and private services, etc.

Vocational education Vocational training, as
defined above, which is

given entirely in a school or other educational institution, whether within
the statutory school system or outside it.

Prevocational training First introduction to work
(or vocational preparation) of a vocational character

covering a range of occupa-
tional activities. Its purpose is to prepare young people for choosing an
occupation or a line of training; to acquaint them with different materials,
tools, machines, procedures and elementary theoretical knowledge relevant
to a group of occupations, with working methods and with the standards ex-
pected at work; to give them basic knowledge about the contribution which
they may be able to make to the economic and social development of their
country. It may be given in schools of general education or in centres
operating outside the educational system.

Rehabilitation training Special initial training or
retraining given to handi-

capped persons to prepare them for employment or, in the case of persons
who have become handicapped after they have already been in the labour
force, to reintegrate them into active working life.

Sheltered employment see Terms relating to employment, p. 6.
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Primary education
Secondary education
Higher education

page 9

Essentially, education is divided
into three parts: primary (ele-
mentary). secondary and higher
(including university) education.

The dividing line between primary (elementary) and secondary education
is based largely on the age level at which education ceases to be a common
programme for all child: en. In some countries, however, the common
programme is carried on into the early stages of secondary education.

The main difference between national educational systems is whether
children move from a common programme into different educational
streams (standard options in the choice of related subjects, e.g. science,
classical, technical and other streams) at an early age, i.e. at age 10-11
after 4-6 years of schooling, or much later, i.e. at age 14-16.

In the latter cases the term common basic school is used in the abstracts
for the span of 8-10 years of common educational programme.

The term secondary education as used in the abstracts is generally inter-
preted to mean the period of education between the commencement of edu-
cational streaming and entry into university or another institution of higher
education or leaving school. Depending on the age at which the streaming
takes place, it covers a period of 4-6 years (approximately ages 12 to 18).

The term can also include courses which, although takcn after the normal
secondary school leaving examination, are preparatory for competitive
higher education entrance examinations, or designed to increase the
range of subjects taken at secondary school level.

In countries where early streaming is the rule, the first 3-4 years of
secondary education are often called junior secondary education. This
period gives access to various streams of senior secondary education.
It is accordingly distinct from both the terminal classeq of primary
education and the continued primary education which exist in some
countries to enable children not going on to junior secondary education
to complete their compulsory schooling.

The term higher education is used in the abstracts for the education at
post-secondary level given in all educational institutions which are open
to students who have successfully completed secondary school or reached
an equivalent level, e.g. universities, ! istitutes of technology and higher
commercial colleges and other institutions which confer degrees or
diplomas of a level Eubstanidally equivalent to university degrees.

Compulsory schooling The legal minimum standards
of attendance at school, where

such standards exist.
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Technical education Secondary education and higher edu-
cation which are substantially theore-

tical and lead to qualification for work in industry as technician or engineer,
or to qualification at corresponding levels in agriculture, forestry or com-
merce, etc.

Certificate The word certificate may be used
Diploma in the abstracts in two ways: it
Degree may denote (1) a paper given as

proof of completion of an examina-
tion-free course, stream of educa-

tion or training programme, or (2) a paper given as proof of having passed
an examination in education and/or training below university level. A
diploma is usually given for studies at senior secondary level or at post-
secondary level; it may be given by university -level institutions. The term
degree is reserved for the academic title or rank conferred by a university
or other establishment of equivalent status.

Exceptions are made with respect to texts relating to the United Kingdom and
to other English-speaking countries. In these cases the abstract uses the
terms officially accepted in these countries.

Examination The term examination is used inthe
abstracts exclusively to denote a recog-
nised intermediate or final examination.

3. Terms relating specifically to vocational training

(a) Terms relating to organisational aspects of training

Initial training First complete course of training
for an occupation. It is often

divided into two parts: basic training followed by specialisation.

Basic training training aiming at imparting the fundamentals
of an occupation or a group of related occupations with a view to
qualifying for immediate employment or providing the basis for
specialisation. Basic training may not always be recognised as a
distinct phase of vocational tnining.

Specialisation training given to consolidate, deepen and broaden
the skills and knowledge acquired during basic training, in order to
bring the trainee's competence up to the level required in a specific
occupation.

Further training Training subsequent to initial training
a global term which may cover any or

all of the forms of training defined below.
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Upgrading
Supplementary training training for supplementary skills and
knowledge in order to increase the versatility and occupational
mobility of a worker or to improve his standard of performance.
It may, but will not necessarily, lead to promotion.
Updating training to bring the skills and knowledge of a worker
up to date with respect to new developments new materials,
tools, processes, etc. in his occupation.
Refresher training training to refresh skills and knowledge which
may have been partly forgotten as a result of lengthy interruptions
in occupational life (e.g. because of unemployment, military service
or, in the case of women, voluntary relinquishment of employment
for or during marriage).
Specialist training training to deepen specialised knowledge of a
particular task, function or aspect of a worker's occupation.
Retraining training for the acquisition of the skills and knowledge
required in an occupation other than the one for which the person: was
originally trah.ed. This training is often given in the form of
accelerated tram (sometimes called "analytical training") which
is characterised by special selection of the trainees and by a building
up of the programme on the skills and knowledge the workers
already possess.

Training within an undertaking Any vocational training that is
provided on the premises of an

undertaking, whether given on the job or in a training workshop, training
office, training bay, etc. In the case of industries, the term in-plant
training is often used.

Training workshop area within an undertaking reserved for
Training bay providing practical training and specially
staffed and equipped for this purpose. Corresponding terms,
such as training office, training plot, training kitchen are used
with respect to the sectors of economic activity concerned.
On-the-job training training arranged at an ordinary workplace
and using actual jobs of commercial value for instruction and
practice purposes.

Apprenticeship A period of long-term training sub-
stantially carried out within an under-

taking and regulated by a verbal or written contract which imposes mutual
obligations on two parties: the trainee and, normally, an employer whr) has
assumed responsibility for giving the trainee initial training for a trade or
other occupation.
An apprenticeship may vary in character from, on the one hand, an officially
regulated system (with detailed standards laid down regarding the skills to be
taught, the duration of the training and its organisation, and the tests and
examinations to be taken) to, on the other hand, something much more
loosely regulated, depending purely or largely on customary practices in
the occupation for which the training is being given.
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Vocational school
Training centre
Technical school
Technical secondary school
Technical college

Vocational and technical schools and
technical colleges often cater for
several levels of training. Wherever
possible the term used in the abstracts
indicates the primary or predominant
training objectives of the institution

concerned, in accorannce with the definitions which follow.

Vocational school an institution which provides courses, mainly
Training centre up to and including skilled worker level, of
combined practical training and related theoretical instruction
(see p. 13 or of related instruction orly. Such courses may be
given full-time or part-time (see p. 13).

Technical school -
Technical secondary school
Technical college
work as a technician.

an institution which provides a pre-
dominantly theoretical training,
normally of a level required for

Sandwich training A form of training consisting of alter-
nating periods of training in a school

and within an undertaking. It may be school-based or undertaking-based.
The periods, which are often but not necessarily of equal length, may vary
in duration from several weeks to several months or longer.

arm jpaItiniAs A scheme in which several under-
takings associate for the purpose of

carrying out jointly a number of training functions which individually they
would be unable or less well equipped to undertake (e.g. providing basic
training or related instruction; ensuring that trainees such as apprentices
acquire the necessary experience by means of rotation among the under-
takings; employing a full-time instructor or training officer to supervise,
organise and plan training).

Mobile training Training by groups of teachers and/or
instructors, or by a single teacher or

instructor, who are specifically equipped to "take training to the trainees".
The equipment may consist of a van, railway carriage or vessel used as a
motile training centre or of simple mobile equipment which can be installed
temporarily in training centres or schools or in undertakings in the area in
which training is to be given.

A mobile training unit may consist also of a group of teachers and/or instruc-
tors who spend periods of varying duration in specially selected factories or
other types of undertaking (e.g farms, hotels, catering establishments,
offices) for the purpose of giving upgrading or other training courses to
staff at various levels.
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Full-time training Training which takes place during
normal working hours and for five

(or six) days a week.

Part-time trainin Training which occupies only part
of the work week or work year,

or is run entirely outside normal working hours (e.g. evening classes and
.:orrespondence courses).

Attendance at part-time courses may be arranged through a system of
release from work for a number of hours each week (day release) or for
a number of weeks each year (block release) .

(b) Terms relating to pedakogical/instructional aspects of training

Occu ational description Term used to denote a recognised
list of the functions and tasks .-akitg

up a particular occupation and used as a basis for the organisation of training.

llabus Terms (often used synonymously)
Curriculum denoting an outline of the practical

training and related instruction
required for the acquisition of a specific level of skill and knowledge in a
particular occupation. It may indicate the time to be devoted to each part
of the training and the order in which the items are to be learnt.

Practical trainin Instruction and practice in the
Worksho ractice functions and tasks of an occupation

including, where appropriate,
instruction and practice in the use of machines, tools and equipment and
in occupational procedures and routines. In the case of practical training
for industry, crafts or artisan trades the term "workshop practice" is
often used synonymously.

Instruction sheet a list of the items or elements to be taught
in an operation which forms part of practical training.

Related instruction The teaching of science, techno-
logy, mathematics and other

theoretical subjects which will help accelerate the assimilation of vocational
skill and adaptation to the work environment. Related instruction often
include additional general education as well.

Lesson plan a detailed breakdown of the items to be dealt
with in related instruction for a particular subject.

Practice seriod A period which students of tech-
nical subjects, and other trainees

are required to spend in workplaces, in field work or elsewhere in order,
y direct participation in the work, to learn about conditions of work in
he occupation, or to see and experience for themselves how specific

operations are carried out, etc.
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Trade examination

the skills acquired by trainees,
or final.

An examination either of the know-
ledge or of both the knowledge and

Trade examinations may be intermediate

Skill test Test to check possession of the skill
and knowledge required for practising

a particular occupation or filling a particular job.

Tele-education Instruction given by a school, centre
or other institution by such means as

radio, television or correspondence courses to students or trainees at some
distance from the institution. The courses may be taken individually or
through group study followed by guided discussion. Tele-education may be
combined with other forms of instruction such as regular guided sessions of
theoretical and/or practical instruction. It may or may not prepare students
fog officially recognised qualifications.

Programmed instruction A learning situation in which a student
works alone at his own pace on the

basis of previously constructed lessons (on tape, film or in print) which
lead him step by step through a specified set of responses arranged in such
a way as to ensure the best learning result. The following terms used in
texts dealing with different aspects of programmed instruction are valid
irrespective of the form in which the programme is presented book,
teaching machine, taped instruction, etc .

Branching programme a programme which offers alternative
lines of instruction depending on the student's or trainee's initial
response.

Linear programme a programme which offers only one line of
instruction, irrespective of the student's or trainee's response to
the initial question.

Extrinsic programming Terms referring to the different systems
Intrinsic programming of organising the material to be learnt.
Extrinsic programming leads to a linear programme; intrinsic
programming leads to a branching programme.

Frame A single item or statement presented individually in the
programme.

(c) Terms relating to training staff

Training officer, trainin director Person employed by an undertaking
(or a group of undertakings) with the

main functions of supervising, organising and/or planning training carried
out within the undertaking(s) as well as arrangements made for training
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given outside for the st t of the undertaking(s). Depending on the size
of the undertaking or group of undertakings and the volume of training
activity, the training officer or training director may be concerned with
training for all levels of staff or for one or two levels only. He may give
some or all of the courses himself and may supervise the work of specialised
instructors and other training staff, as well as train them.

Technical teacher
Vocational teacher
Instructor

It is frequently difficult to distinguish
between these categories as there is
often an cverlap between their functions.
The terms are used in the abstracts,

wherever possible, in the sense that teachers are primarily, but not
necessarily exclusively, responsible for theoretical instruction and instruc-
tors primarily, but not necessarily exclusively, responsible for practical
training.

Technical teacher-- a person responsible for giving related
Vocational teacher instruction or combined related instruction
and, especially in the case of the vocational teacher, some
practical training.

Instructor a person responsible for giving practical training
and, in many cases, the theory required for the particular skill
being taught.

Itinerant consultant A person whose functions include
the provision of both further training

and advice on the improvement of work methods. An example is a personnel
consultant or ar extension worker who visits the workplaces in an area and
combines advice on methods improvement with assistance in the training of
the workforce concerned.

4. Terms relating to vocational orientation and guidance

General vocational orientation Orientation provided mostly for young
people approaching school-leaving age,

in order to give them a general understanding of the employment market
and its job and career opportunities.

Practical vocational orientation Short periods of practice and/or
observation arranged in several work-

places and for several occupations. The object is to give persons who have
not had work experience an idea of the nature and conditions of work in the
occupation(s) in question so as to ensure that they will have a realistic
approach to occupational choice.

Vocational guidance The process of assessing a person's
physical and mental abilities and apti-

tudes and his personal preferences and confronting them with the require-
ments of a range of occupations with a view to determining the line of educa-
tion, training or employment for which he might be particularly suited.
The term "counselling" is often used when speaking of vocational guidance

1973 for adults.
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International standard industrial classification of all
economic activities List of divisions and major groups

1. Agriculture, hunting,
forestry and fishing

11 Agriculture and hunting
12 Forestry and logging
13 Fishing

2. Mining and quarrying

21 Coal mining
22 Crude petroleum and

natural gas production
23 Metal ore mining
29 Other mining

3. Manufacturing

31 Food, beverages and
tobacco

32 Textile, wearing apparel
and leather industries

33 Wood and wood products,
including furniture

34 Paper and paper products,
printing and publishing

35 Chemicals and chemical,
petroleum, coal, rubber
and plastic products

36 Non-metallic mineral pro-
ducts, except products of
petroleum and coal

37 Basic metal industries
38 Fabricated metal products,

machinery and equipment
39 Other manufacturing industries

4. Electricity, gas and water

41 Electricity, gas and steam
42 Water works and supply

5. Construction

6. Wholesale and retail trade
and restaurants and hotels

61 Wholesale trade
62 Retail trade
63 Restaurants and hotels

7. Transport, storage and
communication

71 Transport and storage
72 Communication

8. Financing, insurance, real
estate and business services

81 Financial institutions
82 Insurance
83 Real estate and business

services

9. Community. social and
personal services

91 Public administration and
defence

92 Sanitary and similar services
93 Social and related community

services
931 Education services

94 Recreational and cultural
services

95 Personal and household
services

96 International and other extra-
territorial bodies

0. Activities not adequately
defined

Source: International standard industrial classification of all economic
activities. New York, United Nations, 1968, Series M, No. 4, ,

Rev, 2
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Afghanistan 581 Guatemala 728 . 1

Albania 496 . 5 Guinea 665 . 8

Algeria 65 Haiti 729.4
Arab Rep. of Egypt . 620 . 1 Honduras 728.3
Argentina 82 Hungary 439
Australia 94 Iceland 491

Austria 436 India 54

Bangladesh 549 . 31 Indonesia 915

Belgium 493 Iran 55

Bermuda 729. 9 Iraq 567

Bolivia 84 Ireland (Rep. of) 417
Botswana 687 . 85 Israel 569.41
Brazil 81 Italy 45

Bulgaria 497 . 2 Ivory Coast 666.8
Burma 591 Jamaica 729.2
Burundi 675 . 570. 2 Japan 52

Byelorussia SSA 476 Jordan 569.5
Cameroon 671 . 1 Kenya 676

Canada 71 Khmer Rep. 596.1
Central African Rep. 674 Korea (Dem. People's
Chad 674 . 3 Rep . of) 519.2
Chile 83 Korea (Rep. of) 519.1
China (People 's Rep. of) 51 Kuwait 531.1
Columbia 86 Laos 598.2
Congo (Republic of Lebanon 569.34
(also known as: Lesotho 686.1
Congo (Brazzaville) 672 . 4 Liberia 666

Costa Rica 728. 6 Libyan Arab Rep. 619

Cuba 729 . 1 Luxembourg 435 . 9

Cyprus 564 . 3 Malagasy Rep. 691

Czechoslovakia 437 Malawi 689. 8

Dahomey 668. 5 Malaysia 595. 01

Denmark 48 Mali 662.01
Dominican Rep. 729 . 3 Malta 458.2
Ecuador 866 Mauritania 661 . 2

El Salvador 728 . 4 Mauritius 698.2
Ethiopia 63 Mexico 72

Fiji 961. 1 Mongolian People's Rep. 517. 3

Finland 471 Morocco 64

France 44 Nepal 542 . 5

Gabon 672 . 1 Netherlands 492

Gambia 665. 1 New Caledonia 932

German Dem. Rep. . . . 430 3 New Zealand 931

Germany (Fed. Rep. of) 430 . 2 Nicaragua 728.5
Ghana 667 Niger 662 . 6

Gilbert and Ellis Islands 968 Nigeria 669

Greece 495 Norway 481
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Pakistan
Panama
Papua New Guinea
Paraguay
Peru
Philippines
Poland
Portugal
Puerto Rica
Qatar
Rumania
Rwanda
Saudi Arabia
Senegal
Sierra Leone
Singapore
Somali (Rep. of)
South Africa
Spain
Sri Lanka
Sudan (Rep. of)
Swaziland
Sweden
Switzerland
Syrian Arab Rep.
Tanzania (United Rep. of)
Thailand

549
862
95
892
85
914
438
469
729.5
535 .1
498
675 . 570.
531
663
664
595 . 13
677. 01
68
46
548.7
624
683 . 4
485
494
569.1
678 . 2
593

1

Togo (Rep of) 668.13
Trinidad and Tobago . . 729.87
Tunisia 611

Turkey 496
Uganda 676.1
Ukrainian SSR 477
Union of Soviet

Socialist Republics. 47
United Arab Emirates. 536.6
United Kingdom of Great

Britain and Northern
Ireland 42

United States of
America 73

Upper Volta 662.5
Uruguay 899
Venezuela 87

Viet-Nam (Dem.
Rep. of) 599.2

Viet-Nam (Rep. of) 599.1
Virgin Islands 729.7
Yemen Arab Republic . 533.2
Yemen (People's Dem.

Rep.) 533.1
Yugoslavia 497.1
Zaire 675

Zambia 689.41
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Major group 0/1:

1973

Professional, technical and related
workers

0-1 Physical scientists and related technicians
0-2/0-3 Architects, engineers and related technicians
0-4 Aircraft and ships' officers
0-5 Life scientists and related technicians
0-6/0-7 Medical, dental, veterinary and related workers
0-8 Statisticians, mathematicians, systems analysts

any related technicians
0-9 Economists
1-1 Accountants
1-2 Jurists
1-3 Teachers
1-4 Workers in religion
1-5 Authors, journalists and related writers
1-6 Sculptors, painters, photographers and related

creative artists
1-7 Composers and performing artists

1-8 Athletes, sportsmen and related workers
1-9 Professional, technical and related workers NEC*

Major group 2: Administrative and managerial
workers

2-0 Legislative officials and government administrators
2-1 Managers

Major group 3: Clerical and related workers

3-0 Clerical supervisors
3-1 Government executive officials
3-2 Stenographers, typists and card- and tape-punching

machine operators
3-3 Book-keepers, cashiers and related workers
3-4 Computing machine operators
3-5 Transport and communications supervisors
3-6 Transport conductors
3-7 Mail distribution clerks
3-8 Telephone and telegraph operators
3-9 Clerical and related workers NEC

Major group 4: Sales workers

4-0 Managers (wholesale and retail trade)
4-1 Working proprietors (wholesale and retail trade)
4-2 Sales supervisors and buyers

NEC =Inot elsewhere classified
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4-3 Technical salesmen,, commercial travellers and
manufacturers' agents

4-4 Insurance, real estate, securities and business ser-
vices salesmen and auctioneers

4-5 Salesmen, shop assistants and related workers
4-9 Sales workers NEC

Major group 5: Service workers

5-0 Managers (c.-3ring and lodging services)
5-1 Working proprietors (catering and lodging services)
5-2 Housekeeping and related service supervisors

Cooks, waiters, bartenders, and related workers
5-4 Maids and related housekeeping service workers NEC
5-5 Building caretakers, char-workers, cleaners and

related workers
5-6 Launderers, dry-cleaners and pressers
5-7 Hairdressers, barbers, beauticians and related

workers
5-8 Protective service workers
5-9 Service workers NEC

Agricultural animal husbandry and
forestry workers, fishermen and

Major group 6:

hunters

6-0 Farm managers and supervisors
6-1 Farmers
6-2 Agricultural and animal husbandry workers
6-3 Forestry workers
6-4 Fishermen, hunters and related workers

Major group 7/8/9: Production and related workers,
transport equipment operators and
labourers

7-0 Production supervisors and general foremen
7-1 Miners, quarrymen, well drillers and related

workers
7-2 Metal processers
7-3 Wood preparation workers and paper makers
7-4 Chemical processers and related workers
7-5 Spinners, weavers, knitters, dyers and related

workers
7-6 Tanners, feIlmongers and pelt dressers
7-7 Food and beverage processers
7-8 Tobacco preparers and tobacco product makers
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7-9 Tailors, dressmakers, sewers, upholeerers and
related workers

8-0 Shoemakers and leather goods makers
8-1 Cabinetmakers and related woodworkers
8-2 Stone cutters and carvers
8-3 Blacksmiths, toolmakers and machine tool

operators
8-4 Machinery fitters, machine assemblers and

precision instrument makers (except electrical)
8-5 Electrical fitters and related electrical and

electronics workers
8-6 Broadcasting station and sound-equipment operators

and cinema projectionists
8-7 Plumbers, welders, sheet-metal and structural

metal preparers and erectors
8-8 Jewellery and precious metal workers
8-9 Glass formers, potters and related workers
9-0 Rubber and plastics product makers
9-1 Paper and paperboard products makers
9-2 Printers and related workers
9-3 Painters
9-4 Production and related workers NEC
9-5 Bricklayers, carpenters and other construction

workers
9-6 Stationary engine and related equipment operators
9-7 Material handling and related equipment operators,

dockers and freight handlers
9-8 Transport equipment operators
9-9 Labourers NEC

Major group X: Workers not classifiable by
occupation

X-1 New workers seeking employment
X-2 Workers reporting occupations unidentifiable or

inadequately described
X-3 Workers not reporting any occupation

Armed forces: Members of the armed forces
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Young

Adult

Older

Man

Woman

Migrant

Handicapped
(an individual whose prospects of securing n .J retaining
suitable employment aro substantially reduced as a
result of physical or mental impairment or social
diaability)
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Fiji National Training Council Act, 1973
Suva, Government Press, Act No. 10 of 1973, 14 p.

Translation

Subject analysis Act to establish the Fiji National Training Council: composition and
functions; financing; institution of a training levy; apprenticeship;
inspection; appeals tribunal.

Contents analysis

12

Aug. 73

The Fiji National Training Council has been set up to promote vocational
training activities. The Council shall consist of: a chairman, who shall
be the Minister responsible for labour matters; 3 vice-chairmen (2
representing employers and workers respectively and one who shall be
the Permanent Secretary responsible for labour, questions); not more
than 12 members with equal representation from the employers and
workers; not more than 4 members who, in the opinion of the Minister
can contribute to the work of the Council; not more than 4 members,
representing such ministries as the Minister shall consider appropriate.
Members shall be appointed by the Minister and hold office for a period
not exceeding 3 years. The Council may establish committees of
experts to at in an advisory capacity.

The Council shall be empowered to provide or secure the provision of
appropriate training courses, including apprenticeships, for preparing
persons for employment. The Council may also arrange for the em-
ployment of persons who are under training or who have satisfactorily
completed their training.

In addition the Council shall: give advice on and disseminate information
about training; provide a consultative service to employers and other
persons; provide financial assistance both to persons undergoing
approved training courses and to persons providing the courses or other
approved facilities; assist persons in finding appropriate training
facilities; make recommendations on any matter relating to training;
award certificates upon the satisfactory completion of training; make
provision for the registration of such training courses or facilities as
it shall direct and for the approval of such courses or facilities.

The Council shall appoint, subject to the approval of the Minister, a
Director of the Council. The Director shall he responsible to the
Council which may delegate to him any of its functions as it may deem
desirato,e.

(cont'd)
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The Council may require an employer to provide such returns and other
information as it may consider necessary for the purposes of this Act. An
employer failing to provide the required information is liable to penal
sanctions. Authorised officers shall be appointed by the Council for seeing
that the terms of this Act are observed. An authorised officer shall have
access to all premises in order to verify that the training regulations laid
down by this Act are being complied with.

To raise money to meet expenses incurred in carrying out its functions, the
Council shall, from time to time and in accordance with an order issued by
the Minister on the recommendation of the Council, impose a levy on em-
ployers in industry. The Minister may, subject to certain provisions make
grants or loans out of public funds to the Council. The Council may also
borrow money with the approval of the Minister in consultation with the
Minister responsible for finance. The Council shall submit each year to
the Minister a report on its activities and a statement of accounts, duly
audited. Each report shall be submitted to Parliament.

The Minister may, after consultation with the Council, from time to time
make training Orders in relation to regulating the employment, training and
minimum remuneration of apprentices and other persons in any designated
trade or occupation, and may make regulations relating to prescribed forms,
fees or any other matters which are required to effectively carry out the ob-
jectives of this Act. He may also make differential regulations in respect of
apprentices, employers, employees and occupational categories.

There shall be an appeals tribunal to be called the National Training Appeals
Tribunal. It shall consist of a chairman and 2 other members representing
employers and employees respectively. The decision of the Appeals
Tribunal shall be final.

This Act repeals the Industrial Training Ordinance No. 39 of 1965 and shall
come into force on a date appointed by the Minister.
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This Act repeals the Technical Education and Vocational Training Act,
1970 [cf. abstract No. 1/L 116, Vol. 101, together with all statutory
instruments made or enforced thereunder and shall come into force on a
date appointed by the Minister [of State for Technical Education and
Vocational Training'. Under this Act, the Minister has sole responsibi-
lity to promote and provide technical education and vocational training.

Functions and powers of the Minister

The Commission for Technical Education and Vocational Training shall
be converted into a department of the Ministry responsible for Education.

The functions and powers of the Commission for Technical Education and
Vocational Training shall be transferred to the Minister who shall be
empowered, inter alia:

to establish and maintain the institutions necessary for the purposes of
providing technical education and vocational training, as well as hostels
for persons receiving education and training at such institutions;

- to enter into arrangements with employers for, and make available to
them facilities in relation to, the education and training at any institu-
tions of persons already in employment;

to establish standards for, and set, administer or approve examina-
tions for persons attending courses at, or otherwise receiving instruc-
tion from such institutions, and to issue relevant certificates and
diplomas;

to pay allowances or award grants to persons receiving .iistruction at
such an institution;

to designate for any occupation, skill, technology or trade for
training plz..poses and establish standards for them.

(cold 'd)
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National Council for Technical Education and Vocational Training

The Council replaces the Technical Education and Vocational Training
Advisory Board and has been given the functions held by the Advisory Board.
It shall be the duty of the Council to advise the Minister from time to time
upon all matters concerning technical education and vocational training.

Members shay be appointed by the Minister who shall also appoint a member
of the Council to be chairman.

The Council may appoint special committees for specific aspects of technica,
education and vocational training with the consent of the Minister. The
Minister may make regulations providing for the composition of the Council,
the period for which members may hold office, the holding of meetings and
procedures for such meetings, etc.

Other provisions

All private technical education and vocational training institutions must be
officially registered arid inspected regularly to ensure that their location,
premises, financing, syllabi and instruction conform to standards approved
by the Minister. Inspectors shall be appointed by the Minister for seeing
that the terms of this Act are observed. Every hostel established and
maintained for persons attending an educational institution shall also be
inspected at appropriate intervals. The inspectors shall, at any reasonable
time, have access to the institutions or hostel, 'nd the responsible staff of
such places shall give all pertinent information requested by the inspectors.
Institutions not complying with the required standards shall have their
registrations revoked. The Minister's decision shall be final.

No person shall be refused admission to any technical education or voca-
tional training institution on grounds of race, tribe, sex, place of origin,
colour or creed.

The Minister may by directions in writing, prohibit the use in any institu-
tion of any book or material for any reason which he may think fit.

The Minister may make regulations concerning the application of this Act
and in particular with relation to provisions regarding health, enrolment,
curriculum, fees, allowances and grants, registration, trade descriptions,
examinations.
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Act No. 20 of 1972 establishing an Industrial Training Fund to promote
and encourage the acquisition of skills in industry was assented to on 9
December 1972.

For the purposes this Act the term "skilled workmen" does not include
apprentices.

The total amount payable into the Fund by the way of contributions, in
respect of any prescribed trade category, for any current period of 6
months, shall be an amount equal to the sum of:

(a) the total expenditure by the Government during the immediately pre-
ceding period of 6 months on wages and administrative costs related
to training;

one-half of the 'otal expenditure by the Government during the
immediately preceding period of 6 months on educational costs and
allowances for prevocational training;

(c) the total expenditure by any employer or self-employed person
during the immediately preceding period of 6 months on wages paid
to apprentices.

The Fund shall be financed from funds voted from time to time by
Parliament, by the Government acting in the role of employer, by gifts,
and by a levy on employers and self-employed persons who shall con-
tribute on a 6-monthly basis into the Fund.

The amount of the levy payable into the Fund for any current period of
6 months, in respect of any prescribed trade category, by each employer
(or self-employed person) shall be calculated as follows:

for the previous 6-months period, the stn.' of (a), (b) and (c) divided
by the total number of man-months worked by all skilled workers in
the prescribed trade during the previous 6 months multiplied by the

(b)

(cont 'd)
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total man-months worked by all skilled workers employed by such an em-
ployer (or worked by such a self-employed person) in any such trade during
the preceding period of 6 months.

Employers or self-employed persons shall be entitled to repayment from the
Fund of any wages (calculated at the prescribed minimum rates of pay) paid
out under a contract of apprenticeship in a prescribed trade after the expiry
of the 6-month period in which the wages were paid.

The Act requires employers to keep records of all skilled workers (workmen
in prescribed trades currently in their employment ane'i proN.de such returns
and other information as the Minister may consider necesuary for the purposes
of the Act. Supervision of this provision shall be car.ried out by inspectors
who shall hate access to all premises or places of work in order to verify
that accurate returns are submitted. An employer failing to provide the
required information is liable to penal sanctions.

The Fund shall be administered in accordance with regulations issued by the
Minister, after consultation with the Minister of Finance. The Minister may
make regulations concerning the application of this Act and in particular with
relation to provisions regarding administrative procedures, trade descrip-
tions, minimum hourly rates of remuneration for skilled workers, penalties
for breach of the regulations.

The Act will come into force on the date appointed by the Minister.

[The full text of the Act is to be published in the ILO Legislative Series. Ed.
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The Supreme Soviet has coded all the legislation of the USSR and the
republics of the Union relating to the national education system to consti-
tute a basic law which will come into effect on 1 January 1974, date set
for revoking the basic law of 24 December 1958 concerning the reinforce-
ment of the links between school and active working life and the develop-
ment of education in the USSR.

Every citizen has the right to education. This right is ensured through
an 8-year period of compulsory schooling at a common basic school, by
making general secondary educatior. progressively more widespread and
accessible to all, through making all types of education free, and through
measures to ensure that the various peoples of the USSR can pursue their
education in their mother tongue. Foreigners and stlteless persons
living in the USSR have the same right to education. Continued education
and training is assured through a flexible and well co-ordinated system
comprising many different educational streams and study facilities.

There are three types of secondary education: general secondary; voca-
tional secondary, which provides both vocational training and a general
syllabus of secondary education level; specialised secondary.

The 8th year of general education (the final year of common basic school)
is to be a purely transitional class leading to the 9th and 10th years of
schooling (the 2 years constituting general secondary education). All
general education schools shall provide training for work based on a
polytechnical curriculum. General secondary schools shall organise
optional courses intended to foster the aptitudes and assist in the occupa-
tional guidance of the pupils. Those general education schools which
have appropriate facilities may organise production training leading to a
vocational certificate.

Full-time vocational schools shall constitute the main means of providing voca-
tional training for young people . Further training for adult workers (inc

(cont'd)
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their retraining) is to be organised through part-time vocational schools and
courses. The vocational schools shall co-operate closely with their
collaborating undertakings according to standards approved by the Council
of Ministers.

Over-all responsibility for the national education system rests with the
competent authorities and governmental bodies of the USSR and the republics
of the Union, and with the councils of workers' deputies and their executives.
The ministries and assimilated departments of the various republics must
apply a common policy for which the co-ordinating body shall be the educa-
tion directorate of the central government of the USSR.

Technical colleges and specialised secondary education establishments shall
come under the Ministry for Specialised Secondary and Higher Education.
Such establishments shall provide (1) full-time education and (2) part-time
courses for persons already employed in the sector concerned. Production
training organised for pupils at technical colleges shall lead to qualification
as a skilled worker. Persons who have completed their training in a voca-
tional school or a specialised secondary education establishment shall be
assured employment in the occupation they have learnt.

Workers undertaking part-time studies shall be granted additional holidays,
a reduction in theft hours of work and other privileges by their undertaking.

The initial training of teaching staff is provided in institutions of higher
education (universities, pedagogical institutes or specialised secondary
education establishments). Further training for teaching staff is provided
in institutions of higher education, institutes of advanced pedagogics,
research institutes or in undertakings using advanced technologies. School
principals and assimilated staff shall be expected to have had training of
university level and experience of teaching.

The educational system is financed from public funds as determined in the
national and State budget and economic plans.
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In the USSR all collective agreements contain a clause enabling workers
to combine work and study, in accordance with established procedures.

Paid educational leave does not affect the employment, seniority, pension
and other rights of workers. While on educational leave workers con-
tinue to receive either their average remuneration (subject to a maximum
amount which is laid down), or 50% of their average remuneration and in
no case less than the fixed minimum remuneration rate, depending on the
type of course followed. For certain types of training (e.g. practical
work) special allowances replace regular remuneration.

General provisions

1. Workers attending courses (evening or correspondence) organised by
general secondary education establishments are entitled to so many days
paid educational leave: 8 or 20 working days to take the 8th year or 11th
year examinations respectively; 4 to 6 days to prepare for annual ex-
aminations during the 5th to 10th school years; for those following 8th
to 11th years of secondary education a reduction throughout the school
year of 1 day per week, or an equivalent reduction in daily hours of
work.

2. Workers attending similar courses organised by schools providing
general secondary education for agricultural workers (rural youth schools)
are entitled to 2 days leave a week or to an equivalent reduction in their
daily hours of work. The maximum leave allowance however, must not
exceed 36 working days or the equivalent number of hours per school
year.

3. Workers attending evening or correspondence courses organised by
vocational and technical secondary training establishments are entitled to
30 working days paid leave in the course of one year to prepare and sit
for their examinations. In addition, they Lave the right to one free day

(cont'd)
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per week, or an equivalent number of hours, during the last 10 months before
doing their final certificate examination.

4. Those attending classes in specialised secondary education and
higher education establishments shall be entitled to paid annual leave to sit
tests o carry out practical work (10 and 20 days respectively for the 1st
and 2nd years; 20 and 30 days respectively for the 3rd and subsequent
years). The entitlement for those following correspondence courses in such
institutions is 30 days for the 1st and 2nd years and 40 days for the 3rd and
subsequent years.

5. During periods of preparation for obtaining a certificate or diploma,
workers following evening and correspondence courses are entitled to a
further 2 or 4 months' educational leave according to the type of establish-
ment running the courses. Final-year students may be granted an extra
month's unpaid leave to gain practical experience.

Special provisi.ons

- Longer periods of paid educational leave may be granted to workers
following courses in certain faculties, e.g. music, theatrical art.

- Special provisions govern paid educational leave for workers following
courses set up by a group of industrial undertakings to train qualified
engineers. Some of the theoretica'i courses involve an interruption of
normal work, but time-off may not exceed 5 months per academic year.
Workers attending these courses do not receive their regular pay but are
awarded company studentships. In the final year they are granted 4
months' paid leave to prepare for taking a degree.

- Special legislation governs retraining and further training of employees
affected by technical change.

- Special provisions also apply to certain categories of professional staff
including school teachers and scientific and teaching personnel in institu-
tions of higher education, who may be granted paid educational leave for
full time studies. Scientists may be granted "scientific leave" for a
period up to ?. years.
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The Institute for motor re-education at Ramonville St. Agne was set up
to serve the needs of a limited region of special education and training
for adolescents with reduced seeing and hearing capacity. Its aim is to
achieve a complete social and occupational integration of the young
handicapped who, at the end of the process, should be able to stand on
their own feet as adults.

The central unit of the Institute is the medico/vocational section. Some
100 trainees are given four years of vocational training, divided into one
year of general observation and three years of intensive training and
production. The recruitment age is 14.

An experimental scheme of earlier recruitment (12) was started in 1971.
The two extra years are used for complementary general education,
basic psycho-motor training and training in the use of basic tools.

A placement and follow -up service keeps continuing contact with em-
ployers in the region and with the ex-trainees after leaving the centre.

Trainees live in the centre together with the teaching staff during the first
two years and are later placed in privnte homes.

Basic principles in the organisation of the activities of the trainees and
the centre are:
(1) the training of young handicapped persons should be seen as an

integrated and continuing task of education, training, job placement
and social adaptation;

(2) it should be a Warn effort between teachers, instructors, medical
and paramedical personnel;

(3) it should serve a limited geographical area and be organised in close
co-operation with the parents and with the local authorities and the
employers with whom the trainees are placed;

(cont,d)
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(4) training in the institute should be productive and useless throw-away
jobs avoided;

(5) the education/training process should relate to all aspects of life as an
adult and foster independence and individual initiative.
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Translation Principles and proposals contained in the report on the educational
situation

Subject analysis

Special edition devoted to an experts' report on the educational. situation:
idealogical principles; foreseeable effects of economic, demographic
and social development on education; evaluation of the present school
system; proposals for introducing universally accessible secondary
education. [This abstract concerns the mock I system proposal. ]
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The Committee of Experts on the educational situation in Poland analysed
the present school system from 2 main viewpoints: (1) its adaptability to
the introduction of universally accessible secondary education, and (2)
its contribution to accelerating economic growth and social progress.

The present framework of general education secondary schools does not
allow for universal access to secondary level general education. In-
struction in this type of school (4 years of general secondary education
following 8 years of common basic schooling) concentrates on prepara-
tion for higher education and is haruly amenable to the individualisation
of studies according to the abilities and interests of the student. Neither
can such a goal be attained in the secondary level vocational schools:
the cost would be too high, the study period too long; the pupils would be
well prepared for work but would not have been adequately prepared for
university level studies.

Generally speaking, the education given in the present school system is
expensive and not effective enough from the cultural, social, economic
and pedagogical viewpoint. The whole school system must be re-
organised. The Committee of Experts proposes introducing universally
accessible general secondary education with compulsory schooling to 18
years of age. According to the model proposed by the Committee, there
would be 11 years of common general education (powszechna szkora
ogolnokszt9rc3ca), as outlined below.

Pre-school education. This would concern all children from age 5
(later on, 4 and 3 year-olds).

Elementary school. The present (4-year) cycle would be shortened by 1
year giving a total duration of 3 years.

The 4th to 8th school years would comprise basic general and technical
subjects. According to their personal interests and abilities the pupils
would also take courses outside the sr'hool. The courses would have a

(cont 'd)
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stronger vocational bias during the 8th year.

The 9th to 11th school years would offer 4 options: (a) mathematics, physics,
technical subjects; (b) chemistry, biologj , agriculture; (c) economics and
social sciences; (d) humanities.

In the context of these options, classes (groups) could be organised accord-
ing to the pupils' interests and abilities. They would re-eive a broad basic
vocational training, and would be prepared for one of 3 main outlets, accord-
ing to their abilities.

1. Direct entry into employment. Preparation for this outlet would be
rounded out with more specialired training given by the employer, who would
thus be responsible for the outcome of the training and for the trainees'
future employment.

2. Studies in vocational schools (lasting from 6 months to 2 years) for training
highly skilled workers, team leaders, foremen, etc.

3. Advanced vocational studies (lasting 3 years) offering training for techni-
cians, mluale-management business employees and assimilated workers.

The 11 years of compulsory schooling in this new type of school would be
sanctioned by a school leaving certificate enabling the holder to apply for
admission to higher education establishments.

The pupils who do not have the ability to complete the full span of ta-kis type of
education would receive training in vocational schools or courses attached to
undertakings until the age of 18. They would still be able to return to their
studies at a later date.

Vocational education (lasting from 4 to 6 years) leading to the equivalent of a
university degree would be provided for training highly skilled managerial per-
2onnel who could assume responsibility in the management of the national
'conomy, encourage the development ^f the arts and of national culture, and
spearhead progress and innovative activities.

According to the Ministry of Education, this model of universally accessible
education could be introduced gradually, in successive stages, starting at
the end of 1980.
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30 Dec. 1972, p. 2173-2174.

Translation
Decree of 6 December 1972 laying down regulations for vocational
secondary schools
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Decree regulating establishments providing vocational secondary educa-
tion: status, functions, duration of courses, examinations; administra-
tion; participation of the Ministries concerned.

On 6 December 1972, the Government of Senegal issued a series of Decrees
to implement the Act of 3 June 1971 setting guidelines for the national
education system (cf. abstract No. 1/L 209, Vol. 12). The Decrees
define the classification of establishments under the Minister for Tech-
nical Education and Vocational Training (No. 72-1394); lay down regula-
tions gcrverning establishments providing further training, including up-
grading and retraining (No. 72-1395; cf. abstract No. 1/L 210, Vol. 12);
issue regulations for technical secondary schools (No. 72-1396), for
higher vocati- education (short course) establishments (No. 72-1397;
cf. abstrae 1/L 211, Vol. 12), and for vocational secondary schools
(No. 72-1399; cf. abstract No. 1/1,212, Vol. 120]
Establishments providing vocati, dal secondary education shall be called
vocational education centres; when they provide training for employees
in the public service, they shall be termed a school and shall indicate in
their title the occupational speciality for which they provide training.

Vocational education centres and assimilated schools shall provide
general education, training in character development, civics, social sub-
jects and the arts, theoretical and practical technical training and physi-
cal education. They shall accept pupils who have successfully completed
junior secondary education in a technical or a general education stream
and who have been recommended by an occupational guidance board.

Courses shall be for 2 or 3 school years, according to the type of train-
ing, and may be supplemented by periods of practical training. The
training provided by vocational education centres shall lead to the award
of a Vocational Education Certificate (Brevet d'etudes professionnelles).
The vocational education schools shall award their own diploma.

The timetables and syllabi for the courses and the regulations for the
examinations and certificates shall hl fixed by Decree. The director of
the centre or school shall be respont,.ble for the pedagogical organisation
of the instruction.

(cont'd)



1/L 212 page 2

The administration, management and pedagogical supervision of vocational
education centres shall be under the sole control of the Minister responsible
for vocational training, who shall appoint, for each such establishment, a
director selected in accordance with the regulations governing teaching
staff. The ministries employing trainees from these establishments shall
be required to take part in determining the conditions for admission, the
timetables, the preparation of the syllabi, teaching methods used and
examination standards set.

The Decree also lays down the conditions governing the recruitment of
teachers of general subjects and technical teachers.
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Decret no 72-1397 du 6 decembre 1972 portant statut general des
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Translation
Decree No. 72-1397 of 6 December 1972 laying down regulations for
higher vocational education (short course) establishments

Subject analysis Decree regulating establishments providing higher vocational education
(short courses): status, functions, duration of courses, examinations;
administration; participation of the Ministries concerned.
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[On 6 December 1972, the Government of Senegal issued a series of Dec rees
to implement the Act of 3 June 1971 setting guidelines for the national
education system (cf. abstract No. 1/L 209, Vol. 12). The Decrees
define the classification of establishments under the Minister for Tech-
nical Education and Vocational Training (No. 72-1394); lay down regula-
tions governing establishments providing further training, including up-
grading and retraining (No. 72-1395; cf. abstract No. 1/L 210, Vol. 12);
issue regulations for technical secondary schools (No. 72-1396), for
higher vocational education (short course) establishments (No. 72-1397;
cf. abstract No. 1/L 211, Vol. 12), and for vocational secondary schools
(No. 72-1399; cf. abstract No. 1/L 212, Vol. 12.))
Establishments providing higher vocational education (short course) shall
be termed national schools, and shall indicate in their titles the occupa-
tional speciality or specialities for which they give training.

Their principal purpose shall be to train technicians for both public and
private employment in all 3 sectors of the economy. They shall accept
as students persons who have successfully completed secondary educa-
tion, in either a general or a technical stream and who have been recom-
mended by an occupational guidance board.

Courses shall last 2 school years; in some specialities, the course may
be shortened or extended by one school year. The training may be sup-
plemented through periods of practical training.

Higher vocational education (short courses) shall lead to the certificate of
higher technician (brevet de technicien superieur) or to a certificate
issued by the school and mentioning the speciality for which the certifi-
cate has been awarded.

The timetables and syllabi for the courses and the regulations for the
terminal examinations shall be fixed by Decree. The Director shall be
responsible for the pedagogical organisation of the instruction.

(cont 'd)
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The administration, management and pedagogical supervision of higher
vocational education (short course) establishments shall be under the sole
control of the Minister responsible for vocational training who shall appoint
for each such establishment, a director selected in accordance with the
regulations governing teaching staff. The ministries employing trainees
from these establishments shall be required to take part in determining
the conditions for admission, the timetables, the preparation of the syllabi,
teaching methods used and examination standards set.

The Decree also lays down the conditions governing the recruitment of
teachers of general subjects and technical teachers.
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Decret no 72-1395 du 6 decembre 1972 portant statut ger oral des
etablissements de perfectionnement, de promotion ou de reconversion
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Translation
Decree No. 72-1395 of 6 December 1972 laying down regulations for
establishments providing further training, including upgrading and re-
training

Subject analysis Decree regulating establishments providing further training, including
upgrading and retraining: general regulations, functions, conditions for
admissions, examinations; administration.
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[On 6 December 1972, the Government of Senegal issued a series of Decrees
to implement the Act of 3 June 1971 setting guidelines for the national
education system (cf. abstract No. 1/L 209, Vol. 12). The Decrees
define the classification of establishments under the Minister for Tech-
nical Education and Vocational Training (No. 72-1394); lay down regula-
tions governing establishments providing further training, including up-
grading and retraining (No. 72-1395; cf. abstract No. 1/L 210, Vol. 12);
issue regulations for technical secondary schools (No. 72-1396), for
higher vocational education (short course) establishments (No. 72-1397;
cf. abstract No. 1/1,211, Vol. 12), and for vocational secondary schools
(No. 72-1399; cf. abstract No. 1/L 212, Vol. 12.)1
Establishments for the further training of persons already in employment,
including their upgrading or retraining shall be created by Decree.
They shall be called Centres for further training (Centre de perfection-
nement, de promotion ou de reconversion) followed by an indication of
the trade speciality or group of specialities for which they provide train-
ing. They shall be open to persons employed in the primary, secondary
or tertiary sectors.

The centres shall accept persons as auditors, trainees or pupils at their
own request, at the request of their employers or on the proposal of
public or private bodies. A selection test shall be arranged when the
number of applicants exceeds the centre's capacity for admissions or
where a certain level of general or technical education is considered
necessary.

Admission as an auditor, trainee or pupil shall be subject to the opening
of an appropriate training session as prescribed by order of the Minister
responsible for vocational training and determining the number of ad-
missions and the duration of the course.

No certificate shall be issued at the termination of a course run by cue
of these establishments, but under certain conditions, the director of the

(cont'd)
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centre is authorised to issue a certificate mentioning the subject and dura-
tion of the course. Auditors, trainees and pupils may be authorised to sit
the relevant public examinations when they are considered to have reached
a satisfactory standard in their training.

Each centre shall be administered and represented by a director selected
in accordance with the regulations governing teaching staff and appointed by
order of the Minister responsible for vocational training. The director
shall be responsible for the pedagogical organisation of the instruction. A
centre which is attached to a technical education or vocational training
establishment shall be managed by the head of that establishment.

All personnel, including the teaching staff, shall be appointed by the Minister
responsible for vocational training.
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Loi d'orientation de l'Education nationale no 71-36 du 3 juin 1971
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Translation
Act No. 71-36 of 3 June 1971 setting guidelines for the national educa-
tion system

Subject analysis Act laying down guidelines for the national education system: objectives,
beneficiaries, structure. [This law came into force with the promulga-
tion on 6 December 1972 of the relevant Decrees for its implementation.
See abstracts Nos. 1/L 210, 1/L 211 and 1/L 212.1
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The objectiVe of the national educational system of Senegal shall be to
enable the people to receive the education and training they require to
develop their aptitudes and abilities in order to participate actively in
the nation's development. The educational system shall ensure the
harmonious integration of modern science and technology with the coun-
try's cultural heritage. Education is a lifelong process: everyone shall
have the right to learn and to improve his skills, in any sector of econo-
mic activity, with a view to achieving social advancement.

Education shall be geared to 3 main groups:

(1) young people of school and university age: general education and
technical education or vocational training;

(2) young people and adults, already in employment, who have had some
school training: upgrading and other further training;

young people and adults who have never been to school: functional
literacy and any other educational activity which will encourage
occupational upgrading, raise productivity, inculcate new ideas.

Education shall be provided at 5 levels: pre-school, primary, junior
and senior secondary, and higher education.

Pre-school education shall prepare children not yet of school age for
their schooling.

The purposes of primary schooling shall be, among other things, to
ensure a close link between school and life; to restore to manual work
parity of esteem as a factor in the development of the mind and as a
basis for integration in the social, cultural and economic environment.
The instruction shall be given either in conventional types of school or
through newer media.

(3)

(cont'd)
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Junior secondary schooling shall follow primary education; it shall include
general, technical and practical instruction of middle-school standard, as
a preparation either for going into secondary education (general, technical
or vocational) or for entry into working life.

Senior secondary education shall include technical education and vocational
training. It shall prepare its pupils for middle-level posts in public or
private business and administration.

Higher education shall include scientific or technical research to integrate
science in the African environment for an integrated development strategy.
It shall prepare its students for middle and senior level management.
Like the other types of schooling, higher education must participate in the
lifelong education pfocess.

Responsibility for education shall be divided amongst the various ministries
or departments according to the type of education or training concerned.

To implement the Act, the following Decrees were issued on 6 DPi'ember
1972: Decree No. 72-1394, classifying the various establishments under
the Minister responsible for technical education and vocational training;
Decree No. 72-1395, laying down regulations for establishments providing
further training, including vipgrading and retraining; Decree No. 72-1396,
Regulations for technical secondary schools; Decree No. 72-1397, Regula-
tions for higher vocational education (short course) establishments;
Decree No. 72-1399, Regulations for secondary vocational schools.
Decrees Nos. 72-1395, 72-1397 and 72-1399 are the subject respectively
of abstracts Nos. 1/L 210, 1/L 211 and 1/L 212, Vol. 12.
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Translation

Decret no 72/1080 du 6 decembre 1972 relatif aux [...1 groupes perma-
nents et comites de la formation professionnelle, de la promotion sociale
et de l'emploi des departements d'outre-mer
Journal Officiel de la Republique francaise, Paris, Vol. 104, No. 286,
8 Dec. 1972, p. 12652-12654.
Decree No. -72/1080 01 6 December 1972 concerning the I...1 permanent
groups and committees for vocational training, further education and
employment in the overseas Departments

Subject analysis
Decree to establish new training institutions: permanent departmental
groups and departmental committees for vocational training, further
education and employment; permanent board and committees for appren-
ticeship and specialised groups; composition, functions and powers.

Contents analysis
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The institutions described below shall be established for the purpose of
implementing in Guadeloupe, Guyane, Martinique and Reunion the pro-
visions of Acts Nos. 71-575 and 71-576 of 16 July 1971 concerning
respectively the organisation of continuing vocational training as a part
of lifelong education and the organisation of apprenticeship [cf. abstracts
Nos. 1/L 126 and 1/L 127, Vol. 101, and Decrees Nos. 72-275 and
72-276 of 12 April 1972 [cf. abstracts Nos. 1/L 166 and 1/L 167,
Vol. 111.

1. Permanent Departmental Group for vocational training, further
education and employment: under the chairmanship of the Prefect, this
body shall be composed of 9 senior civil servants: Vice-Rector; de-
partmental inspector of technical education responsible for vocational
training; chief of education information and guidance services; depart-
mental director of labour and employment questions; departmental
director for agriculture; the agricultural engineer responsible for agri-
cultural education and training; treasurer-paymaster-general; a re-
presentative of the Minister for Industrial and Scientific Development;
a local representative of the National Institute of Statistics and Economic
Research (Institut national de la statistique et des etudes economiques
INSEE).

The purpose of the Group shall be to study: the vocational training and
further education needs of the Department, taking into account the state
of the economy and employment prospects; measures to encourage co-
ordinated expansion of vocational training activities; proposals for es-
tablishing public facilities for continuing vocational training.

2. A departmental committee for vocational training, further education
and employment shall have virtually the same aims and functions as the
departmental committees set up in metropolitan France by Decree No.
72-276 [cf. abstract No. 1/L 166, Vol. 111. Each such committee

(cont'd)
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shall be composed of: 5 employers' representatives, 5 workers' representa-
tives, 2 representatives of public technical education, 1 representative each
of private technical education, of public and of private agricultural training,
1 representative of teaching staffs in adult training centres, 6 persons in
charge of education or training institutions, 10 persons qualified in the
sectors concerned and the members of the Permanent Departmental Group.
Members shall be appointed for a 3-year term of office which is renewable.

Within a departmental committee, there shall be (inter alia):

(a) a permanent delegation or Board, with 15 to 20 members;
(b) an apprenticeship committee, of not more than 20 members (appointed

by the Prefect from among members of the departmental committee: an
equal number of employers' and workers' representatives; an equal
number of representatives of teaching staff and of heads of educational
and training establishments; a number of persons competent in this field
and representatives of the public administration);

(c) specialist groups (e.g. experts in apprenticeship levy, claims, discipli-
nary matters, adult vocational training).

The purposes and powers of these bodies shall be the same as those of the
similar committees set up by Decree No. 72-276 relating to metropolitan
France.

The Ministers for Social Affairs, for Economic Affairs and Finance, for
Education, for Agriculture, for Industrial and Scientific Development, for
Commerce and the Artisan Trades, and the Secretary of State for Overseas
Departments and Territories and the Secretary of State for Finance shall be
responsible for implementing this Decree in their respective areas of
competence.

Full title of the Decree: Decree No. 72-1080 of 6 December 1972 concerning
the functions, composition and operation of permanent groups and ,:ommit-
tees for vocational training, further ethmation and employment in the over-
seas departments.
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The Industrial Training Decree, 1972
Entebbe, Government Printer, March 1972: Decree 2, 1972, 13 p.

Translation

Subject analysis

Dec ree to establish an industrial training directorate and to regulate
vocational training: composition and functions of Industrial Training
Council and advisory committees; financing training (purpose and utilisa-
tion of training levy); apprenticeship (eligibility; contract; designated
trades); trade testing; sanctions.
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CIRF 2.

A Directorate of Industrial Training has been set up under the Minister
responsible for labour matters. It shall consist of the Director of
Industrial Training and other officers as determined by the Minister, all
of whom shall be public servants.

Industrial Training Council

There shall be an Industrial Training Council consisting of a chairman
and 14 other members appointed by the Minister:

- the permanent secretaries to the ministries responsible for labour
matters, for education, for planning and economic development, for
works, communications and housing (or their representatives);

- 4 persons to represent employers and 4 to represent employees;

2 persons chosen to represent other interests directly related to
industrial training.

Seven members of the Council shall constitute a quorum, provided that
the 7 include 2 of the members representing employers and employees
respectively.

The Council shall investigate and make recommendations to the Minister,
at his request, on any matter connected with the Decree; investigate and
endeavour to settle amicably any disputes or other matters arising out of
a contract of apprenticeship referred to it by the Director; secure gener-
ally the most effective industrial training possible. It may establish ad-
visory training committees (consisting of from 5 to 9 persons representa-
tive of the trade or other occupation concerned) to exercise its functions
in relation to training in specified industries.

Training levy

The Minister may establish a training levy constituting thereby a Training
Levy Fund. The Fund may be used solely for the purposes of industrial

(cont'd)
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training as provided for under the Decree, in particular for: payment of
tuition costs, maintenance and travelling allowances to persons attending
approved training courses; grants or loans to persons providing courses or
training facilities; fees to persons providing further education in respect of
trainees receiving it in association with their training.

Apprentice training

Any person may enter an apprenticeship in a designated trade provided he has
attained the apparent age of 16 years and a basic standard of education, and
been certified medically fit for employment in the trade concerned. Every
such person shall conclude a contract of apprenticeship with his employer
which must be registered by the superintendent of apprenticeship. The first
3 months of an apprenticeship shall be a period of probation during which the
contract may be terminated by either party. [Conditions under which a con-
tract of apprenticeship may be terminated or transferred are given in detail
in the text.]

Other provisions

A trade test standard and the procedure for qualifying to such standards shall
be prescribed by the Minister on the recommendations of the Industrial Train-
ing Council, an advisory committee and the superintendent of trade testing
for each designated trade. The Director may, in consultation with the
Council, make training sche ,,es in respect of apprenticeship and other types
of vocational training, including supervisory training.

The Minister may make regulations for giving effect to the provisions of the
Decree: qualifications for entry into apprenticeship; working conditions of
apprentices; the training records to be kept by employers; payment of the
training levy; the examination and testing of trainees; provision of training
courses for foremen, supervisors and instructors, etc.
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Confederazione generale dell'industria italiana
Una nuova politica di formazione professionale
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Translation A new vocational training policy

Subject analysis
Paper on training for young people and adults: present situation;
principles; liaison with 'the occu?ation; syllabi; educational and voca-
tional guidance; liaison with economic planning and employment; short-
term policy; annexes.

Contents analysis
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Vocational training problems have been debated at length in Italy over the
past few years and various reforms have been embarked on without any
very positive results. The whole system is in a state of crisis. No
really thorough-going reform that might give the pattern of training some
coherence and unity has been put into operation.

The paper produced by the General Confederation of Italian Industry
(Confederazione generale dell'industria italiana CGII) highlights a
series of principles. Training forms a whole; it is the responsibility
of the State, with the participation of industry and trade unions. Con-
tinuing training (formazione continua), which is everywhere felt to be an
increasingly urgent need, should apply to training in general. Employ-
ment itoelf. is recognised more and more to be on an equal footing with
education as a means of training: it is a specially valuable means as
regards the actual acquisition of skills and knowledge. Training within
the undertaking is the logical consequence of the principle of continuing
training. If the latter is to become general, the sum total of skills,
knowledge, experience and aptitude Unit up at work must not be dis-
counted, especially in the light of adult workers' reluctance to return to
school again a pattern of training unsuited to their age. Training
within the undertaking raises the problem of diplomas, etc. ; it should
be just as possible to obtain a qualification in this way as through a
school-based training course.

There should be a greater awareness in the school system of the real
needs of the world of work. New methods are called for, and there
should be closer contacts with the world of work during compulsory
schooling, for both educational and guidance purposes. It should be
possible for anyone who feels the need to do so, at any age, to go back
to school, and thereby to make maximum use of what he has already
learnt at work.

(cont
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Training and occupation. The Confederation refers in detail to the transfer
to the Regions of the powers at present held by the Ministry of Labour Icf.
abstract No. 1/L 199, Vol. 11, summarising the Presidential Decree on the
matter and abstract No. 2/B 48087, Vol. 11, regarding the comments made
on the subject by various State bodies]

Educational and vocational guidance. A truly effective system of educational
and vocational guidance should be set up for both young people and adults.
The system would start during compulsory schooling, which should include in
its syllabus a formal subject aiming at occupational guidance. Guidance
should be handled by regional bodies integrated in the vocational training
structure. These bodies would act in co-operation with the schools and
where possible, with a psycho-pedagogical team that would follow up the
pupil during hi.- compulsory schooling. For adults, the regional service
should provide vocational guidance during updating and retraining courses.

Liaison between economic planning, vocational training and placement. As
there is as yet no formal co-ordination between them, the opportunity should
be taken to establish links between economic planning, vocational training and
placement. This would mean building up close co-operation between the
regional committees responsible for these questions. Placement should be
handled by special joint bodies at regional level. This could have a quanti-
tative and qualitative impact on vocational training policy-making decisions
and should enable erroneous decisions to be corrected in timer so that full
employment can be achieved.

Short-term policy. Short-term policy amid be realistic and be based on
the actual potential of the existing training system, in the light of available
statistical data, which are unfortunately most inadequate. As regards the
number of yourgi people (aged 15 to 19 years) to be trained, the figure for
1969 (whether in employment or unemployed) was 899,000. The number of
places in the various training centres was 180,000, giving an output of
55,000 qualified young people. In the same year, there were 247,000,
apprentices in undertakings; 70,000 of them had obtained the qualifications
they sought.

In adult training, Italy is very backward. There have been a few isolated
private or public endeavours to start up something in this field. In the cir-
cumstances what is needed at the start is a restricted programme to raise
the standard of general education and vocational training of workers who
have a very limited educational background.

Annexes: the present situation as regards vocational training; reform of
vocational training; the position in other countries (France, Federal
Republic of Germany, United Kingdom) ,
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(In 1970, S. Batygev, a corresponding member of the USSR Academy of
Educational Science, published an article on a 2-stage system of train-
ing workers foi- :f broad range of skills in vocational schools (cf. abstract
No. 4/B 38438, ',fol. 9). This book describes the system of training in
operation in the USSR in general and puts forward specific proposals for
its reorvnisation on a 3-stLge basis. This abstract deals only with
these specific proposals.]

Training in its present forms, whether initial or further training and
given in schools or in undertakings, should be restructured as a 3-stage
system.

1. Basic (sta.bilnaja, training stage . Some 70 to 80% of the skills in-
struction included in the syllabus would be started during this stage
(which would not,however, lead to any formal qualification). Instruction
would be given in typical skills and knowledge which could be expected to
stay unchanged over a fair number of years. Transfer to the next stage
would be a gradual process.

2. Specialisation stage . This stage would respond to the frequent
changes and modifications required in the skills and knowledge to be
taught. Training would be given within the undertaking (or possibly in
specially equipped school workshops) and would take account of the re-
quirements of particular jobs. This stage would cover 20 to 30% of the
syllabus; the trainees would be expected to carry out tasks observing
output norms, and to know how to use equipment and materials efficiently
and economically.

3. Supplementary stage . This would be a matter of further training, in
the undertaking, in successive periods constituting 3 phases: the first 2
phases would be intended progressively to round off skills and knowledge
learnt for the basic occupation and to acquire some knowledge of the
skills required for a related trade; the 3rd phase would take place when

(cont'd)
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the worker had been practising for a year or two the skills and knowledge
learnt during the phases 1 and 2 and would open the way to a broad range of
higher qualifications.

This further training for broad-range skills will require the preparation of
job descriptions for the trades included in specific industries. The job
descriptions should cover:

technical and organisational skill levels: lower, middle-level and higher;

description of the equipment, tools and facilities needed for the job;

- list of the worker's main tasks and functions, described so as to make
clear the nature and content of his work;

- the scope of the vocational, technical, gener21 and economic skills and
knowledge neededto carry out all the operations corresponding to a given
level of qualification.

For training in new trades (coupled-machine-tool fitter, for instance), a
system of problem analysis (problemno-analitibeskaja sistema) has been
designed. The purpose of this system is to develop in the trainee during his
production training the mental aptitudes on which his efficiency as a skilled
worker largely depends (the ability to note information at the right moment,
for instance). Application of this system requires analysis of the trainee's
way of working, to pick out, for purposes of his production training, elements
which will create situations giving rise to problems similar to those he will
have to deal with in working at his trade.

Research is in progress on analysing and forecasting modifications in occupa-
1

tional structure resulting from technical change, and on defining the most
desirable ratio for training skilled workers for key occupational groups and
by field of economic activity. This research should make it possible to
group the present thousands of trades or other occupations into occupational
clusters each containing 1 or 2 of the more ccmplex occupations with scope
for development and a series of related trades with a more limited content
(docernjaja professija). This new occupational grouping would be the start-
ing point for preparing a systematic manpower training programme. These
proposals would also have implications for the general education system, in
particular as regards the vocational guidance content of the school syllabus
which should include a course (1 hour weekly) on choice of career.
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[This report is one of a series of general background studies specially
written for the ILO's World Employment Programme by independent
scholars in order to clarify the various questions involved. It aims to
assess the responsibilitl of educational authorities in the employment
problems of less developed countries and to assess how educational
systems can be reformed so as to maximise the rate of growth of income-
earning opportunities. Much of the 2:112,1ysis proceeds by way of a
critical commentary of some of the i leas contained in the four comprehen-
sive strategy mission reports that the ILO has already published on
Colombia, Iran, Kenya and Sri Lanka. This abstract deals only with the
general conclusions drawn by the author. ]

The employment problem in less developed countries is really a series of
overlapping problems related to: (1) visible 'unemployment; (2) invisible
unemployment; (3) under-employment; (4) unemployment among primary
school leavers; (5), unemployment among those with some secondary
education; (6) youth unemployment; and (7) the working poor,

Traditional solutions to these problems include: quantitative controls
restricting the expansion of education by imposing ceilings on the number
of places that a.N.e provided at various stages in the process; raising
tuition fees to cover the full cost of higher education, thus reducing the
private rate of return to higher education with predictable effects on the
private demand for places; introduction of voc.,:tional subjects into
prin. iry school curricula, with emphasis on rural crafts; training for
self-employment; an expansion of out-of-school education.

More radical solutions comprise: direct intervention in the employment
market mechanism; government pay scales unrelated to formal educa-
tional attainments; selection based on aptitude tests; selection of students
into senior secondary education by school quotas within each district;
recurrent education in the sense of postponing post compulsory formal

(cont'd)
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education to a later stage of life; "deschooling" in the sense of introducing
a new concept of education.

However, remedies depend on how the problem is defined. If the unemploy-
ment problem is seen essentially as a problem of youth unemployment, the
educational authorities have a clear duty to apply policies that may alleviate
the problem. On the other hand, if the employment problem is regarded as
a problem of poverty of both employed and unemployed workers, it is more
difficult to srse just what a Ministry of Education could do about it in practit
terms. Educational policy as a device for curing poverty seems to lead to '
a single dictum: educate as many people as possible. But the cure will
come 20 to 30 years later.

While recognising the inter-relationship of reforms in the educational system
and the employment market, none of the ILO reports emphasises judgemen'
about the optimum scale of the educational pyramid; instead, all concentrate'
on reforms of the content of education. The approach is essentially qualita-
tive. The consequence is that all the weight in altering the private returns
of student investment in education is thrown on the side of earnings and none
on the side of costs. Little is said about the fee structure of education, or
about grants, scholarships and loans related directly to parental income,
possibly because this is a politically sensitive area.

The critical question for developing countries is whether youth unemployment
will gradually turn into mass unemployment. A decisive answer would be
presumptious. It seems likely, however, that the problem in the foresee-
able future will remain that of unemployment heavily concentrated among
those aged 15 t) 25 years. There is nc easy remedy for this problem.
The present tendency of educational Lystems to grow more quickly at the top
rather than at the bottom of the educational ladder must somehow be
reversed. This can only be achieved by a restructured pattern of education-
al finance combined with deliberate intervention in employment markets.
This in turn will aggravate the primary school-leaver problem, the remedy
for which, in the short run, lies in the provision of out-of-school education
In the long run it lies in the slow and patient reform of primary education
from within by curriculum reform, examination reform and the improvement
of teacher training. It may not be an exciting prospect for those who hanker
for quick results.
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In spite of the current tendency for education to break into separate parts,
there is evidence of a positive dynamic force which indicates the existence
of a link between the educational system and society. The educational
function is tending to renovate itself spontaneously at local level. This
move is freeing the State from some responsibilities and constitutes a
force for change in the system.

The spectacular increase in the school population has created many oppor-
tunities for local communities to participate in the development and ad-
ministration of the school system. However, local communities have
not been prepared to shoulder such a rapid increase in the corresponding
financial burden and have had to seek State support. The proliferation
of educational institutions to serve new social groups has further
weakened the traditional ties between schools and the local social and
economic structures. There has thus been exceptionally fast quantitative
development with virtually no pressure for improvement in quality. If
quantitative development is not accompanied by changes in the relation-
ships between the school and society, it becomes self-defeating. The
danger is that new power centres will appear, without any genuine moti-
vation for change. There could also be conflicts which would impede the
operational effectiveness of any institution which does not have adequate
public support.

Present role of basic general and vocational education

A distinction must be drawn between compulsory schooling and post-
school education. The first is ineffectively applied, perhaps because the
persons most concerned have no say in its direction and do not constitute
a pressure group. This is particularly true in areas with the most
urgent needs.

The individual's right to basic education infers not only the right to a
general education common to all pupils up to middle school level, but

(cont'd)
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also to sound initial training which fits him to enter working life with self
respect and reasonable pay prospects.

Changing relationships between education and employment

The most striking features appear to be:

- holders of school diplomas or university degrees, particularly the latter,
are not well prepared for the jobs which are available and therefore tend
to swell the tertiary sector artificially;

- the rise in the level of education, even of those doing production work and
in assimilated posts, accentuates the stresses and conflicts arising out
of a desire for higher standards and greater work satisfaction.

These facts show that in advanced societies educational development is al-
most becoming :.ounter-productive. People's abilities are caught up in
exasperating and ridiculous competition. Numerically, the problem has
doubled in 10 years, whereas it remained stationary during the previous
decade.

- 54% of persons seeking their first jobs in 1971 were women with school
diplomas or degrees, mostly the latter. In general they failed to obtain
employment because only subordinate jobs were available to them.

- In contrast, large numbers of school diploma or degree holders took jobs
in industry in 1971 without drawing attention to their qualifications
because they were afraid it would result in their not being employed.

In 1970-75 there should be some 750,000 school diploma holders and
2e0, 000 university graduates entering the labour force; about 250,000 of
the former and 150,000 of the latter will have to accept low level jobs.

In future efforts should be made to:

develop programmes which will make school diploma and degree holders,
particularly the latter, more adaptable to work requirements and will thus
facilitate their entry into the adult social structure and working life;

- revise curricula and educational objectives so as to strengthen the links
between school and the world of work, particularly by introducing manual
work into all curricula and ensuring subsequent access to vocational
training;

- concentrating training not on getting a school diploma or a degree but on
qualifying for a first job.

More opportunities should be created in the social services to absorb some
of the people who have been crowding into the tertiary sector. In particu-
lar, a full-time school might be set up for this purpose.
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There is an urgent need to encourage adult workers to complete their
education up to the full common basic school level (8 years of schooling),
so as to improve their possibilities of obtaining some kind of officially
recognised qualification. To deal with this situation the Ministry of
Education is planning to set up general education and further training
centres (podstawowe studium zawodowe) within undertakings, with suitable
adaptation to the needs of adults: the general education course will
follow the syllabus of the common basic school, and the further training
will concentrate mainly on trade theory, The Ministry is also consider-
ing setting up group training centres for the same purpose.

The general and vocational education programme will comprise a total
of 576 hours instruction, spread over one school year (divided into two
semesters of 18 weeks each). Classes will take place 4 times a week,
for 4 hours a day.

The following general subjects will be included: (1) Polish learning to
read and write correctly, particular attention being paid to expressions
relating to work situations; (2) social, political and economic questions
in Poland, with a summary of recent Polish history; (3) basic knowledge
of natural sciences physics, chemistry, biology, geography; (4)
mathematics thorough revision in the 4 basic arithmetic operations
using whole numbers and fractions; some elementary geometry, suitable
for illustration by examples from work situations.

For the further training, trainees will be grouped according to the same
or related trades. In most cases, the syllabi will concentrate on the
technology of the trainees' trades and be linked with study of machinery,
materials, industrial drawing, work organisation, occupational health
and safety.

The courses in the centres will lead to a certificate which will be equiva-
lent to a common basic school leaving certificate and will state, in

.(cont'd)
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addition, that the holder has followed a suitable course of preparation for the
official examination for a skilled worker certificate in a specified trade.
Consideration is being given to the possibility of exempting trainees who ob-
tain certificates with high marks in the vocational subjects from taking the
examinations in those trades.

The minimum number of trainees for the opening of one of these centres will
be 15 in the towns and 12 in the villages. To qualify for admission, adults
must have had at least 3 years' work experience and attained a standard of
education equivalent to the 5th class of the common basic school. Excep-
tions may be made, however, for adults with only 1 or 2 years' work ex-
perience; but they will have to pass a preliminary skill test and will be
grouped in special sections.

The administrative boards of the school districts and regional departments
(voivode) of the Ministry of Education are required, in co-operation with the
services responsible for the economic sector concerned, to prepare for the
establishment of these centres as from 1.973/1974 in undertakings where it is
most urgent to bring the workers' level of education up to a suitable standard.
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The Silesian Section of the Educational Research Institute (Oddziar
InE:tytutu Badah Pedagogicznych w Katowicach) has been studying the
working, of the vocational secondary schools [cf. abstract No.
4/B 50'189, Vol. 12,on the establishment of these schools, the subjects
taught, etc.1. The survey covered 21 schools and produced the follow-
ing findings regarding the syllabus and practical training offered to
pupils.

1. Syllabus. The number of class hours spent on physics is lower in
the vocational secondary schools (8 hours a week throughout the year)
than in the general secondary schools (12 hours a week). The difference
is partly compensated by the mechanical and electrical engineering
courses, which also include instruction in physics. It is obvious, how-
ever, that replacing even part of the physics course with general techni-
cal studies means that the pupils cannot hope to reach the level expected
in the secondary school leaving certificate examination (matura) and the
entrance examinations to institutions of higher education.

Pupils in the vocational secondary schools have to study a greater number
of subjects (23) th:m those attendin le general secondary schools (17).
This causes certain learning difficulties especially in regard to languages,
physics and mathematics, the number of hours devoted to these last two
subjects being considerably smaller than in the general education system.

It follows that the number of hours spent on these two basic scientific
subjects in the vocational secondary schools should be increased, as far
as possible to equal the number of hours spent on them in general
secondary schools.

2. The pupils' practical training amounts to 1,634 hours over 4 years,
with 90 hours in the laboratories, 1,360 on training for production and
184 in actual production work. Whether this training is successful
depends mainly on the adequacy of laboratory and workshop facilities.

(cont'd)
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This is of special importance for training in laboratory work, the aim of
which is to stimulate the young people's interest in laboratory research re-
lated to their future employment. The schools should pay special attention
to organising this training in laboratories that are properly equipped.

The proportion of girls in the schools was considerable: 60% of all pupils
enrolled.
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Industry in Hong Kong is currently characterised by.an acute shortage
of skilled manpower. This shortage may be attributed to: (a) the rapid
expansion of Hong Kong's industry (particularly light manufacturing for
export) in the past 25 years; (b) insufficient training of an acceptable
standard to keep pace with this expansion.

In September 1965 the Government appointed the Industrial Training
Advisory Committee (ITAC) [cf. abstract No. I/B 48982, Vol. 111 as a
non-statutory body representing Government departments, workers' and
employers' organisations and other interested parties. ITAC's terms
of reference excluded some industries and it subsequently proposed the
reorganisation of the ITAC complex into a permanent statutory body to
be called the Hong Kong Training Council which would cover all industrial
sectors.

ITAC surveys carried out between 1967 and 1970 indicated that within a
total workforce of almost 410, 000 the existing annual shortfall in skill
requirements represented:

- vocational and technical education facilities: craftsmen, 5,584;
technicians, 2,601;

- in-plant training facilities: craftsmen, 5, 684; technicians, 2, 679.

On the recommendation of ITAC an apprenticeship unit was established
within the Labour Department at the end of 1969. Even so the imbalance
between available apprenticeship places and the demand for skilled
workers remains critical.

Furthermore, by 1974, it is planned to expand the polytechnic to 4, 000
full-time and 20, 000 part-time student enrolments. An equivalent ex-
pansion of training facilities at lower levels is needed to secure a better
craftsman/technician ratio.

(cont'd)



2/B 52934 page 2

The skill shortage is aggravated by an educational system which puts undue
stress on academic studies. Enrolment in secondary type education in
September 1971 was as follows: 5-year academic secondary schools,
93.4%; 5-year technical secondary schools, 3. 3%; 3-year prevocational
secondary schools, 3.3%.

In July 1970 the Government announced a "new policy on post-primary
education" to provide 3 years of aided post-primary, vocationally oriented
education for 50% of the 1240-14-years age group by 1976 and for 100% by
1981, if necessary paying for attendance in private schools. It should be
noted however, that of the 163,000 places in the new scheme only 11,000
(6.7%) are non-academic.

Even with 20% of the available time allocated to practical subjects,young
people graduating from these schools will hardly have acquired marketable
skills or the necessary practical experience. No mention is made of
vocational counselling and there is no assurance that the pressure on white-
collar jobs will be reduced once the scheme is in operation.

Adequate development of vocational training and technical/vocational educa-
tion requires:

strong Government action to provide the impetus for the expansion of in-
plant training facilities, especially apprenticeship, e.g. the introduction
of an industrial training Act similar to the Industrial Training Act of
1964 in the United Kingdom [cf. abstract No. 1/B 09825, Vol. 3);

- special attention to be given to the problem of manpower imbalances (ex-
cessive supply of unskilled, over-emphasis on technician and commercial
training);

prevocational training to be an integrated part of secondary education;

- expansion of specific vocational and technical courses at secondary and
post-secondary level;

- upgrading of technical and vocational training and education at all levels;

the development of vocational counselling at secondary education level;

- data gathering and research on skill requirements and on employment and
training problems in all sectors of the economy;

- the establishment of recognised criteria for the definition and measure-
ment of skills.
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COIF

In response to a request from the 15th Assembly of the Inter-American
Commission of Women (Bogot5, July 1970) the Organization of American
States (OAS) convened the Inter-American Specialized Conference on the
Integral Education of Women at Buenos Aires (Argentina) from 21 to 25
August 1972.

The agenda of the Conference consisted of tv., main items each with a
number of sub-items:

(1) cultural patterns and political, social, cultural, economic, pedagogi-
cal and other causes that have determined the present position of
women in American society;

(2) America and a new role for men and women (formulation of roles;
concrete action to bring about a change in attitude with respect to
the new roles of men and women).

A large number of resolutions and recommendations were adopted by the
Conference. The following are some of the points made in the various
texts:

- there is a need for intensification, updating and adaptation of asystema-
tic education for women (including various forms of on-the-job train-
ing) in order to make men and women more aware of their role in the
labour force and in political and social fields;

- the scope and depth of research and experimentation need to be con-
stantly increased in order to(1) to achieve greater flexibility of educa-
tional systems and (2) evolve new forms and new patterns of education
which will give women equal opportunities to attain the qualification
levels they need in their occupations and work;

- school curricula at secondary education level need to be reviewed in
order to encourage the elimination of differences of orientation based
on sex; de facto discriminations that prevent women's access to

(cont Id)
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certain professions, later leading to differences in wages, should be
eliminated;

- measures should be taken to eliminate discrimination regarding access to
higher education; such measures could include equality of residential
facilities for men and women students; repetition of courses at different
hours during the day; establishment of nurseries, elementary schools and
other facilities so as to make it easier for women to attend courses;
improved orientation and guidance facilities, and in particular the intro-
duction of such facilities at secondary school level, taking into account the
problem of matching the aptitudes and interests of youth and the national
planning of employment possibilities in each country;

- a review of educational practices school guidance, textbooks, occupa-
tional testing materials, teacher training, teacher-student relationships -
is needed so that women may develop their individual talents free of social
prejudice;

- measures should be taken to encourage the inclusion of women in trade
unions and to encourage also their active participation in trade union
activities;

- member States should take steps to assemble more precise data on the
supply and demand for female labour and on technical changes in occupa-
tions necessitating additional training; at the same time action should be
taken to promote courses o: accelerated training for providing such
additional skills and to ensue equal access to such training for both men
and women;

- the national authorities and the OAS secretariat should take steps to en-
courage an exchange of ideas and evaluation of experience among them on
current educational and cultural projects and on research towards
developing new programmes for the women of the Americas.

[The final report is available in Spanish.]
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There are an estimated 560,000 persons thr.)ughout the United States who
are becoming hard-core heroin addicts a I.. gyre than 10% increase over
a 1960 estimate. The following is a review of some of the issues in re-
habilitating the hard-core addict.

Treatment modalities. Major rehabilitation settings are usua.ly insti-
tutional or community-based whose services include group encowiter,
chemotherapy, therapeutic communities, half-way houses, multi-
modality approaches and systematic follow-up. The community-based
approach is a co-operative venture involving many agencies and including
the critical factors described below.

Community resources. Some type of community centre, facility or
project for drug addiction seems necessary to develop a viable pro-
gramme and generally requires special funding (federal, state and/or
local). Vocational rehabilitation programmes will have varying roles
to fulfil depending upon the particular community setting and resources.

Immediate services. The hard-core addict will often require immediate
attention to his "crises". He must generally undergo detoxification.
Emergency medical treatment should be provided to those with additional
problems requiring immediate attention. Urgent family and financial
problems often follow along with personal, social and vocational diffi-
culties.

Client selection for treatment and rehabilitation services. Guidelines
for selection of programme participants vary considerably according to
treatment approach. Factors generally include the degree of addiction,
age, legal compulsion, and former failure in other programmes. In
determining client feasibility for vocational rehabilitation services,one
should consider: (1) basic medical information; (2) vocational assess-
ment results; '3) successful participation in an on-going addiction
treatment programme; and (4) demonstration of readiness for training
or employment.

(cont'd)
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Vocational rehabilitation. Therapeutic counselling methods for addicts are
similar to those used with people having emotional problems. The use of
ex-addict counsellors in group confrontation techniques, however, is unique.
Continuous vocational rehabilitation counselling is seen as an important part
of a total "life-style change" programme, helping the addict to cope with
reality and achieve vocational goals. Althoug; the addict may be placed
directly on a job, transitional training programmes (on-the-job training,
vocational school or college) are considered more appropriate.

Follow-up services. Follow-up counselling of the drug addict after success-
ful completion of the rehabilitation programme seems to be the least developed
phase of rehabilitation. Yet research indicates that without follow-up ser-
vices In the addict's own community he is likely to return to drugs. Lack of
funds and trained personnel makes prolonged follow-up difficult. A communi-
ty approach is more effective than an institutional setting. Half-way houses
can serve to integrate the addict gradually back into the community.

Rehabilitation staffing. Rehabilitation counsellors can be recruited from
existing regular programmes. Among their functions they have a special
responsibility for contacting employers, clarifying employers' misconcep-
tions about addicts and addiction, and working out hiring arrangements.
Former addicts seem to function well as counsellor aides, forming a good
peer relationship with addicts in treatment. The combination of ex-addict
and professional staff members provides a more effective counselling re-
lationship. Special training for both should provide expe-ience in encounter
groups, counselling techniques, self -awareness, me Meal 'and legal aspects
of addiction and communication skills.

Programme evaluation. What is considered success in addict programmes
is not always clear cut. Programme comparisons are difficult, particularly
since different criteria for success are used. Results suggest that a signifi-
cant number (approximately 50% or more) of hard-core cases can benefit
from rehabilitation services, but there appears to be no single successful
treatment approach.

Suggested areas of research and development; attitude-value patterns mani-
fested by drug counsellors can often undermine the rehabilitation process.
Future research should concentrate on counsellor attitude-value
most frequently associated with rehabilitation success in order to improve
counsellor selection.

Other fields for research: the effectiveness of the upgrading of ex-addicts
to para-professional positions; counsellor training to promote communication
and understanding of subcultures; measures to help addicts to judge their
own ability and readiness for work (too frequently they are placed on jobs
prematurely or allowed to remain in school too long); the role of workshops
to promote work adjustment.
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This report contains two studies related to the problem of unemployment
in Africa and Asia, in particular the problems of youth unemployment.
This abstract deals only with the situation existing in Africa.

During the 1960s almost all African nations placed high priority on rapid
expansion of their systems of forma: education as instruments of social
and economic change. It soon became evident that this rapid expansion
of school facilities and enrolments, especially at the lower levels of
education, was leading to a major dilemna of absorbing 'xlucated youth
into productive work once they had completed their schooling. Open un-
employment among these young people has row becorne a cential concern
of governments and people.

Such widespread youth unemployment has a high social and economic cost.
Given that the distribution of income and property is unequal in most
developing nations, unemployment of this magnitude accentuates these
inequalities by pressing down wages and the earnings of the self-employed.
Furklermore, too great an exc,ius of educated youth from rural areas can
lower farm production and retard agricultural modernisation. Such a
rapid influx into tho cities puts an enormous strain on municipal facilities
leading to urban squalor and shanty towns. If a society becomes more
and more divided into the "haves" and the, nots" there is a distinct
threat to national stability.

The view is sometimes put forward that in the long run the problem of
jobless educated youth will solve itself. Exponents of "manterly in-
activity" claim that given time educated youth will revise their expecta-
tions and settle for available employment with less-preferred employers
or settle within modest, probably rural, family enterprise's. Evidence
shows, however, that this type of unemployment is not self-correcting
and that the numbers of jobless become greater each year.

(cont'd)
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In previous strategies for development the possibilities of raising labour
utilisation have hardly been considered seriously. Rather than being an
essential objeuive, the provision of employment is usually regarded as a
by-product of development. Contrary to expectations, the greater the ex-
tent of progress made in improving the economy the greater the incidence of
underemployment and of open unemployment.

It is evident that the employment problems of youth in most African countries
can only be solved over the long term. It is equally evident that immediate
action is needed in relation to the current situation. This means that
governments have to step in with immediate crash employment and relief
programmes, as otherwise the continual increase in unemployment could
have most undesirable economic, social and particularly political con-
sequences.

Generating significantly more jobs depends on measures taken by the central
government throughout the economy: manpower policies related to maximum
employment opportunities; external aid channelled increasingly to generating
greater local employment; investigations to determine where the margins of
advantagu really are as between labour-intensity and capital-intensity in pro-
moting development; reorganisation of land ownership and tenure; strategies
for modernising agriculture; increased pubLc work projects; appropriate
fiscal policies; greater financial allocations towards building up the-infra-
stricture rural areas. These are the broad principles which should
govern future action. However, it is only through analysis of specific
national situations that detailed policies, likely to be successful, can be
designed to generate substantially more employment.

Education and training, as an integral part of the processes of social and
economic development, will have its important place in any new emphasis.
Formal education must be aligned with national economic objectives.
Greater attention must be given to out-of-school educatio,,-. which has been
mere or less neglected up to now. It must be integrated with the over-all
national education plan. The problem is such that it calls for a high compo-
nent of on-the-job training and other types of out-of-school education.
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A survey has been carried out by the Social Survey Division of the
Office of Population Cenruses and Surveys, on behalf of the Department
of Employment, in order to investigate the post-training careers of
trainees during the two-and-a-half to three years immediately following
their course at Government Training Centres (GTC) in particular, the
extent to which trainees remain in their training trade and any pre-
judice against GTC trainees on the part of employers, trade unions and
work-mates.
The survey covered GTC trainees who completed their training course
(1) in the Iast 4 months of 1965; (2) during the first two quarters of
1966. 4,256 trainees were interviewed (72% of the total sample), and
asked to fill in a questionnaire covering previous employment,
experience of government training centres; post-training jot :dstory,
family circumstances and job satisfaction.

Population: all the trainees wer, :nen. 5E.1% were under 30 years of
age at the time of the course. 10.5% were unemployed, 4.4% were
sick and 5.3% were in the armed forces prior to GTC eif;,ry. 15% wen-.

disabled.
The trainees' principal source of information about GTCs was: employ-
ment exchange, :13.5%; personal contacts, 29.6%; advertisements,
12.5%. Of the disabled 49.6% named the employment exchange and
26.8% medical sources. The main reason for going to a GTC (given by
70.1%) was the desire to acquire a skill.

Choice of training course: 92.6% had received training in a trade which

was their first or second choice.

Course evaluation 49% of the trainees thc:,-;ht the course was too short,
4.4% thought it was too long. A substantial minority (21.6%) were
critical of the c,' arse. The main criticisms were "not practical

(cont 'd)
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enough", 17%; "too much time spent on out-of-date practices", 9.4%; "rushed
things too much", 8.8%. The desire for more practical work was given
greater emphasis in answers to specific questions about the amount of practical
work and lectures.

Family circumstances: 59.3% of the trainees were married. Nearly 75%
had dependent children. 30.7% reported financial difficulties during training.

Job placement: 58.1% of 1st jobs were obtained through official agencies
(GTC 41.3%, employment exchange 16.8%). Thereafter the GTCs help
was practically never invoked and the main sources of information were
personal inquiry at firms, through friends or relatives and press advertise-
ments. 22.9% believed that GTC officials could have given them more help
in securing employment.

Subsequent employment patterns: in the 31/2 years since the course, trainees
had had, on average, 3.31 jobs. 57% had always worked in their training
trade since leaving the GCT. 5.9% had never done so. 90.2% of 1st jobs
were in the training trade (20.2% not at full status). At the time of the inter-
view 64.1% of jobs were in the training trade (6.2% not full status). The per-
centage of trainees working out of the training trade rose between 1st and 2nd
jobs: from 10.3% to 38.9%.
Rates of pay: 38.6% of trainees said the take-home pay in the job was as
expected. 34% said it was less and 18.9% that it was more. Roughly one-
seventh of trainees were not paid the recognised rate for the job after more
than two and-a-half years.

Trade union affiliation: before going to GTC45.2% of trainees had beer,
members of trade unions; at the time of interview the percentage was 55.8%.
For most trainees, particularly the younger ones, the question of trade union
membership is of minor importance.

In 36% of all jobs done by trainees there was no union organisation. Where
union organisations existed, tecognition was not accorded to 45.9% of 1st
jobs. This fell to 24.6% at the time of the survey. Just under three-
quarters of the trainees said the altitude of the trade union made no differ -.
ence to them in their poi - training careers.

Job satisfaction: apart from the financial benefits (63.7%) which may accrue
from GTC training, other benefits mentioned were: job security, 24A%;
greater interest in the job, 38.3%; good working conditions, 19,9%; pleasant
work-mates, 17.6%; greater responsibility, 9.3%; career prospects, 7.5%.

Attitude to C CCs: 90.3% of trainees would recommend others to undertake
GTC training. However, 42.7% admitted disadvantages, which work-
mates' L:nd employers' antagonism to trainees are the most important.
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A study of some magnitude conducted in 1971 in the Austrian province of
Styria produced some interesting findings on the type of studies under-
taken by gainfully occupied persons.

When gainfully occupied adults undertake further education in institutions
of what is 'mown as the "second channel" (Zweiter Bildungsweg) for ad-
mission to university or other higher education colleges, they have
generally made a clear choice, at the outset, of the second career they
hope to follow.

Out of a group of 250 students studying at these "higher education schools
for persons already in employment" (allgemeinbildende hohere Schule
fiir BerufstNtige), only 14 changed their original choice during the course.
Out of 46 students who started.with the intention of becoming secondary
school teachers, 3 turned to other careers; out of 32 whose original
choice was the legal profession, 3 also changed their mind. The group
of 37 persons who had chosen to enter the teaching profession (up to
junior secondary level) increased by 7; the 24-Who had selected senior
technician level courses increased by 3.

The 250 men and women in the sample were employed in one of the
following occupational fields while pursuing their studies:

(a) retail salesman, technical salesman, civil servant (142);

(2) skilled worker, craftsman (80);

(3) miscellaneous (28).

The careers for which they. had undertaken the preliminary studies were:

(cont'd)
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Current occupation
--Groups

Intended career I ; T. 3

Medicine 9 4

iTotal

3 16
Theology 1 2 3

Law 17 10 2 29
Technology 17 18 3 38
International commerce 1 - 1 2

Agronomy 1 2 3

Social and economic sciences 5 3 - 8
Music and other arts 4 4 3 11
Pharmaceutics - 1 4
Pedagogics, psychology ...,8 3 2 13
Biology . . 3 3 - 6
Interpretation ! 4 1 2 t 7

Teaching, senior secondary school 32 15 : 3 50
Teaching, junior secondary school 35 16 3 ' 54
Miscellaneous 4 1 1 ; 6

The table shcws that in most cases the choice of second career is influenced
by the current occupation. The students are of mature age. When embark-
ing on a new road, they endeavour to turn their previous knowledge and ex-
perience to account. The further one advances in age, the more difficult it
is to enter for a completely different occupation.

The studies in these second channel institutions are arduous. Great
personal effort is called for on the part of the participants to rectify the
effect of inequality of opportunity suffered in earlier life. The student en-
counters difficulties which he has already experienced: prejudice from
teachers and from their fellow students, difficulty in putting thoughts into
words, classes lacking in homogeneity because of the widely diverse origins
and standards of the participants. It is important, however, that the
schools increasingly achieve their purpose of opening a door to the educa-
tionally underprivileged groups of society: women, adults from working
class families and from rural areas. The industrialised provinces should
give this second channel of education the support that it requir and so
encourage the growth of institutions which help to create an invaluable
"pool of talent" (Begabungsreserve).
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[The University Institutes of Technology (Institute universitaires de
technologie IUT) run 2-year courses for higher technician level per-
sonnel for industrial, commercial and administrative functions. The
courses lead to a University Diploma in Technology (dipleme universi-
taire de technologie DUT) [cf. abstract No. 1/B 5625, Vol. 4 and
1/B 11175, Vol. 51.7,

A survey has been made of the career patterns of graduates from the
IUT of Lorraine, a region where the demand for technician level per-
sonnel is very strong, owing to the rapid expansion of the processing
industries and the service sector, and where IUT capacity is not fully
taken up.

Sample and method

A questionnaire was sent to 839 graduates of the following faculties:
mechanical engineering 219; applied biology 210; data processing
95; business administration 90; information services 80;
marketing 53; civil engineering 35; chemical engineering 35;
quantity measurement 22. The average age of graduates was 22-23
years.
The questionnaire included questions on: personal data; course taken
and DUT diploma obtained; any further education at a higher level;
employment position; opinion on IUT training received; the relationship
of training to employment.

The views of employers in the area who were employing kir had employed
the services of IUT graduates were obtained by direct interview.

Findings

655 questionnaires (78%) were returned. Of graduates replying, 467
were in employment; 23% still had to ch their military .,ervice; 17.5%
were taking ..111-time university degree courses; 6% were taking more

(cont'd) .
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or less part-time courses; 5% were doing a period of practical training.
The graduates in employment were in the following occupational fields:
teaching, 14.5%; iron and steel, 9%; food industries, 8.5%; health
services, 8%; dairy industry, 7%; agrioulture, 6%; chemical industry, 6%;
public administration, 6%; other service activities (private), 6%.

Practically all the graduates had had to take pre-employment training courses.
One graduate in three had already had the possibility of following a further
training course; 82% of them were satisfied with their jobs.

Graduates' opinions on the IUT
The multi-purpose training at the IUT was generally consider;r1 satisfac-
tory, but the practical training was thought weaker than the theoretical
side, and this could cause problems at work; the t-aining was not related
to the job as far as graduates with a DUT diploma in teaching were con-
cerned.
The compulsory practical training period (usually 4-12 weeks at the end of
the 2nd year) was too short.
There was a lack of information about employment openings for DUT dip-
loma holders and employers knew very little about the potential of man-
power turned out by the IUT and about the graduates' skills.
They were often in competition with university graduate engineers whose
training had a higher market value than that of the IUT graduate.

Views of employers
The general education and the attention given to social sciences was
appreciated, but IUT graduates were thought to lack sufficient practical
training, with the result that their work lacked precision.

- Graduates were very open to the prospect of continuing training.
A large number of IUTs had been set up in areas where they had in-
sufficient industrial backing.

Recommendations
1. The introduction of a 3rd year, with a more practical content and which
would give a better preparation for active working life, should be considered.
2. The end-of-course practical training period should be followed by further
training either in an IUT or in sonic other organisation.
3. Some way of reducing the excessive number of IUT graduates going on to
university courses should be looked for.
4. The position of IUT teaching graduates should be looked at, from the point
of view of their integration in the national education system.
5. An information service was needed to tell both students and employers
about the objectives of IUT training, the diploma content and the openings
available.
6. There should be close and permanent links between the IUT and local
industry.
7. Industry should be consulted about any proposal to site an IUT in their
area and about syllabi, so that training could be aligned realistically with
occupational opportunities.
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This report was prepared by a special task force to the Secretary of the
Department of Health, Education and Welfare under the auspices of the
W.E. Upjohn Institute for Employment Research. It examines facts
about the current nature of the work that have ominous implications for
social and economic prosperity. The task force reviewed current liter-
ature and special papers were commissioned through the Upjohn Institute
for those issues identified as requiring further study. Widescale inter-
views were also carried out with blue-collar and white-collar workers.

Dull, repetitive, seemingly meaningless tasks, offering little personal
challenge or autonomy, are causing discontent among workers at all
occupational levels. One of the main problems is that work has not
changed fast enough to keep up with the rapid and widescale changes in
worker attitudes,aspirations, and values. Many workers at all occupa-
tional levels feel locked in the opportunity to grow lacking in their
jobs, challenge missing from their tasks. Work related problems often
result in declining physical and mental health, greater family and com-
munity instability, less balanced Sociopolitical attitudes, and increase
in drug abuse, alcohol addiction, aggression, and delinquency. Workers
and society are bearing medical costs that have their genesis in the
workplace.

Experiments show that productivity increase3 and social problems de-
crease when workers participate in the work decisions affecting their
lives, and when their responsibility for their work is buttressed by part-
cipation in profits. The redesign of jobs to permit participation must
go well beyond what has been called "job enrichment'' or "job enlarge-
ment"; the aim is the humanisation of work.

Clearly, the first and most importani element in job satisfaction is to
have a job. The quality of work cannot be dealt with adequately until
there is a sufficient quantity of work. However, the creation of disatis-
fying jobs id an inadequate response to the problems of unemployment.

(cont 'd)
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The quality considerations that play a role in the redesign of jobs and in the
retraining of workers must go hand in hand with the quantity issues in a com-
prehensive approach to creating jobs.

Despite the adverse inflation-unemployment trade-off, there are many steps
that can be taken which, while keeping inflation at reasonable levels would
permit the adoption of a vigorous job creation policy. There should be basic
redesign of jobs to allow more individual responsibility and autonomy.
There should be retraining or "self-renewal" programmes for any worker
who wants job mobility or a second career; there should be government com-
mitment to a "total" rather than to a "full" employment eci nomy, which
leaves approximately 4.5% of its citizens without jobs. Such a commitment
would require the government to adopt selected expansionary monetary and
fiscal policies to maintain the maximum amount of employment consistent
with tolerable rates of inflation. It follows that if autonomy, participation,
challenge, security, pay, mobility, comfort, and the opportunity for inter-
action with co-workers are increased, the satisfaction of workers with their
jobs should increase.

While in the short run such measures for job creation might require extra
funding from the Federal government, in the longer run the increased em-
ployment should result in significant reductions in costs for welfare, unem-
ployment compensation, manpower programmes for disadvantaged, crime
protection and control, and social services.

There are specific roles for government, management and trade unions in the
redesign of work. Governments can and should act as a catalyst to en-
courage and aid union and management efforts to redesign work. The failure
to do so will result in ever increasing social costs. Steps could be taken
to set up a public corporation to provide a resource to which management
and labour can turn for advice and assistance. However, work redesign is
not a sufficient response to the problems that arise. Today's challenge to
the educational system is to produce satisfied workers. The new emphasis
on "career education" in the secondary education system Icf. abstract No.
1/B 49205, Vol. 111, will succeed only to the extent that the concept develops
within an understanding of the current problems that exist in the world of
work. The proper precursor to satisfying work is a satisfying education.
Schools should be viewed as workplaces as much in need of job redesign as
other workplaces.
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Translation

Subject analysis Command paper outlining the Government's proposed new organisational
structure for employment and training: main bodies and their functions
(Manpower Services Commission and subsidiary agencies); powers and
responsibilities; staffing; counselling and rehabilitation; timing.

Contents analysis The Government propose to reform the arrangements for promoting the
efficient working of the employment market, including the youth employ-
ment service and the industrial training board system. Essentially the
purpose is to achieve better co-ordination of employment, training and
counselling services and to ensure that the activities of these services,
of the education authorities and of industry are in line with and promote
general manpower policies.

The new structure for achieving these objectives will consist of:

- a Manpower Services Commission and its oubsidiaries, the Employment
Service Agency and the Training Services Agency;

- the industrial training boards set up under the 1964 Industrial Training
Act Icf. rbstract No. 1/09825, Vol. 31;

- the local education authorities;

- the Agricultural Training Board.

The Manpower Services Commission will have a tripartite &ructure,
consiaing of a chairman, 3 repreLentatives of ern:oyers' and 3 of
workers' organisations, 2 persons appointed after consulting organisa-
tions representing local authorities in Er -land and Wales and in Scotland
respectively, and one after consulting pl.,: -9ional education interests.

Within the context of general *manpower policies agreed with the Secretary
of State for Employment, the Commission will be responsible for:
planning, developing and operating the public; employment services, the
Professionr4 and Executive Recruitment Servfce (PER), the Occupational.
Guidance Service, etc. ; prom training for employment (e.g. the
Training Opportunities Scheme. co-o;:.t..atIng the work of the industrial
training bot.,Ils; providing eml.',Jyment, training and rehabilitation
services for the disabled; collecting statistical ant other information
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from employers; conducting or supporting research. It is to replace the
present Central Training Council.

The Employment Service Agency (at present operating within the Department
of Employment) and the Training Services Agency being set up within that
department, are the executive arms of the Commission. Under its direc-
tion they are to be respons,ble for the operational activities of the Commis-
sion and for co-ordinating the work of the industrial training boards.

The industrial training boards will no longer be obliged to raise a levy but
will still have the power to do so. The Commission may direct a boa to
submit levy proposals but any such levy will normally not exceed 1% of the
payroll. Firms or establishments with adequate training standards will
thus be freed from the complications of the levy/grant system, while still
availing themselves of boards' services. Boards will have both the
authority and the msponsibility secure adequate training in their in-
dustries; their p) oposals will be submitted to the Commission for approval.
Since many firms will not be paying levy, the administrative expenses of
boards will he met by the Commission.

Local education authorities must arrange vocational guidance services for
people attending educationa! institutions and an employment service for
people leaving them. Young people who, after they have first entered em-
ployment wish to continue to use the services of the local education authori-
ties should be free to do so; local education authorities should be able to
kr.sp in tout', with the 3e whom they have helped. The authorities will be
-elieved of some of their Dormer administrative duties; they will be
expected to consult and co-operate with each otherwith a view to achieving
efficient performance.

Agricultural training_ig to be the responsibility of the respective agricultural
ministers and forestry training will remain that of the Forestry Training
Council (as since 1971). The Agricultural, Horticultural and Forestry
Industry Tntining Board will 'le renamed the Agricultural Training Board.
I will retain its present composition and be independent of the Training
Slivvices Agency.

The nest '.rrangernents should become operative in the course of 1974.

[A Bill introduce the ne v structure and amend the relevant passages of
the 196 iAlustrial Training Act the Employment and Training Bill
was put :.efore Parliament in March 1973. London, HMSO, 1973: Bill 82,
53 p.1
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Book on the contribution that can be made by adult education proorammes
to modernising agriculture: implications of a new integrated approach;
functional literacy; use of mass media; specific rather than global
orientation of adult education; role of research and the universities;
voluntary Jr anisations; a 8 endices.

[This book points out the potential of adult education programmes in
spreading the benefits of new agricultural techniques to agricultural
workers. This abstract deals only with the general implications of a
new approach to such programmes if they are to be successful.

Agricultural development in India has been characterised by the follow-
ing stages: introduction of high-yield seeds; utilisation of pesticides
and fertilizers; increase in the demand for credit facilities. The
results have benefited a relatively small number of farmers. The
next step is to spread the benefits of new agricultural technology to a
wider circle especially to small farmers and landless agricultural
workers. In this respect adult education has a major role to play.

Further agricultural development calls for a systems approach to the
inter-relationships affecting agricultural development in specific areas.
This will enable adult education programmes to be organised within the
supportive framework of a vast network of resources all directed towards
educating the agricultural population. For example, adult education
must be harmonised with the advice given by credit companies, central
marketing agencies, manufacturers of agricultural produ3ts and others.

To be effective, farmers' education and training needs a new approach
taking into account inputs from other sources. The implications of such
an approach are outlined below..

1. Adult educators must identify those economic development schemes
in which adult education can and should be a critical factor.

2. New techniques must be linked to a training and educational pro-
gramme to equip farmers to make use of such techniques.

3. Functional literacy must be reconceived. The adult educator should
consider the preparation of vocabulary for specific production pro-
grammes.

(cont'd)
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4. If, in a particular area, an agency is promoting the use of a particular
input be it mac.hinery.or crops then there are highly favourable condi-
tions for the introduction of an eduLtional programme.`

5. Adult education can no longer be planned on a territorial basis. It must
be organised for specific production programmes and for the localities or
regions in which such programmes are implemented:

(a) in areas where river valley projects have brought new land under irri-
gation, farmers should be taught skills which will enable them to get
the maximum output from the newly available water;

(b) land reforms which provide land to farmers who were formerly landless
should be accompanied by training programmes on how to maximise the
productivity of such land;

(c) where the land has been newly reclaimed or where owing to a transfer of
population, people have to be newly settled, there is need for a training
programme both in appropriate agricultural methods and in the way of
life of the area.

Furthermore, certain pedagogical principles are essential if adult education
for farmers is to be successful: (1) prior identification of problems relating
to individual people, local geographical conditions, economic conditions and
government regulations; (2) establishment of the relationships between
various farming operations in order that trainees will. understand the reper-
cussions resulting from the introduction of new techniques;., (3) use of
practical demonstrations at the place of work as the main method of instruc-
tion; (4) continual updating of training methods; (5) an environment of
equality between the instructor and the learner; (6) the creation of continued
motivation to learn,supported by correspondence courses, follow-up leaf-
lets, sale of subsidised books at subsidised prices, local discussion groups,
etc.

The use of mass media for adult education programmes is a national neces-
sity in a country with limited resources. Such programmes should be care-
Lily planned within the oer-all framework of all other activities. They
should be planned, implemented and reviewed by a multi-disciplinary team
which includes agricultural experts and adult educators.
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Translation Education, the employment market and economic growth

Subject analysis
Research report on the relation between education and training, the
employment market and economic growth: preliminary sketch of a model
for analysing and forecasting the long-term evolution of the occupational
qualifications of the active population.
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[The author and his research team consider that the value of this report
lies legs in the quantitative data it gives than in the basis and methods
suggested for the planning of education and training. The report has
aroused keen public interest, however, because of the substantial over-
supply of university graduates it suggests for the future. ]

Research objectives. The aim was to show that a very wide range of
factors influence the system of education and training, and that an attempt
must be made to project its probable long-term evolution in relation to
the general aims of economic and social policy.

The structure and evolution of the employment market are also subject
to the interplay of a very large combination of socioleconomic factors.
It was thought best to begin by studying employment supply and demand
separately, and then to compare the findings in the form of a "balance
sheet", so as to determine the likelihood of various shortfalls and
oversupply in trained personnel.

The table which follows sets out the essential findings.

(cont'd)
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Projections for 1980

Total
manpower
available

Manpower
needs

Shortfall or
surplus (as
% of needs)

I. Level of training

(Schools)
Primary 1,828,947 1,768,340 3.4
Junior secondary 760,826 882,742 - 13.8
Senior secondary 200,816 226,090 - 11.2
Technical secondary 82,109 55,482 + 48.2
Post-secondary 189,357 129,501 , 46.2

Total 3,062,155 3,062,155

II. Field of specialisation

Theology' 7,510 13,084 42.6
Medicine 32,650 20, 672 + 59.2
Law, economics,
social sciences 48,087 37,144 + 29.5

Philosophy, literature 32,650 12,571 +159.7
Natural sciences 38,611 22,472 + 87.0
Technical specialities 26,540 22,472 + 18.1
Agronomy and forestry 3,043 2,908 + 4.6

Total 189,091 130,323
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This book is one of a series on problems related to the economics of

education, It tries to answer the question: What is the connection
between the number of educated people and the productive efficiency of

the economy? It reviews 53 case studies of the returns to education
representing the experience of 32 countries.

Although further research is needed in order to proVide conclusive
answers to the questions asked, the results presented in this study seem
to indicate the following general conclusions.

Education has both a private and a social monetary return which are
substantially higher in less developed than in advanced countries. This
statement does not deny that education has other than monetary effects.
All it says is that by treating education as a form of investment it is
possible to quantify at least one of its multiple effects.

The most profitable educational level in most countries is the primary
one, while higher. education shows a modest monetary return, parti-
cularly in advanced countries. This suggests that arguments for
universal primary education based on human rights are also supported
by good, economic sense.

Returns to investment in human capital are well above the returns to
physical capital in less developed countries, while the two types of re-
turn are of almost equal magnitude in advanced countries. This sug-
gests that less developed countries should give greater emphasis to
investing in human as against physical capital, while in advanced
countries considerations other than economic returns (e.g. equal
opportunity) must be invoked to justify the further expansion of the

educational system.

Investment in education contributes substantially to the rate of growth
Of output in most countries, particularly in the developing countries.

(cont!d)
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- Labour with secondary educational qualifications seems to contribute
more in output than it is paid for. Secondary school leavers seem to re-
ceive about half of what they contribute to production; primary school
leave7.s seem to be slightly overpaid.

- Higher education is very expensive in relation to the other levels of educa-
tion, particularly in less developed countries. This suggests that plan-
ners should be particularly careful to assess the benefits from this level
of education before proposing expansion.

- The widely debated issue of whether a country should emphasise technical
secondary rather than general secondary education was not resolved,
since the evidence asses ibled was contradictory on this point.

- Earnings inequality by educational level decreases as the level of develop-
ment rises, but the growth of physical capital in the developed countries
appears to work against further movements towards earnings equality.

- There is a high degree of substitution in production between different types
of educated labour. This suggests that future expansion of the educational
system should be based on calculations of relative costs and benefits rather
than on manpower needs.

There is a very handsome return for those who graduate in the home coun-
try and subsequently emigrate to the United States. This eccnomic pay-
off explains the phenon,t!lon of the brain drain better than mo'-e convention-
al measures such as dif3rc es in the standard of living.

The countries covered by the study are: Belgitund,,Brazil, Canada, Chle,
Colombia, Denmark, Gennany, Ghana, Greece, Hawaii, India, Israel,
Japan, Kenya, Malaysia, Mexico, Netherlands, New Zealand, Nigeria,
Northern Rhodesia, Norwa: , Philippines, Puerto Rico, Singapore, South
Korea, Sweden, Thaiia.71d, Turkey, Uganda, United Kingdom, United States
of America, Venezuela.

Appendices: The sensitivity of rate of return estimates to the shape of the
age-earning profile: comparative information on the contents of existing
profitability studies; sources of rate of return estimates; unit social costs
by educational level; estimation of human and physical capital per member
of the labour force; distribution of the labour force by educational level and
relative ,aras; rate of return patterns and alternative measures of uevelop-
ment; statistical tables; bibliography.
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The "integrated priority action zones" (zones d'actions prioritaires
integrees ZAPIS) represent an approach to development based on the
systematic creation of appropriate structures for the improvehlent of
agriculture, of trade, of communications (particularly roads), of credit
facilities, etc. Education and training form part of this co-ordinated
development strategy, which advances on all fronts simultaneously.
The intention is that the organised rural communities will progressively
take over their own social and economic development and their cwn train-
ing, and achieve financial independence within five years.

The ZAPIS have been gradually introduced in different parts of East
Cameroon, beginning in 1967-68. They have accumulated a wealth of
experience. In 1970 a study was made of ;:.e project in order to assess
the part played by training in the establishment of regional and local
organisational structures. The study was restricted to one region.
[This abstract outlines the chapter dealing with training and education,
particularly the characteristics of training which may be regarded as
problems for wh-ie;, solutions are progressively being found. ]

Characteristics of training in the ZAPIS. Training is of crucial import-
ance for the project as a whole, in view of the ZAPIS' objectives (taking
over of development by the rural workers as soon as they are able to do
so, and financial autonomy within 5 years). Training must therefore take
into account development objectives and hay.. a dynamic quality both in
its theory and practice. Intended r ainly for adult rural workers
immersed in their work, family a'-d social lives, it must avoid treading
too narrow a path, since such peoi have little leisure and look for
rapid, tangible results.

Training is an investment for the future, which should be expected to pay
for itself, at least in the long run. train the rural workers them-
selves would be too expensive, hence the policy has been to train 3n-
structors from the same milieu who pass on their training to the masses.

(cont'd)
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In the beginning these individuals do not always possess the competence,
particularly the technical competence, needed to make an effective contribu-
tion to the success of the project. They also require appropriate pedagogi-
cal and general trainin.' before they can communicate what they have been
taught.

A distinction is drawn between training in the strict sense, conducted mainly
in organised courses, and informal training imparted through ordinary
working relationships and through the contacts between the instructors and
the rural population. Training in any event a_ lways has a mutual character:
the trainer trains himself by contact with the person he trains:

The lessons learnt during the training sessions are diffused in the course of
these daily contacts. To be concerned with the problem of training while
carrying out development programmes can interfere with the smooth running
of the programmes and may have financial repercussions; still, it seems
worthwhile to take administrative risks, since the final goal is more than
mere production. The structures being set up must be conducive to learning,
but so must the attitude of the persons living within the 'structures.

Organised training is the responsibility of everyone, not only of the training
specialist. The instructor takes the initiative, co-ordinates activities and
calls on the assistance of others according to the skills they have to Offer,
and little by little his role becomes less conspicuous. He follows the impact
of informal training, observes the problems and calls on the assistance of
others to an even greater extent.

The training is closely linked to the different structures on which the
economic and social development of the zone depends. The instructor is
therefore an agent for the. transmission of specific directions and decisions
along with his responsibilities for providing general training.

In conclusion, the first 3 years! experience with the ZAPIS shows that while
training has an impact throughout the project, it suffers from limitations (time,
finance). Its economic return is long-term and is difficult to quantify. It
is part of an integrated system and should be treated as such. Only in this
way will its efficacy grow. Experience also shows that to obtain the best
results there should be an autonomous training service, particularly with

_respect to finance.
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The education of the visually handicapped
London, Her Majesty's Stationery Office, 1973, 154 p. Price: £1.

Subject analysis

Report on the organisation of education services for the blind and partially
sighted: statistical data; current trends and problems; medical services;
needs of children under 5 years old; organisation of schools; curriculum
and teaching aids; further education; higher education and vocational
guidance; teacher training; need for national plan; recommendations.

Contents analysis A Committee of Inquiry was appointed by the Secretary of State for Educa-
tion and Science in October 1968 with the following terms of reference:
"to consider the organisation of education services for the blind and the
partially sighted and to make recommendations". Some of the major
recommendations made by the Committee are outlined below.

1. A rational plan should be drawn up for the distribution, organisation
and management of special schools and other educational services for
the visually handicapped.

2. In the national plan consideration should be given to the need for a
more even regional distribution of facilities for education, vocational
guidance and medical assessment'of the disability factor.

3. The Department of Education and Science should co-ordinate the
regional plans and establish a national committee to promote and oversee
the execution of the national plan.

4. A residential centre should be established serving the whole country
to-provide social training for blind young people who have severe addi-
tional handicapS and are not likely to respond to vocational training.

5. All schools for the visually handicapped with pupils of secondary
school age should enable as many students as possible to take courses
leading to recognised public examinations.

6. Schools for the visually handicapped should maintain close liaison with
further and higher educational establishments for the sighted,to facilitate
the assimilation of visually handicapped students.

7. Generous grants should be given by local education authorities to
visually handicapped students attending post-secondary vocational or
educational courses.

8. For the visually handicapped, vocational guidance should begin at
least 2 or 3 years before leaving school and for children in residential

(cont 'd)
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schools this guidance must be given in close consultation with the parents
and with the local careers officer.

9. A case conference should be held by a team of experts for every visually
handicapped pupil. The composition of the team will vary but it should
always include the careers officer.

10. No blind children should go straight into employment at the age of 16
but should co tinue full-time education and/or training until they are at
least 17 year old.

11. At least two years' experience in ordinary schools is essential before
teachers enter schools for the visually handicapped. In addition, teachers
of the partially sighted should be required to obtain additional specialised
qualifications, as is the case fo:- a teacher of the blind.

12. Teachers of the blind and partially sighted should be required to obtain
further teaching qualifications through a full-time or a part-time course.
As it is desirable that the blind and partially sighted be educated in the
same school this points to a common syllabus.

13. Further research should concentrate on: (1) large-scale surveys to
collect hg sic data such as incidence of handicap, employment patterns,
training _acilities, etc.; (2) psychological stu;iies of the cognitive and
emotional characteristics and development of visually handicapped children;
(3) studies relating to eaucational El:aides and teaching methods; (4)
systematic experime-As, within the context of the national plan, with the
education of visually handicapped children in ordinary schools.

[Appendices: comprehensive statistics on the blind population, visual and
audio-visual aids, mobility training, teacher training, etc.]
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[This abstract deals only with the general implications of the study. ]

A number of schemes have been devised it ,:-;veloping countries in recent
years to provide both training and emplo3inent for out-of-school unem-
ployed youth. There is a wide variety of views about. the efficacy of
such dcheines, which are often regarded as being particularly costly.

A study has been carried out to suggest a workable method of calculating
the internal costs and benefits of a particul2.r youth se,wice for the
national economy. Information was based on field visits to Ceylon,
French Guiana and Reunion, Guadaloupe, Kenya, Martinique, Pent and
Tunisia. No attempt is made to compare results as the diversity of
national conditions prevent valid comparisons,:

So far, special youth training and employment schemes have bee,
launched through: (a) "civic" services which are orgai.ised by the public
authorities on either a compulsory or a voluntary basis; (b) compulsory
national services ir. which young men of military age are engaged ex-
clusively in work nn development projects. In tor is of economic
,purposes, most schemes can be classified under 3 neadings: (1)
schemes which do not involve production; (2) schemes combining train-
ing with production; (3) schemes to settle or resettle young people on
the land.

Costi., and benefits were estimated in terms of social values or utility
and not in purely thiancial terms. Both were calculated for the national
economy and no, for the young people as individuals. An attempt was
made in each part of the analysis (costs and benefits of training, pro-
duction and land settlement) to allow not only for direct costs and
benefits but also for those that are indirect, in so far as they can be
estimated, e.g. inculcating a sense of nationality, civic conselousne3s
and initiative, a possible improvement in health and hygiene, a decrease
in delinquency.

(cont'd)
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The conclusions highlighted the complex,ty and degree of conjecture involved
in calculating th benefits of youth services. Although the real and oppor-
tunity costs of youth training and employment schemes are indeed rather
high, their s^cial benefits, mainly derived from the training provided,
should not be under-estimated. But any balancing of the budget would
appear out of the question.

Since the benefits of the training given by youth services are their main
achievement, the adjustment of the length of the period of service to coincide
with the optimum duration of training necessary can be of cardinal im-

portance to the benefit-cost ratio. Further research must be carried out
into the maximation of benefit-cost ratios along these lines.

In the case of settlement-oriented schemes it is essential to ensure: follow-
up L.y the management of the services after settlement; assistance in
marketing; that the settlement villages and centres are as far as possible
self-contained.

The greatest need, as far as production-oriented schemes are concerned, is
for greater efficiency at the work site. The return on these activities is
low, even though the youths can be regarded as constituting free labour if the
structural costs of the service are left out of account. Supe--rision by
regional and local authorities is probably the best way of encouraging higher
output.

Nt government has so far decided that those benefiting from the labour
investment schemes carried out by youth services should be required tt ake
any payment or to pay a special tax. .1; such a payments system were to be
found politica'Ay acceptable, it would help finance the services and lighten
the short-term burden on the State budget 7)y obtaining part of the necessary
resources from those who directly enjoy some of the benefits that such
youth services Create for the economy.
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In 1970 Paraguay had just under 2.5 million inhabitants, with a large
number of Paraguyan nationals emigrating to work in the neighbouring
countries of Argentina, Brazil and Uruguay (1962 figure: 450,000).
The population growth rate has risen from 2% in 1950 to 3.1% in 1970
and is expected to continue to rise. As a result, the youth population of
the country is steadily increasing.

present active population (12 years of age and over) is estimated at
some 800,000 workers. Over the past 20 years the country's unemploy-
ment rate has risen from 2.7% to 6%. Most of the active population is
engaged in the primary sector (56.86%), with 18.5% in manufacturing
and 24.7% in the tertiary sector. As reg.srds occupational structure,
the Planning Bureau Z.K.Iretariat (Secreta:-.-t, Tecni( a de Planificacion),
i.a.s estimated that 73..3% of the population are opc.;.atives and artisan
trade' workers 14.6% work in the service occupations, 8% are white-
collar workers and sales staff, 3.1% are professional and technical
staff and 0.9% are management and assimilated administrative staff.

Education and training_

The formal education, system (primary schooling, secondary schooling,
technical education and higher education) provides for 8 years of com-
pulsory schooling (from the age of 7 to 14 years), but the number of
illiterates is still estimated (1970) as 27% of the population. Formal
education is backed up by a r iber of educational activities outside the
school system!. rural schools; co-operative and agricultural training;
vocational training for operatives and artisan craftsmen, for clerical
employees and skilled manual workers; training for supervisors and for
administrative and management staff [for an abstract on the functions
and activities of the National Service for Occupational Advancement
(S,!rvicio National de PromociOn Profesional) in this connection. cf.
abstract No. 1/1., 197, Vol. 111.

(cont'd)
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The facilities available i
regarded as inadequate,
technical education and t
as well as for a lack of c
mission requirements.
system suffer from much t..

:clinical and i acational training are generally
. quantitatively and qualitatively. School-based

g can be criticised for being unco-ordinated,
efinitions as regards level of training aid ad-
&cation and training given otuside the school

dame shortcomings. Both formal and informal
education and training have been allowed to grow virtually unplanned and
without adequate attention to priorities,. In large me...:ure these deficiencies
can be explained by the multiplicity of ministries, orga7.isations and public
and semi-public as well as private bodies active in this field.

PPT Project

The function of the Centre for the Vocational Advancement; of the Workers
(Centro de Promoci6n Profesional de Trabajadores PPT) is to solve some
of the problems and fill some of the gaps described above. The ppT con-
sis`s of a permanent centre with workshops, classrooms and administrative
offices, and a number of mobile workshops (taller rotativo) which will act as
mobile centres in rural areas and the outlying districts of AsunciOn.
Initiated principally for industrial and artisan trades training, it is to be
e:-.:ended to include various agricultural occupations.

The training is destined essentially for adult workers in manual occupations
at specialised and skilled-worker level: short (2-6 months) courses
designed for character development as well as skill training; initial training
as well as further training. It is geared to Of needs nf the individual but
also takes into account the economic and social needs c f the community, t to
employment situation, etc. It should lead to a genera: upgrading of the
skills and knowledge of the labour force a:ti is intendei to reach a maximum
number of workers for a minimum unit cost.

The method followed spec:ally designed fo. the training of adults: small
groups; a syllabus with a heavy practical component (75% workshop practice);
close integration of theory and practice; instruction leading from the concrete
to the theoretical; active teaching methods. When required the training is
supplemented with literacy courses.
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Young people in employment have a right to develop their personality and
to be prepared, through training provided within the undertaking, to play
their part in economic life and to make sound and independent judge-
ments. With a view to determining how these objectives can be achieved,
this study examines successively: trends of current technological develop-
ment; economic structures and trends; trends in occupational structure
and qualification; occupational mobility; past and present occupational
concepts; an assessment of technical and social advancement from the
point of view of occupational pedagogics; the artisan trades' and in-
dustry's concepts of vocational training.

Conclusions

Vocational training within the undertaking serves almost exclusively the
interests of the undertaking and not those of the trainees. On the other
hand, the vocational school itself is not doing all that it should, as has
been pointed out on many occasions by the employers' associations.
For lack of adequately trained teaching staff, there is riot a single state
(Land) in which the vocational schools are actually able to gi% e the re-
quired 8 hours of related instruction per week. The tremendous differ-
ences in level of education of the trainees themselves constitute another
major problem.

Urgent training problems are only just being given serious consideration:
the possibility of providing the first year of basic training (Berufsgrund-
bildung) in a full -time school situation, implications for training of pro-
longing compulsory schooling to 10 years, an extension of the second
channel of education, vocational training for adults, a general review
and reform of vocational teacher training. There is inadequate co-
ordination between the training given in the vocational schools and that
provided by the undertakings. Moreover the schools themselves are
only able to devote about 90 minutes per week for general subjects such

(cent'd)
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as political and social science, languages and communication skills, creative
arts, ethics and religious study.

Recommendations

The following reforms should be introduced.

1. The education and training activities within the undertaking should be
restricted in so far as possible to production-oriented training.

2. Vocational training should be fully integrated into the over-all system of
education and training so that young people may be better prepared to play
their part in the society in which they live.

3. The duration of compulsory schooling should be prolonged to 10 years,
with consequent reforms in the school syllabus. The 8th to 9th years of
schooling should have a dual purpose: they should provide basic instruction
in civics and communication skills, paying special attention to creative work
and team work; they should also provide a general preparation for occupa-
tional life which should be as broad as possible so as to lay a good founda-
tion for future training.

4. To this end a revision of existing syllabi, in particular with respect to
the subjects taught as an introduction to occupational life (Arbeitslehre)
should be initiated. This revision should be done on an inter-disciplinary
basis, involving the university departments concerned with pedagogics,
sociology, psychology, social economics and political science; it will also
involve taking a new look at the present system of teacher training.

5. Vocational schools should be called on to provide an additional day of
education per week for young people undergoing training, during which time
they would receive instruction in social subjects, civics, language and
communication skills and creative arts.

6. The training provided within the undertaking should b.: built up on the
basic occupational knowledge and preparation provided in the last 3 years of
compulsory schooling. Such training should be designed to make the trainee
as highly skilled as possible. It should combine theory and practice and
ensure close co-operation between the training given within the undertaking
and that provided by the vocational school.

7. To serve better the interests of young people undergoing training and also
to ensure an effective and objective supervision of the training, the number
of vocational counsellors (Berufsberater) and training advisers (Ausbildungs-
berater) should be increased and their respective qualifications improved.

8. There is a need for more opportunities for further training, for improved
standards of such training, and a better co-ordination and publicity for the
relevant training facilities.

The whole field of occupational pedagogics needs to be reviewed, adopting a
systematic inter-disciplinary approach.
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Subject analysis
Report reviewing cost-benefit studies of government-financed vocational
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comings of current analysis; implications for future investment in such
programmes of studies carried out to date; conclusion; bibliography.
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A study has been carried out through the Educational Research Informa-
tion Center (ERIC) to investigate the various methods of evaluating
government-financed vocational and technical education. It discusses
the effectiveness of different programmes as well as the methods of
evaluating them from a cost-effectiveness standpoint and reviews the
studies carried out to date. [This abstract deals only with the general
implications resulting from the study. ]

Much of the current ambiguity that exists concerning the implications of
cost-benefit studies is the result of using faulty methodology. For
example, many studies do not: use control groups; allow comparisons
on a marginal basis on programme alternatives; utilise adequate
sampling procedures and adjustment for non-response bias and self-
selection bias; compute true marginal benefits. Random probability
samples, tabular analysis and regression analysis should be used more
extensively; more attention should be paid to the acceptable levels of
statistical significance which are desired; both average and marginal
benefit-cost ratios should be used. This said, certain ornbiguities
remain in relation to assessing the true benefits of vocational and
technical education.

All costs, regardless of their institutional form or problems of measure-
ment, are opportunity costs. As such they represent the value of the
next best alternative to which funds could be put were they not expended
on vocational or manpower training.

Benefits are the opposite of costs and represent opportunities gained as
a result of undertaking a particular activity.

A variety of conceptual and measurement problems vre encountered in
trying to analyse educational investment in human beings:

- earnings maximisation versus maximisation of social benefits;

(cont'd)
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- complementarity in production and consumption;

- joint costs of production, consumption and investment;

- non-market production and consumption;

- impact of education on values and preferences;

- the implications of limited occupational choice;

- complementarity, substitutability, and inseparability of human skills;

- external effects;

- income redistribution effects;

- the influence of unemployment on the determination of costs and benefits;
and

- the problem of the control group.

The existence of such problems means that it is extremely difficult to draw
any hard and fast conclusions from the many studies carried out so far.
For example, many studies show that post-secondary academic education
yields a higher rate of return than post-secondary vocational-technical
education. However, estimates of the benefits of the different programmes
are still inconclusive in so far as sound cost measures have yet to be
developed. The present institutional programme under the Manpower
Development and Training Act (MDTA) as amended [cf. abstract No.
1/B 5066, Vol. 4] seems to be a worthwhile social investment. However,
it is still not clear which factor is responsible for the high rates of return.

The future of benefit-cost analysis depends in part on what the present
state of the art offers. The stage has not yet been reached where benefit-
cost analysis can be widely adopted and automatically integrated into the
very fabric of decision-making at the federal or state educational level much
less at the school district level. -Too many methodological issues remain
to be refined, leaving the estimated measures of benefit too crude. In
addition, the cost of collecting and assessing data on the vast range of pro-
grammes in existence is simply too expensive and would seem to be an
effective deterrent to the widespread adoption, at present, of comprehensive
comparative evaluation'.

[Cf. also abstract No. 2/B 52060, Vol. 12. ]
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The evidence gathered for the OECD Conference on Policies for Educa-
tion Growth in 1970 led to discussion of the extent to which more educa-
tion leads to advances in equality of opportunity. The OECD's Centre
for Educational Research and Innovation therefore established a
"strategy group" of policy-makers and research workers to examine the
implications of the most recent research evidence. This report is one
result of this decision.

Two hypotheses are basic to the study.

1. In dealing with the concept of "ability" and the utilisation of talent,the
attitude is taken that educational policy-making must be based on the
view that environmental factors outweigh those of heredity.

2. The liberal concept of equality of educational opportunity now has to
be reformulated and the aim should be to establish greater equality
of education which will counterbalance social inequalities.

Strategies for bringing about greater equality of educational opportunity
are outlined below.

Pre-school education

Pre-school education needs to be given greater priority. Steps taken to
establish formal equality of opportunity are futile if, as an outcome of
substantial differences in social background, the children enter the school
system with widely different cultural assets. Such education should
develop communication skills and a knowledge of the physical environment.

Strategies pertaining to the school as an institution

By increasing the number of places and by removing hurdles such as en-
trance examinations or admission requirements in terms of marks ob-
tained, social bias can be reduced or even removed. A higher degree of
participation from less privileged children will also be obtained by the
avoidance of early streaming. No sharp distinctions should be made

(cont'd)
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between a general academic and a vocational programme. Educational pro-
grammes at senior secondary and post-secondary levels should allow for
increased flexibility by being constructed of modules that can readily be com-
bined into different career-preparation programmes.

Additional educational measures (e.g. modification of conventional instruc-
tion and better material resources) have to be taken to improve instruction
for the handicapped.

Schools must give young people the chance to carry out meaningful tasks
where they have the chance to feel genuinely productive, e.g. child welfare,
care of the sick and the aged. Furthermore, there should be more two-way
contact between the school and the outside world.

Recurrent education

Lifelong education offers far greater possibilities for attaining a high level of
competence for the majority of students than does the traditional system with
its fateful finality of early choice or selection.

Reform of teacher education

The teacher's main job is to guide each individual pupil towards a differen-
tiated set of goals, not to drop those who cannot meet uniform demands.
Teachers must stop grading their pupils by socio-economic origin and attach-
ing an automatic expectation as to what pupils of various social backgrounds
can attain. Teacher training should emphasise the sociological rather than
the didactic aspects of school education. Greater importance should be
attached to individualised methods of instruction. Progress should be re-
lated to some absolute standard, not to the rest of the class. Teacher train-
ing colleges should put more emphasis on making their students aware of the
outside world.

Over-all planning

The systems approach [cf. abstract No. 4/B 17241, Vol. 6] must precede
any measures to produce suitable strategies for the treatment of identified
problems. Such an approach means that educational strategies must be
backed up by appropriate social policies to deal with substandard housing,
malnutrition, health standards and taxation.
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The Third Regional Conference of Ministers of Education and Those
Responsible for Economic Planning in Asia was convened by UNESCO in
co-operation with the United Nations Economic Commission for Asia and
the Far East (ECAFE) in Singapore from 31 May to 7 June 1971. The
Conference reviewed the progress of education in the Asian region during
the preceding decade and made recommendations for its development
during the 1970s [cf. abstract No. 2/B 46213, Vol. ill. Twenty country
reports on the region were presented to the Conference by member states
of UNESCO.

Public expenditure on education c. bled in the period 1960 to 1970.
Over-all enrolments in the educational systems of the developing coun
tries of the region increased by 61% in the period 1960-1968, rising from
90.3 million to 145.7 million. Secondary education increased at a much
faster rate than primary educatiorovith enrolments rising from 16.7
million in 1960 to 32.3 million in 1968.

The share of vocational/technical education in the total enrolment at
secondary level has remained almost unvaried, at around 5% between
1960 and 1968. Arts and humanities continued to account for a major
share of post-secondary enrolment, about 63.4%.

The total number of teachers in the region as a whole, at all levels, rose
from about 2.7 million in 1960 to 4.3 million in 1968. The rate of in-
crease at the post-secondary level was 113%, at secondary level 83%
and at primary level, 47%.

Despite the fact that expansion has been the dominant feature in the 1960s
many problems remain. The supply of teachers at all levels has not
kept pace with the rate of enrolments. In many countries the dropout
rate at primary level is excessive. In most countries the annual in-
crease in educational expenditures was absorbed by the additional enrol-
ments and only a small share of resources could be invested in the im-
provement and reorganisation of education.

(cont'd)
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Such problems call for new responses the general implications of which are
outlined below.

- If education is to be a driving force in social and economic change, its
aims, purposes and methods will need to be re-examined and new concepts
and policies formulated and applied to direct this expansion to develop-
mental goals.

- There must be both quality and a greater relevance in education. Quanti-
tative expansion and qualitative improvements are intrinsically linked.
An integrated approach should be adopted which should include: reorgani-
sation of over-all structures and patterns as well as reorientation of
curriculum, media and methods. Administrative and management
services must be restructured to meet the demands of educational ex-
pansion.

- There is a need to develop and introduce new educational methods and
materials.

- In planning educational expansion there is a need to have more realistic
data on population increases. The Asian model of educational develop-
ment Icf. abstract No. 2/B 12777, Vol. 7] for the period 1975-1980 has
proved an unrealistic basis for planning educational inputs and outputs.
Furthermore, there is a need to give greater attention to regional develop-
ment and to the problems of out-of-school education, including those of
adult education.

- There is a vital need to develop effective machinery for planning and
assessing on a continuing basis the performance of the education system.

- Adaptation of the existing structures to a new context would call for wider
and more diversified curricula,and for pupils terminating at intermediate
points to a more effective preparation for their entry into the world of work.

- Teacher training must be changed so as to provide teachers with the kind
of skills, attitudes and understanding that are called into play when educa-
tion is conceived of as an energising force in social transformation.

- The research-development-experimental effort in education must be
directed to priority problems in education and be translated into viable
educational policies and practices.
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A study has been carried out to examine the organisational structure of
institutional training conducted under the Manpower Development and
Training Act (MDTA) of 1962, as amended [cf. abstract No. 1/B 5066,
Vol. 4] . The purpose of the study was to analyse the operational sub-
systems of the MDTA institutional training programme in order to (a)

assist in establishing future programme priorities, alternative methods
of administration and allocation of resources; (b) provide information
for the drawing up of guidelines and administrative procedures for new
manpower legislation. The subsystems are: planning; budgeting;
project development; financing and accounting; property management;
trainee processing; reporting; management, control and evaluation.

The study was conducted during the latter half of 1970 and the first
quarter of 1971, on behalf of the US Department of Labor. It examines
both national and regional organisational structures. Interviews were
carried out with over 320 individuals.

Originally, the MDTA programme was oriented towards initial training
and retraining as a result of changing te,nnology. In a second phase,
emphasis was placed on job training for the disadvantaged. A third
phase, now in progress, includes programmes to alleviate unemployment.

Although, in general, the programme appears to be providing useful skill
training, several factors inhibit performance: over-estimation of costs
which ties up funds unnecessarily; delays in planning, start-up and ter-
mination of projects; under-utilisation of training premises; inadequate
response to current needs; high dropout rates; confusion at the State
and local levels with regard to complex programme guidelines and prece-
dents; lack of management information; lack of training expenditure
data; overlapping of programmes; lack of co-ordination between the
Department of Labor (DOL) and the Department of Health, Education and
Welfare (DHEW) at the national level in budgetary matters and at the local

(cont'd)
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level in matters of referral and placement; lack of feed-back from regional
to national level.

The weaknesses in the system are due to: divided authority between the em-
ployment services and training services; lack of co-ordination within the
manpower administration and with external agencies; lack of programme
control and evaluation; an inadequate reporting system; short-range nation-
al planning; uncertainties and delays in financing; publication of too many
unco-ordinated guidelines at regional and State level.

Proposed corrective actions to improve programme performance are as
follows: advance planning at national level for a period of 3 to 5 years;
inclusion of contingency plans in half-yearly reviews; establishment of
standard evaluation procedures; delegation of project approval and funding
to State level; advance allocation of funds by the federal government to
State authorities; creation of executive co-ordinating committees represen-
ting the DOL, DHEW, and the Office of Management and Budget of the DOL
at national, regional, State and local levels.

Th,,, suggested changes should confer the following benefits: continuity of
planning related to changing needs; availability of performance data for
State and national budgeting; project money will be available when projects
are approved so as to permit advance planning and eliminate present un-
certainties; funding of projects can be quickly and simply adjusted to pro-
ject needs; advance project scheduling will reduce waiting periods for
start-up, permit orderly referral of trainees, reduce dropouts, assure in-
structors of employment, aid individual entry into preferred courses, and
reduce stereotype courses; ensure more rational application of facilities.
personnel and equipment; speedy resolution of disagreement on operating
policies by the co-ordinating committees.

Statistical tables, appendices. [Cf. also abstract No. 2/B 52060, Vol. 12.1
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A national survey was carried out in November 1971 by the Vocational
Training Bureau of the Ministry of Labour to determine the extent and
nature of occupational changes resulting from automation.

The total sample comprised 1,700 establishments with 30 or more em-
ployees in the chemical and manufacturing industries. The data were
collected by questionnaire; there was a 52% response (890 replies).

Findings

1. The introduction of automated equipment and machinery has resulted
in several changes: (1) new occupations have emerged (e.g. numerically-
controlled machine-tool operator, continuous casting-machine operator);
(2) the importance of others has been reduced (e.g. electrical equipment
assembler, template maker); and (3) in yet others skill requirements
have changed (e.g. welder, patternmaker, machine-tool operator).

2. Two distinct tendencies are apparent: the7.e are more jobs with high
skill requirements, qualifications and responsibilities while at the same
time there has been an increase in the proportion of simple, monotonous
jobs.

3. The increase in simple, monotonous jobs has not resulted in an in-
crease in unskilled jobs. Many of the new repetitious tasks require a
high level of "judgement". Of the respondents, 87% considered that
training was needed to develop the "judgement" skills required of pro-
duction workers; 60% considered that training was necessary to ensure
versatility among production workers; and 28% felt training was needed
to counteract the effect of monotony and to improve workers' morale.

4. As processes become technically advanced, the requirement for
technicians rises. Of the respondents, 87% reported a substantial in-
crease in technician functions, 43% reported a moderate increase and
45% reported a slight increase. However, there was no clear definition

(cont 'd)
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of the technician role or of the qualifications required to carry it out. The
range of functions associated with the technician role was very broad.

5. The importance of maintenance functions increases with advanced tech-
nology. About 72% of the respondents reported an increase in the number
of maintenance personnel, although special training for them was organised
in only 35% of the establishments. Advanced mechanisation does not, how-
ever, necessarily lead to an increase in the number of maintenance workers
employers as there is increasing reliance on maintenance work being carried
out by subcontractors or by the equipment manufacturers themselves. More
than half of the respondents used both internal and external maintenance
services.

6. Training was increasingly oriented towards supervisory and middle-
management functions. Training emphasis was directed towards the follow-
ing ,categories of personnel: foremen and other supervisory staff (81%);
newly-recruited graduate engineers (69%); technicians (25%); skilled
workers (58%). Syllabi covered a wide range of subjects including: super-
visory functions, problem solving, quality control, numerical control,
research and maintenance functions.

7. There is a tendency for workers to request training. Over 70% of the
respondents had received requests from their own personnel for further
training or for training in a specialised area such as computer techniques,
supervisory functions, basic science and engineering.
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Translation Scholastic achievement of the labour force at Saguenay-Lac St-Jean,
from the economic development point of view

Subject analysis

Article on a survey of the scholastic achievement of the labour force in
the Saguenay-Lac St-Jean area: preparation of primary, secondary,
collegiate and university education levels in general, and in manufactur-
ing, retail trade, finance and banking, public administration;
conclusions.
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A survey was made in the summer of 1 970 of the Saguenay-Lac St-Jean
area [an area north of the St. Lawrence river, covering about
750,000 km2 population a little over 210, 000, with only 8 townships
having more than 10, 000 inhabitants Ed.]. The purpose of the
survey was to determine educational levels in economic activities and
reach some conclusions regarding their link with careers and employ-
ment. The survey was carried out by questionnaire. It covered pri-
vate firms and public and semi-public bodies with at least 5 office employ-
ees a total of 219 units. Manual workers (20,061 in a working popu-
lation of 26,419) were left out as their education did not go beyond the
primary stage; only management staff and office employees were taken
into consideration. The response was 79% for management and 6j% for
office employees.

Findings

The survey considered 4 levels: primary, secondary, collegiate [i.e.
pre-university academic education (collegial)] and university.
Management and office staffs were considered separately and age was
taken into account. As well as over-all figures, the survey produced
data on 4 economic sectors: manufacturing (35 firms), retail trade (29),
finance and banking (72), public and semi-public administration (22 units).

Age . There was a direct correlation between age and standard of educa-
tion of both managers (M) and office employees (OE), the younger ones
usually having reached a more advanced level.

Average age

Primary M 54 OE 47
Secondary 45 30

Collegiate 39 30

University 36 P4

(cont'd)
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Level of education: type and level of employment
Secondary Collegiate University

Coin- Com- Com-
Reached Reached Reachedpleted pleted Meted

Management 55.3 21.1 13.3 10.5 22.5 19.8
Office employees 84.3 68.2 11.4 6.7 1 . 8

Analysis by sector

Comparison with the over-all figures revealed certain variations for the
branches of economic activity mentioned above.

Manufacturing: it appears that the office employees are better educated
than the average (twice as many former collegiate and university students).

Retail trade: practically all management staff and office employees had
completed secondary education.

Finance and banking: most of the management staff had had secondary
schooling, which may be regarded as low in view of the size of the estab-
lishments considered. The proportion of office employees with the
secondary school leaving certificate was highly satisfactory, particularly
since they were doing simple work of purely executive character.

Public and semi-public administration : the concentration of secondary and
university trained managers was high, illustrating the sector's efforts to
build up a highly qualified personnel.

Conclusions

While there were deficiencies in the educational background of management
and office staffs in many instances, the people concerned were mostly fully
aware of them. There can be said to be at the same time a distinct trend
towards making higher standards of scholastic achievement compulsory for
new job applicants. The educational establishments of the region should be
able to use the data obtained from the survey for their forecasts of the
demand for graduates at the different levels.
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Although the first technical school was established in Lebanon in 1905,
technical education did not develop substantially during the following
50 years . Most of it was provided by private schools established by
philanthropic organisations or private persons. The schools run by the
latter were operated on a commercial basis. There was no central con-
trol and the certificates issued were not officially recognised, which gave
rise to some confusion and doubts over the qualifications of the school's
graduates .

To rectify this situation the Government passed a law in 1969 to give the
Department of Vocational and Technical Education authority over the
award of technical certificates . At the same time the system of voca-
tional and technical education was reorganised to comprise two levels:

(1) 4 years of vocational education following the completion of primary
education and leading to a trade certificate (brevet technique);

(2) 4 years of technical education, leading to the technical secondary
school certificate (baccalaureat technique) and comprising two phases,
each of which lasts two years.

It was hoped tht,t organising vocational and technical education along these
lines would contribute effectively to the development of the country in
general and would also help meet the needs of the industry as regards
trained manpower. In practice, however, the system has not been able
to provide industry with the trained personnel it required, either in quan-
tity or as regards quality. The reasons for this failure can be grouped
under two main headings.

1. Reasons r elating to the structure of the vocational and technical
education system

The educational Plan has never been related to the economic development
Plan nor does it take into consideration either the employment market

(cont'd)
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situation or the specific needs of industry. As a result, training is fre-
quently given for occupations for which there is no real need while occupa-
tions for whicn there is a great demand are neglected. Training for rural
occupations, for instance, has been left out completely. Moreover, there
has been a tendency to copy syllabi from industrialised countries without
adapting them to the local situation. (The syllabi applied in Lebanon are
those used in France.)

2. Reasons relating to the structure of industry

Most industrial managers in the Lebanon have had no, or very little experi-
ence in modern industrial management. Consequently, they tend to seek
quick profits for little cash outlay, and see no need to pay attention to develop-
ing the potential of their own staff or to the development of the nation's human
resources in general. In addition, as they have no say either in planning or
implementing vocational and technical education policy, they are less incli-
ned to give it unqualified support.
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Workers have to broaden and deepen their knowledge and skills in order
to keep abreast of their jobs, which make constantly increasing demands
on them. Experience in a number of undertakings in the German
Democratic Republic (mostly in the engineering and chemical industries)
has shown that considerable benefit is to be derived from action in this
field, especially as regards reducing labour costs, increased job satis-
faction and safety standards, raising productivity and stimulating initia-
tive. The following are some examples.

Reducing staff numbers. At the Fortschritt Landmaschinen factory at
Neustadt it was found that the installation of automatic machines meant
that 30% less labour was required but that more skilled workers (fitters,
tool setters, maintenance staff) were needed. The following steps were
taken to raise skill levels: assignment of counterparts to every job situa-
tion; systematic employment of machine operators on an interchangeable
basis; rotation of workers from job strtion to job station, first within
their shift, then from one shift to another and finally by week, so that at
any time a missing worker could be replaced by another with equivalent
experience. Idle time was cut down considerably when all the workers
had been trained. At the same time, the workers were able to surpass
the norms and to increase production efficiency. Better skills and the
develooment of "professional conscience" contributed to this result.

Good results were also obtained at the IFA Automobilwerke at Ludwigs-
felde (crankshaft finishing), where manual operations were cut down by
the use of automatic machinery and transporter equipment. Old and new
job stations and old and new techniques were combined. Experienced
fitters were trained in new skills so that they could train new recruits.

Productivity. Raising the worker's skills enables him to master the
use of his working tools, pick out and eliminate errors and produce high
quality work. At the Berlin- Chernie works, raising the skills of the
women employees resulted in more effective use of equipment and

(cont 'd)
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materials. Output in one shift rose from 225 to 265 kg. per worker and the
rejects rate went down from an average 7% to 3.5%. The example of IFA
Getriebewerke also shows that level of skill las a bearing on the proportion
of rejects: in the first half of 1970, it was found that most of the 19 workers
who had the highest rejects rate had never got beyond eighth year at school
and had not had proper training. It can therefore be concluded that level of
qualification is determinant for quality production.

Work safety. The importance of training also shows up in occupational
safety. At IFA Automobilwerke the hours lost thrnugh accidents in a single
year corresponded to a loss in production amounting to the output of 30
workers; they followed up this finding by a publicity campaign and introduc-
ing appropriate training to remedy the situation. At IFA Getriebewerke,
investigations over a 6-month period showed that most of the workers res-
ponsible for causing accidents were either untrained or inadequately trained.

Innovations. Adequate training and technical skills generate new ideas.
At Kirov-Werke (Leipzig) it was a skilled worker who developed and intro-
duced a technique in the use of adhesives which led to a 25% increase in pro-
ductivity and cut by 10 minutes the time needed for manufacturing a part.

At IFA Getriebewerke, 42.3% of the new techniques whose introduction in-
creased plant benefits by nearly one million marks (approximately
US$315, 000) over a 6-month period, had been initiated by workers. At the
Klimatechnik works (Potsdam-Babelsberg) 78.3% of the workers partici-
pated in launching new ideas which netted 76.7% increase in profits.

It should also be pointed out that systematic skill-training enhances the
worker's loyalty to the firm because it increases his job satisfaction.
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The Third Intemational Conference on Adult Education, organised by the
United Nations Eeu...mtional, Scientific and Cultural Organization
(UNESCO) was he in Tokyo from 25 July to 7 August 1972. The pur-
pose of the Conference was to: examine the trends in adult education
during the last decade; consider the functions of adult education within
the context of lifelong education; and review the strategies of educational
development in respect of adult education.

The main conclusions reached by the Conference are outlined below.

1. Education is both a product of society and an influence shaping it.
Educational goals usually call for social, economic, cultural or political
reforms. It is the duty of adult educators to identify and suggest such
reforms.

2. Adult education should be available to all. Paid study leave, day
release and security of employment during study leave should therefore
be guaranteed through appropriate legislation. In the 1970s the main
thrust in developing adult education programmes should be to meet the
educational needs of traditionally underprivileged groups.

3. Educational counselling services are essential if adults are to become
aware of opportunities available to them.

4. The eradication of illiteracy is a key factor in development, but
literacy, the cornerstone of adult education, is not an end in itself. Ir.
addition to its emphasis on socio-economic development, functional
literacy should also aim at the awakening of social awareness among
illiterate adults.

5. Rural development calls for extensive provision of adult education
especially directed, in conjunction with social and economic reforms, at
the subsistence farmer and the landless agricultural worker. Industrial
development also carries with it a need for adult education programmes
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to enable the adult to contribute to the technical changes involved. Environ-
mental issues should be a major concern of adult education.

6. Adult learners should play an active part in the planning and management
of their own studies. The conventional student/teacher relationship should
become a partnership based on participation and mutual learning which
stresses the application of knowledge and the problem-solving approach.

7. Mass media should be more extensively and expertly used for adult
education.

8. Governments should accord adult education a status equal to that of the
formal school system.

9. Adult education functions should be widely diffused throughout society
through such institutions as trade unions, governmental bodies, private
undertakings, voluntary organisations, agricultural units and co-operatives.
Action through these various channels should be co-ordinated.

10. To facilitate the creation of a functional system of lifelong education,
the school should be concerned with the whole community. Teaching pupils
how to learn should be its chief task.

11. Adult educationists should be represented on policy-making bodies, and
teachers at all levels should receive training in adult education methods and
techniques.

12. The role of the universities in adult education should be widened.
Special entry schemes should be formulated to enable adults with the re-
quisite skills and knowledge to profit from a university education.

13. International agencies and bilateral agencies of development co-operation
should devote a considerably larger proportion of their resources to adult
education. The needs of the Third World should be given major attention.

14. There should be more regular consultation between the various inter-
national agencies and bodies that have programmes of adult education.
Regional meetings on adult education should be held, particularly in the
Third World.

15. Social advancement and adult education are complementary.
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Report proposing a long-term employment strategy for Kenya: scope
and nature of the problem; imbalances in the labour force; sectoral
analyses; education and training; action programme for application in
key areas; technical papers; statistics. [This abstract concerns only
the main policies for education and training. 1

This report was drawn up by an inter-agency team organised by the
International Labour Office and is the result of the first pilot study
carried out in Africa under the World Employment Programme. The
objectives of the team were to prepare a long-term strategy for a high
level of productive employment in Kenya and to suggest how this strategy
might best be implemented.

There are many causes underlying the employment problems in Kenya.
Most of these causes are, in one way or another, aspects of imbalances
the imbalances between the growth of the labour force, the urban popula-
tion and education and the over-all growth of the economy, and the im-
balance between people's expectations of work and the structure of in-
comes and opportunities available.

The level and growth of the country's educational system are impressive.
Yet both the schools and universities have failed to respond to national
needs. The problem lies in a philosophy of education which mentally
prepares the pupils for participation in the formal, non-rural sector of
the economy, that is in the context of an economy which has failed to
generate enough employment opportunities of this sort. A fundamental
reappraisal of certain issues is required if this state of affairs is not to
continue.

The first main issue relates to the examination system. The certificate
of primary education is almost exclusively designed for selecting pupils
for secondary schools. The effect of this is to gear the entire primary
schooling of young people to entry into secondary education, instead of
preparing them for available employment opportunities, especially in the
rural areas and in the informal sector.

The second major issue relates to the dichotomy between academic edu-
cation and vocational education and training. As long as the formal
education system operates as it does (under the influence of distorted

(cont 'd)
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incentives that reward academic qualifications), the technical secondary
schools and village polytechnics will remain poor relations, able to make
little headway.

The main elements of a fundamental recunstructicn of the whole educational
system are outlined below.

1. The introduction of a common education programme covering the present
primary and junior secondary cycles; this common basic schooling to be
universal and free. Cornmcn basic schooling should be of 8 or 9 years'
duration. If 8 years were to be chosen, it might be advisable to raise the
school entry age from 6 to 7 years.

2. Elimination of the present examination for the certificate of primary
education, and the substitution of a completely revised testing procedure,
which would be based on aptitudes at the end of common basic schooling.

3. A gradual increase in the proportion of the curriculum of common basic
schooling devoted to prevocational subjects. Thus emphasis '11 be put on
the interests of those who leave school after finishing common basic school.

4. Entry into senior secondary education (2 years' duration) to take place
according to a quota based on costs and national manpower requirements.

5. Senior secondary education to be comprehensive, with general, com-
mercial, technical and agricultural streams all based on a common "exami-
nation-test" system. The testing process should focus on aptitudes.
Pupils completing senior secondary education to undertake 1 year's com-
munity service.

6. Entry into pre-university classes (1-2 years' duration) would be related
to skilled manpower demand and costs.

7. Creation of a series of second-chance institutes for dropouts and adults,
based on local self-help efforts. These institutes would be accorded special
quotas for senior secondary and university education.

A commission or a working secretariat within the Ministry of Education
should be set up to work out the uetails of educational reform.

The restructuring of the education and training system needs to be accom-
panied by many complementary measures which inclue.: reorientation of
employment market policies, new fiscal and incomes policy, public works
schemes in rural areas, intensified land use, reduction in the high popula-
tion growth rate.

[See also abstracts Nos. 2/B 49072 and 2/B 49288, Vol. 12.]
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In 1968 a Working Party was commissioned by the Swiss Council for the
Sciences (Conseil Suisse de la Science) to work out an over-all projection
of national requirements in university graduates. Its terms of reference
were widened later to cover skilled manpower needs at all levels of
qualification and a forecasting survey covering all aspects of the economy,
including,as an integral part of the study, projections regarding educa-
tion. The report of the Working Party is the result of intensive discus-
sion with numerous institutions and persons competent in the economics
of education and training. [This abstract deals mainly with sections 3
(projections of requirements in trained manpower) and 4 (other factors in
estimating the demand for people with training). 1

The active population can be regarded as a pyramid, its broad base con-
stituted by the unskilled workers and at its peak the administrative and
managerial staff. Economic, social and cultural progress presupposes
some modification of this pyramid, with the base growing narrower and
the peak broadening out. This would result in a truly educated society.
Already today the ordinary workman is asked to carry out tasks which a
few years ago were only expected of the skilled worker, the skilled
worker is doing what was given to a technician 20 or 30 years ago, while
the technicians are tackling jobs that used to be left to graduate engineers.

Classified according to size of undertaking, present personnel qualifica-
tion structure can be summed up as follows:

No. of Secondary edu- Completed Apprentices and
employees cation or above apprenticeship unskilled workers

More than 100 10% 70% '1% (each)
50-100 5% 75% 10% (each)
Fewer than 50 8')% 10% (each)

The global figures for 1960 show that 3.4% of the active population had
attended university (2.4% had a degree), while 45.6% had completed only

(cont'd)
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primary school, 15.6% junior secondary school, 6.3% senior secondary
education, 27.7% vocational school and 1.4% technical secondary education.

Replacement needs due to age will be 80,000 to 90,000 workers a year over
the next 10 to 15 years, with considerable variations between fields of eco-
nomic activity. Ageing will be especially pronounced among senior manage-
ment in the business world, in the sciences and in administrative services.
Additional replacement needs will develop through reduction in working
hours. It has been estimated, for instance, that a reduction from 65 to 44
in the weekly hours worked by Swiss doctors would mean a need for 48%
more doctors.

Primary school capacity needs to be brought up from 625,000 places in
1970, with 22,300 teachers, to 720,000 by AD 2000, with 29,000 teachers.
The corresponding figures for secondary education will be 230,000 pupils
(1970: 160,000) and 11,500 teachers (1970: 6,100).

In AD 2000, there will be 80,000 graduates from technical secondary school
(1960: 25,000); 20,000 will have had higher business and commercial
training (1960: nil). The number of university graduates will have risen
from 60,000 to 170,000 over the same period.

The present rate of participation in training (4% of resident Swiss nationals
20-29 years of age) should be brought up to 7-8% in 1980, 11-12% in 1990 and
13-14% by AD 2000, while for the desired rate of university admissions, the
number of pupils starting secondary school will have to double. Over the
same period, 5% of the Swiss population over 16 years of age should enter
teacher training. This will mean that only 49% of tl.e population will be
available for an apprenticeship, and a serious bottleneck will threaten the
whole educational system.

To get rid of this bottleneck it will be necessary to:

encourage women to pursue their education and training;

improve the skill structure of the foreign working population;

- encourage continuing education and training or people already
labour force;

cut down the huge dropout rates at all educational levels;

- raise the social status of apprenticeship;

apply urgently new methods of teaching skills and knowledge.

in the

1
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In 1971, to give effect to a resolution adopted in December 1970 by the
16th General Conferenca of the United Nations Educational, Scientific
and Cultural Organisation (UNESCcO) the Director-General of UNESCO
established an International Commission on the Development of Educa-
tion. The Commission consisted of persons selected for their indivi-
dual competence in the field of education, and representing boa different
geographical areas and countries of varying levels of economic develop-
ment: E. Faure (France), F. Herrera (Chile), A.-R. Kaddoura (Syrian
Arab Republic), H. Lopez (People's Republic of the Congo), A.V. Petrov.
sky (USSR), M. Rahnema (Iran) and F.C. Ward (USA).

The task of the Commission was to draw up a report which would:

comprise a critical assessment of the educational situation in 1972
and of the main trends observed over the last few decades,
provide guidelines for governments in developing national educational
strategies,

study the means of ensuring an optimum contribution by education
to development in the developing countries,
formulate recommendations for international co-operation.

In pursuance of this mandate the Commission examined documentary
material available at UNESCO, supplemented this material and the
members' own experience by visits carried out in 23 countries, consul-
ted a number of international bodies and attended meetings on educational
questions and policies organised by other bodies. The report is divided
into three parts: the findings of the Commission, relating to past and
present social practices; the challenges of the future, including new
findings from research, new developments from science and technology
and new inventions from practical applications; principles, policies and
strategies leading towards a "learning society". [This Abstract is

/Over...
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limited to those conclusions of the Commission which relate to
contemporary strategies (cf. Chapter 8, p. 177-234). ]

The indispensable remoulding of educatm demands that all its
theory and practice, structures ana methods, management and
be comp:etely rethought from one and the same point of view.
points summarise the essential elements of reform and change
base work in the 1970's.

elements for

elements -
organisation -
The following
on which to

concept of education limited in time (to'bchool age") and confined in
space (to school buildings) must be superseded. School education is the
fundamental component of total educational activity, but the latter also
includes out-of-school education. Excessive prolongation of compulsory
schooling, which is beyond ccftain countries' capacities, must be avoid-
ed.
Rigid distinctions between primary, secondary and post-secondary educa-
tion must he gr'dually eliminated. Short cuts and branch articulations
should be introduced into educational channels.
All available means, conventional and unconventional, should be applied
to developing basic education.
General education and technical training should be reconciled, character
and intelligence tramir.g harmonised. Education and work should be
closely associated. T:nchnical education, which is unnecessarily expen-
sive, should be supplemented and in many cases replaced by out-of-school
training. Training should be so organised as to facilitate reconversion
cluing employment, to lead to optimum occupational mobility and to pro-
duce the greatest yield from the points of view of the national economy and
the trainees themselves . Na: row, premature specialisation should be
done away with.
Higher educat ion institutions should be more diversified.
Education should be individualised to the utmost and constitute a prepara-
tion for self-learning.
Education management should be democratised, and the general public
should play a large part in all decisions affecting education.

Statistics, diagrams; list of documents prepared for the Commission;
subject index.
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Application of the polytechnical education in general education schools
gives rise to certain problems: in particular, the role expected of poly-
technical education from the social point of view needs to 1.1a well defined
and the impact on it of new developments in the modern production sector
needs to be studied.

The social purpose of polytechnical education is to prepare the pupil to
make use of his skills and knowledge, that is, to guide him into active
participation in different types of production since essentially it is this
which will develop in the worker the qualities needed for the harmonious
development of his own personality. The polytechnical skills and know-
ledge to be taught to the pupils in general education schools must there-
fore be looked at from this point of view.

The present day technical world demands that an effort be made to assess
the impact of technical evolution on the content,. of polytechnical educa-
tion and on the way it should be taught in the schools. The pace of tech-
nical and scientific change is so great that in order to become competent
in the first trade which he learns, a man needs a broad general educa-
tion; consequently polytechnical education must give the pupil a good
grounding in the natural sciences and in the characteristics of materials,
particularly and this is most important on the technical means
currently available for using them immediately in production work. By
incorporating these ideas into the teaching of the corresponding subjects
(physics, chemistry, etc.) in the school syllabus it will be possible to
implement the principles and purposes of polytechnical education: to
make the pupils aware of the fundamental sciences underlying all pro-
duction.

Polytechnical education must obviously, th,refore, be an integral part of
each lesson in the subjects concerned. If tho instruction is to be con-
structive, the following must be observed:

(cont'd)
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the items must be selected and presented in such a way that the pupil can
acquire a broad understanding of the possible practical application of the
scientific theories he is learning;

- the teaching methods used must stimulate to the maximum extent possible
the perceptive faculties of the pupils and devote as much time as possible
to practical work;

- the pupils must be made familiar with the true nature of industrial produc-
tion, by organising regular visits to undertakings.

"Training for work" is a subject which figures in the school syllabus from the
4th to the 10th (and final) year of general education. It is intended to help the
pupils acquire and develop their practical skills and aptitudes. The syllabi
for this training should, in principle, ensure that the ability acquired is sub-
sequently really useful in the work which most of the young people will be
embarking on once they leave school. To ensure this, however, would
mean having to prepare syllabi for each and every trade or other occupation
for which the pupils in a given school year may wish to enter. In view of the
vast number (more than 10, 000) of such occupations, however, the educa-
tional system cannot, even in the most general fashion, give an initiation
into all of them.

At present the syllabi for "training for work" are largely geared to elemen-
tary woodworking and metalwork. It is certainly necessary to teach the
pupils how to handle the relevant tools, but they must also be taught the
basic techniques of measuring and assembly. This kind of instruction, how-
ever, should only be given up to and including the Cth year of schooling.

Determination of the appropriate contents of "training for work" in the sub-
sequent years (7th to 10th year of schooling), should be based on a study of
the present occupational structure of the labour force according to the type
of work performed in the branches of economic activity employing the
majority of the working population. An analysis of this structure shows
that for 70% of the labour force the main component of their work is not con-
cerned with working materials but with operating and servicing machines.
It is therefore the latter that should be emphasised in the "training for work"
given at the schools. In organising their "training for work", therefore,
due account must be taken of the material and equipment available at the
school (and above all at the neighbouring undertakings) which can help develop
the skills needed for operating machines.
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The conference of Ministers of Education and Ministers responsible for
Economic Planning in the Arab States, which was held at Marrakesh in
January 1970 [cf. abstract No. 1/13 42575, Vol. 101 asked the United
Nations Educational, Scientific and Cultural Organisation (UNESCO) to
invite representatives of planning institutes and international bodies to
meet and draw up a programme that would have an effective impact in
various fields of planning. UNESCO accordingly organised a seminar
on planning methods and techniques which took place in BayrUt (Beirut)
in September 1971. [This abstract deals with the report of one of the
study groups of the seminar.]

The educational systems in the Arab countries are still turning out
graduates who can barely read and write but who have very definite job
expectations. It is hardly likely that these jobs will become available
in sufficient number in future. The educational system therefore needs
to be made more flexible, so that it can quickly be adjusted to changes
in the employment market and can also help in changing attitudes and
aspirations. The focussing of attention on certificates and diplomas as
the qualification for employment has all kinds of consequences, and
relegates, for example, those without the appropriate piece of paper to
the occupational dustbin. This leads to waste of human resources,
especially as those who fail to qualify are persuaded that the years spent
in preparatory study are almost pure waste.

It is not the least of paradoxes in the region that in spite of the impres-
sive expansion in school enrolments in the recent past and the growing
proportion of national budgets being allocated to education, the needs
are increasing and also the number of individuals deprived of access to
education. The attempt must be made to break down the obsession
with examinations. Selection of pupils should no longer depend on test
results. This would allow the curricula to give proper weight to practi-
cal subjects and to concentrate on education itself rather than examina-
tion performance.

(cont td)
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Another of the major problems in education is that information about employ-
ment is generally inadequate. Career guidance that gives essential informa-
tion on job openings and opportunities hardly exists. The result is that for
many of the people responsible for education in the region, the relationship
between education, employment and economic development is not clear.

In addition, the educational system has failed to cope with the problem of
large scale illiteracy or with the growing problem of imbalances between
education and manpower needs, especially in regard to quality and psycho-
logy considerations.

The main innovative proposal is for the institution of a system of recurrent
education. The idea would be to introduce a break in education after a
number of years of basic schooling. The recurrent system would allow
people to re-enter the educational system after a period of experience of
the world of work. Formal education and non-formal (out-of-school) in-
struction would be integrated into one coherent and complementary system.

Recurrent education would meet the criterion of flexibility because it allows
people to move from education to "active life" and vice-versa. Combined
with implementation of the earlier suggestions regarding examinations , it
would contribute to a change of attitudes, aspirations and expectations,
because of a closer inter-relationship between the world of the school and
the world of work, and consequent greater chances of mobility.

This may not be "for tomorrow", but it may be for the "day after tomorrow",
and preparation for that tomorrow should begin now.
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Study on the training of middle-level personnel: purpose and scope;
concepts of adult, of middle-level functions and middle-level occupations;
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As part of its over-all programme of adult education, and in implementa-
tion of a resolution adopted at the 15th Session (1968) of its General Con-
ference, UNESCO undertook a study of the present situation as regards
the training of middle-level personnel with a view to determining current
socio-economic trends and prospects for new developments. The study
attempts to find answers to some basic questions: the existing and the
desirable ratio between numbers of high-level and middle-level person-
nel in countries at different stages of economic development; the nature
of the training required (uniform in character or highly varied); the
results achieved in different countries with various training formulae;
the distribution of responsibility for training middle-level personnel;
the relationship between vocational training and general education in so
far as middle-level personnel are concerned. [This abstract is limited
to the main over-all trends and future prospects revealed by the study. ]

For the purposes of the study an adult has been defined as "any one who
has already entered an active period in life which involves social and
economic responsibilities". Full-time apprentices or students have
been excluded. It is recognised that the broader implications of "life-
long training" are likely to have an influence on this definition. The con-
cept of middle-level personnel is usually governed by the consideration of
2 criteria: occupational function and educational level. By and large, it
tends to include 4 types of personnel: the technician, the supervisor, the
artisan or small independent entrepreneur, and the activities promoter
or extension worker.

The role which middle-level personnel play in a country's development
will change according to the structure of that country's total manpower
and its level of development (1) underdeveloped, (2) partially
developed, (3) semi-advanced, (4) advanced each level having dis-
tinct human resources development strategies. Shortages of middle-
level personnel currently constitute a serious bottle-neck in level-1 and
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level-2 countries, extending to all categories of such personnel industrial
and agricultural technicians, secondary school teachers, medical assistants
and nurses, administrators and sales workers, industrial supervisors.
Level-3 countries suffer primarily from a shortage of middle-level scientific
and technical workers. In the advanced countries (level-4) the problem is
less acute.

Trends and prospects

The organisation and provision of training, particularly that relating to
middle-level personnel, will have different points of emphasis according to
the economic aud social conditions within the areas and regions concerned.
Certain patterns can be distinguished.

- There is a growing recognition of the need to plan the provision of this
type of training at national level, taking into account long-range perspec-
tives, adapting the content of education to occupational life, providing a
sound basis of relevant general education.

- Increasing attention is being paid to the closer relationship between the
formal school system and out-of-school education. Industrial and agri-
cultural undertakings are becoming more and more involved in the pro-
vision of the latter, and there is growing evidence of workers spending
progressively more time studying during working hours.

- There is a new and growing emphasis on the tailoring of training pro-
grammes to production needs and consequently less on traditional courses
leading to a diploma or certificate.

- There is evidence of an increasing number of engineers, administrators,
technicians etc. being used as part-time trainers responsible for training
programmes in both industry and administrative services.

Women tend to be increasingly employed in middle-level supervisory roles
and thus increasingly integrated into professional life.

- Educational technology, including mass communication techniques, for
solving problems of middle-level training is likely to be increasingly em-
ployed in order to help solve the problem of the shortage of trainers and
also because of its greater effectiveness.

- The need for tailor-made training programmes to meet the changing skill
requirements of occupations and to encourage occupational mobility has
stimulated the application of measures for recurrent education and new
concepts of the organisation of training in units or modules which can be
arranged to meet specific requirements. Nearly all current reforms of
educational systems are thus being conceived within the framework of the
lifelong education concept.
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This study is part of the continuing work in the economics department of
the International Bank for Reconstruction and Development and is the
second report dealing with the problems of the economics of education.
Both studies originated from a growing awareness that the methods cur-
rently used in planning expenditure for education in developing countries
fail to take into account important links between the educational system
and the economy. Current methods take the economic value of more
education largely for granted.

The first report provided a theoretical framework for a cost-benefit
analysis of educational expenditure, the present report is an attempt to
implement those suggestions in a case study related to Kenya. The data
were based on interviews with almost 5, 000 employees in three urban
areas in Kenya. These were conducted in January and February of 1968
and thr data were supplemented by other information collected in Kenya
on the economy and the education system of the country.

From the data assembled, the aim was to derive several kinds of in-
formation useful in assessing an educational system but which so far have
not been combined in cost-benefit studies of education. The most impor-
tant are:

(a) private and social rates of return to investment in education, ad-
justed for differences in socio-economic background and other factors:

(b) wage/employment alternatives for the future, given projected outputs
of the education system; and

(c) rates of return to increasing different kinds of expenditure per pupil,
with benefits related to improvements in examination performance.

Efforts being made in comprehensive educational planning to go beyond
the education sector and to deal with the broader issues of training and
utilisation of human capital, rely almost entirely on the so-called man-
power requirements approach. The main appeal of this approach

(cont'd)
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probably derives from the misleading impression of straightforwardness,
simplicity, and exactness which it conveys.

Compared to the manpower requirements approach, the application of cost-
benefit techniques leads to seemingly vague results. This is probably one
of the reasons why these techniques have never found theoretical recognition
or practical acceptance among education and manpower planners. Another
inhibiting factor may have been an a priori reluctance, particularly among
non-economists, to submit educational investments to any test which involves
comparisons with investment in any other sector. Thirdly, data require-
ments are more difficult to meet and, finally, the manpower requirements
approach is likely to find more favour from a political point of view, because
of what might be called its innate expansionist quality. It is therefore not
surprising that many arguments are put forward against the cost-benefit
approach in educational planning.

Conceptually, the prep,Frit study tries to meet the major objections raised to
applying a cost-benefit approach to expenditure on a social product such as
education. In doing so it analyses: ability and other income-relevant fac-
tors associated with education; the indirect benefits of education; employ-
ment market imperfections; marginal rates of return on various types of
education or educational "packages".

The results have failed to substantiate some widely held beliefs, namely,
that increased expenditure per student on school inputs, especially on
teachers, raises the quality of school output. This hypothesis has never
been tested in the context of a developing country and only rarely in indus-
trialised countries . Furthermore, the theoretical technique demonstrated
is important because it can rank any number of educational "packages"
according to economic attractiveness. This ranking is expressed in terms
of internal rates of return, i.e. in a form which makes the results compar-
able to similar profitability assessments in other fields of economic activity.
This is a decisive advantage and the practical difficulties encountered in this
first application should not be allowed to hamper its more widespread use.
On the contrary it should encourage countries to include in their national
statistics the relevant data for a rate-of-return analysis.

[Cf. abstracts Nos. 2/B 49072 and 2/B 50756, Vol. 12.]
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Report of the Training Review Committee 1971-72
Nairobi, Government Printer, Feb. 1972, 136 p.
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Committee report on basic policies of human resources development:
terms of reference; present situation; guiding principles for future
development skilled workers, technicians, other specialist skills;
supervisory and management training; recommended organisational
structure; financing.
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Jan. 73

The Training Review Committee was set up in 1971 to review existing
training policy, objectives, programmes and organisation and to recom-
mend changes in the light of current and foreseeable training priorities.
The main recommendations made by the Committee are outlined below.

1. Education and training should be oriented to national development
needs.

2. National development calls for stress on technical, commercial and
agricultural subjects in secondary schools and instruction !n numerical
and mechanical skills from primary level onwards.

3. The emphasis in the Kenyanization programmes should now be on
effective job performance. Much of the early training was of a "crash
programme" nature and did not give adequate preparation for subsequent
responsibilities. Quality standards of education and training should
therefore now be raised. To this end post-training performance must
be assessed against stated training targets.

4. Training programmes should be established on the basis of the re-
quirements of each industrial sector as regards skilled and specialised
manpower, such estimates being the responsibility of individual employ-
ers.
5. The expansion of vocational and technical education so as to produce
the skills needed for social and economic development has the following
implications:

- At skilled worker level this means increased responsibility for training
by the private sector. It also means full consultation with the private
sector on the future development of existing public training facilities.
Consideration should be given by the Government to the retention in
the country of non citizen craftsmen in cases where this can maximise
the availability of citizens as craft instructors.

(cont'd)
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- At technician level priority must be given by the Government to providing
adequate funds to expand instructor training. There should be greater
emphasis on practical instruction.

6. Efficient machinery should be created for the proper planning, admini-
stration and supervision of all education and training.

7. A central planning authority the Central Training Council of Kenya
(CTCK) should be established within the Office of its President. Mem-
bers of the Council should include representatives of the Government, em-
ployers' and workers' associations and individual specialists. The Council
would be mainly responsible for (a) a continuous review of training needs,
and (b) advising all sectors on training priorities and strategies. A Central
Training Bureau should be set up as the executive arm of the Council.

8. In the public sector, each ministry should have over-all responsibility
and adequate funds to meet its own training needs and to subsidise the train-
ing of independent organisations for which it has responsibility. In the
private sector the basic responsibility for training will be with each indivi-
dual employer. However, at technician level, an increasing amount of
training in the private sector will be financed through the recently introduced
Industrial Levy Scheme.

9. The Institute of Adult Studies, University of Nairobi and the Board of
Adult Education should work closely with the proposed CTCK. The former
should continue to supplement the training provided at other institutions

10. No technical co-operation or other project should be accepted unless the
Government is satisfied from the outset that it can meet the full recurrent
costs at the end of the project. Care should be taken that all such projects
fit into the basic over-all development plan for Kenya.

11. Educational expenditures should be based on cost-benefit calculations.

12. There must be a firm commitment to staff development in the public
service. There is need for greater professionalism and the service should
set an example in efficiency. A programme of on-the-job clerical training
should be introduced throughout the public service.

13. Emphasis should be given to management and supervisory training. A
Committee on Entrepreneurial Development should be 2. et up to co-ordinate
all activities relating to the training of African entrepreneurs. The two
aspects of this type of training are: (1) training small businessmen in urban
and rural areas, (2) training effective manager G in commercial or quasi-
commercial institutions.

[See also abstracts Nos. 2/B 49288 and 2/B 50756, Vol. 12.
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Translation
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Article on the need to include training in problem solving in manpower
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the skills axis as a basis for occupational training.
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Government sponsored training programmes have given increasing em-
phasis to providing assistance to the socially disadvantaged. Such pro-
grammes, however, have been characterised by disappointingly high drop-
out rates.

The disadvantaged person seems to lack not only technical and vocational
skills but some type of "coping skill" as well. If he had had the ability
to cope, he might well have examined other solutions to his problems as
alternatives to dropping out. Coping skills can be described as "life
skills".

If successful functioning in society depends upon two sets of skill tech-
nical/vocational, as one set, and problem-solving skills as another set it
becomes possible to describe people 4n terms of the presence or absence
of these skills. In fact, a skills axis can be constructed. For example,
the vertical line will represent a range of problem-solving life skills,
with the extreme of no skills at the lower end of the line, and the ex-
treme of complete life skills at the upper end. The horizontal line will
represent the saleable technical/vocational skills, the left end represent-
ing the point of complete absence of any saleable skills, and the right
end, the possession of many saleable skills. There will be four result-
ant quadrants: .2 1

Q.3 Q.4
Plottings in the resultant quadrants can. be made to describe the combina-
tion of occupational and problem-solving skills possessed by individuals.
Q.1 descr.bes those whom society regards as successful; Q.2, those
who dc not have many, or any saleable skills, but who cope well with
those prohlems life brings them. Q. 3 includes disadvantaged people and
Q.4 includes people who have saleable skills but no problem-solving
skills.
Each person has his own axis. Each success or failure in life exacts a
new interpretation of the axis for the person. The skills axis,

(cont'd)
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descriptive in broad terms of the skills required for effective functioning in
society, assists in the identification of training needs. Traditionally, man-
power training has concerned itself solely with the horizontal line, i.e. the
need for training in saleable skills. Such a training programme assumes one
or all of a number of things about problem-solving life skills: it may assume
that people already have problem-solving life skills; or it may assume that
economic effectiveness eliminates the need for such skills; or it may assume
that people cannot increase their effectiveness in handling their personal
problems.

A "life skills" programme denies these assumptions. While individuals can
learn life skills through their own efforts, a more effective way, particularly
for the disadvantaged, is through training. Often lacking in communication
skills and equally lacking in confidence the disadvantaged respond by retreat-
ing from a situation rather than by trying to find a solution. A systematic
programme of training in the necessary skills hastens their acquisition.

However, by itself, a life skills programme does not provide an adequate
manpower training programme. It merely substitutes one form of instability
or disequilibrium on a manpower training axis for another. For example,
an unstable position would be apparent in Q.2 (high problem-solving. skills/low
saleable "kills) and in Q.4 (high saleable skills/low problem-solving skills).

When a manpower training programme directed at people on Q. 3 deals only
with saleable skills it moves its clients from Q. 3 to Q.4; if it provides only
problem-solving life skills, the client moves froni Q.3 to Q.2. If the two
types of training are combined, however, the trainee has the opportunity to
move from Q.3 to Q.1. A life skills course, linked to technical/vocational
education and training, provides disadvantaged members of the population
with the problem-solving life skills characteristic of people who use them-
selves confidently and effectively in their contacts with others.
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Decret no 72/154 du 12 mai 1972 instituant une Commission mixte de
centrafricanisation des personnels des entreprises privees en Republique
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Journal Officiel de la Republique centrafricaine, Bangui, Vol. 14, No.12,
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Decree No. 72/154 of 12 May 1972 constituting a Joint Commission ior
the "Central-africanisation" of the Personnel of Private Enterprises in
the Central African Republic

Subject analysis
Decree setting up a commission to assist the Government in dealing with
the problem of "Central-africanisation" of the personnel of private
firms: purpose and duties, membership.

Contents analysis

12
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Cl HI-

A Joint Commission is to be set up for the "Central-africanisation" of
the personnel of private undertakings under the Minister of Labour. Its
purpose shall be to:

(1) identify the personnel requirements of enterprises and consider the
means for satisfying them both quantitatively and qualitatively;

(2) determine the procedure for joint action by public and private
establishments providing training, including further training and up-
grading, for personnel who are nationals of the Central African
Republic;

study all problems connected with the general policy of "Central-
africanisation" of the personnel of private firms; carry out any
relevant studies or surveys and submit proposals to the Government
with a view to helping solve such problems.

The Chairman of the Commission shall be the Minister of Public Admini-
stration and Labour, who shall convene it and determine its agenda.
The members of the Commission shall be: the chairmen of the district
Chambers (chambre consulaire), the Director-General of Education,
the Director-General of Labour and Social Legislation, the representa-
tive of the Minister responsible for relations with private enterprise,
the Director of Planning, the Director of the National Manpower Bureau,
the Director of Industry, the Director for Home Commerce; 5 represent-
atives of the Interoccupational Group for the Study and Development of
the Economy (Groupement interprofessionnel pour l'etude et le develop-
pement de Peconomie centrafricaine GIRCA); 5 representatives of the
General Union for Central African Workers (Union generale des
travailleurs centrafricains UGTC).

All private firms shall submit to the Commission plans for the progres-
sive "Central-africanisation" of their personnel. If it thinks fit, the
Commission may require heads of firms to submit any documents which
might assist it in its deliberations.

(3)
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The effectiveness of manpower training programs: a review of research
on the impact on the poor
Washington, D.C., US Government Printing Office, 1972 : Studies in
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Ssitleci analysis
Report reviewing benefit-cost analyses of manpower programmes
carried out under US anti-poverty legislation: methodology; programmes
assessed; implications and conclusions; bibliography.

Contents analysis A study has been carried out at the instigation of a congressional sub-
committee to examine the impact that government-financed manpower
)rogrammes have had on the earnings of the poor. It identifies the
characteristics of those individuals who have benefited most from train-
ing as well as those who have proved unsusceptible. It discusses the
effectiveness of different programmes, and assesses the likelihood that
greatly expanded training programmes will reduce the incidence of poverty
and the size of the welfare p6wlation.

The emphasis is on social benefit and cost. The social cost of a training
programme is defined as the value of the output which could have been
produced with the resources actually employed in training. The social
benefit covers changes in full employment and increases in earnings of
trainees.

In general the study was critical of all evaluations carried out so far to
assess the impact of such programmes. Observations have rarely
lasted more than a year and no account has been taken of alternative
strategies. Training alone may not be the answer to widespread poverty.
It has to be evaluated in the context of the alternative strategies which are
available. If unemployment is not reduced below the 5% level, much of
the 1.6 thousand million dollars planned for manpower programmes in
1973 could be better spent on job creation. Furthermore, many of the
benefits which trainees receive may come at the expense of other un-
trained low-income earners whose jobs they take. These displaced
workers may become welfare cases in turn. Comments on the specific
programmes are outlined below.

Manpower Development and Training Act (MDTA) 'cf. abstract No.
1/B 5066, Vol. 41

MDTA programmes have been studied extensively although each study has
limitations which made generalisations dangerous. Programmes have

(cont'd)
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been generally regarded as successful because they generate improvements
in the economic position of the trainees which are greater than the social
cost of training. As an investment this programme has yielded a return of
about 15%. The MDTA on-the-job training (OJT) [cf. abstract No.
13/B 44678, Vol. 111 has been more effective than classroom instruction,
especially for women. However, the annual earnings of those completing
such programmes generally remain below the poverty level.

Neighbourhood Youth Corps (NYC) (in-school, out-of-school and summer
programmes) [cf. abstract No. 2/B 21840, Vol. 71

The function of NYC is to encourage continued school attendance and evalua-
tion findings were uniformly discouraging. In-school programmes may have
limited success but it appears that NYC is too simplistic a mechanism to be
effective in reducing school dropout rates. Analysis of out-of-school pro-
grammes suggests that the programme is helping male school dropouts ad-
just in the employment market but even here earnings are below the poverty
level. Benefits to females are small.

Job Corps [cf. abstracts Nos. 2/B 17261, Vol. 7 and 2/B 35772, Vol. 91

The conclusions to benefit-cost analyses are not encouraging and if their
estimates prove accurate, the Job Corps is economically inefficient.

Work Incentive Programme (WIN) [cf. abstract No. 2/B 2138-1, Vol. 71

Evaluation rating of this programme is particularly poor. It has been re-
latively expensive and its record of successful placement (30%) falls far
short of MDTA '31%).

Job Opportunities in the Business Sector (JOBS) [cf. abstract No.
2/B 2138-1, Vol. 71

Studies indicate that claims of success have been exaggerated and that JOBS
may have served largely as a subsidy to firms with high turnover rates
among their unskilled employees. In many instances, lower-cost dis-
advantaged are substituted for other employees as they vacate their jobs.
Training subsidies should be conditional upon the employee being retained in
an acceptable job for a specified period of time following training.

Conclusion: It is imperative that Congress, as well as the government ser-
vices, have solid information concerning the employment and earnings of the
trainees in government-sponsored manpower programmes. Rational de-
cisions cannot be made about the future funding and structure of these pro-
grammes in the absence of information on performance evaluation. [Cf.
also abstracts Nos. 2/B 47688, 2/B 43862, 2/B 38566, Vol. 11, 2/B 40894,
Vol. 10, 2/B 36508, 2/B 35374, Vol. 9.1
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Translation
Intermediate report of the Committee of Experts on the costs and
financing of vocational training

Subject analysis
Intermediate report of a committee of experts: terms of reference;
methodology (scope of the inquiry, sample, interviews, questionnaire);
provisional findings based on 20 case studies; schedule of main and
final reports.
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4 101

A Committee of Independent Experts was set up on 1 April 1971 by the
Minister of Labour and Social Affairs to investigate the costs of out-of-
school vocational training and to propose regulations for financing it
which would ensure minimum quality standards for vocational training
within the undertaking. The Committee's mandate, scheduled for a
period of 2 years, required it to investigate all the various occupations
and branches of economy; to aim at ensuring, between undertakings, a
more equitable financial outlay on vocational training; to study past ex-
penditure and make projections for future expenses. The Committee was
to investigate occupations requiring formal training (Ausbildungsberuf)
as defined in the vocational training law [cf. abstract No. 1/L 88-1,
Vol. 91.

Methodology. The inquiry was carried out along 2 lines: (1) case
studies; (2) study of a random sample.

The first line of inquiry was carried out in 2 phases: an initial phase
covering industry, commerce, banking and the artisan trades, and a
phase covering large undertakings, public employment, railways, the
postal service, the army, social security and the hospitals.

The second line of the inquiry covered the following: industry, commerce,
banking, insurance, artisan trades, agriculture, consultant services
(lawyers, notaries, tax consultants, etc.), doctors, dentists and pharma-
cists. (A study by a group of experts confirmed that extrapolation of the
data gathered from the undertakings would be valid with an acceptable
margin of error if the sample were to include 14 chambers of industry
and commerce, 117 undertakings providing training and employing 1,000
persons or more, 599 undertakings employing less than 1, 000 persons
and 1,500 firms in the artisan trades.)

The inquiry was carried out according to rigorously structured inter-
views on the basis of a questionnaire established by the Committee and pre-

(coat 'd)
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tested and improved after a trial run. To ensure objectivity and compara-
bility of the data, the Committee posed identical questions to the training
directors (Ausbildungsleitung), the training officers (Ausbilder) and the
trainees (Auszubildender).

Provisional findings

Costs. Analysis of the replies to the questionnaire has not been completed
yet. An initial analysis based on 20 case studies, shows that there is a
wide range of costs, varying according to the undertaking, the occupations
concerned and the year of training. Gross cost of training per trainee
ranges from 4,000 DM (approximately US $1, 300) and 35, 000 DM
(US $11,500). On the other hand the training can itself bring in a net pro-
duct amounting to some 13, 000 DM (US $4,500), representing the value of
the work performed by the trainee during the training. In about a third of
the cases the value of the trainee's production may exceed the cost of the
training.

Most of the cost of the training seems to lie in staff costs (85% to 95%).

Financing. Preliminary analysis shows that the present situation is not
satisfactory. Only a system of collective financing of vocational training
can be suitable but it is not yet possible to make firm proposals as regards
the structure or organisation of such a system. There are 2 possibilities:
a centralised school-based system financed from public funds; a system
which comprises systematic exchanges among various duly authorised
training premises. Systems employing both the above types might also be
applied.

There are 4 sources of finance: (1) public funds; (2) contributions from the
undertakings; (3) contributions from the workers; (4) contributions from
employers and workers together. The 3 latter forms of finance would
permit setting up a fund for the financing of vocational training.

As regards the organisational structure of the system, 2 processes might
be considered: a suitable expansion of the present institutions or the setting
up of an entirely new body. The first solution would encounter problems
because of the large number of existing institutions (some 400) and the risk
of conflicting interests. This would seem to tend towards selecting the
second solution: the possible establishment of a new body.

The Committee expects to finalise the main report of the inquiry, as well
as various supplementary reports, by the middle of 1973. The final report
is expected to be issued at the end of 1973.
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Translation On the effectiveness of vocational training

Subject analysis

Article on a study on the relationship between the efficiency of workers
in the mechanical engineering industry and the type of training they have
received (school-based or within an undertaking); findings analysed
according to the workers' level of education, occupational mobility, pro-
ductivity and wages.
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A study has been carried out by the Institute for Occupational Research
(Naueno-issledovatel'skij institut truda) to assess whether the type of
training received (school-based or within an undertaking) has an effect
on employees' work. The study was carried out in the production and
ancillary workshops of 4 large mechanical engineering plants. The
main findings are given below.

Place of training. Of the total number of workers covered by the
survey, 22% had been trained at a vocational school. Most of these were
machine-tool operators doing piece-work, an occupation entailing a longer
period of school-based training than that undergone by the other piece-
workers, such as the fitters.

The level of education of machine-tool operators who had been trained at
a school was generally higher than that of the operators who had been
trained within the undertakings. For the former, this level correspon-
ded, on average, to 8.4 years of schooling; for the latter the correspon-
ding figure was 7.4 years. The same observation was valid as regards
fitters: 7.9 and 7.2 years respectively.

Promotion . The workers' promotion within the qualifications scale de-
pends on the type of training received. In so far as piece-workers are
concerned, those whose training has been acquired in a school usually win
promotion more quickly (on average, by 6 months) than the workers who
have got their training within the undertaking.

The productivity of machine-tool operators and fitters with school-based
training was distinctly higher than that of the workers trained within an
undertaking. Assessed in terms of average output, expressed as a
percentage in relation to set standards, the school-trained workers
attained a rate some 15 to 20% higher.

As regards occupational structure, most of the machine-tool operators
(both piece-workers and those on an hourly rate) had reached a level of

(cont'd)
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general education equivalent to 8 years of compulsory schooling, were aged
between 30 and 35 years and had acquired '1 to 12 years' work experience.
Of this group of workers, the wages of the machine-tool operators who had
been trained at school (duration of training: 1-2 years) was about 14%
higher than the wages of those who had been trained within the undertaking
(duration of training: 6 months).
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Translation
Drawing up a manpower resources balance-sheet in Byelorussia

Subject analysis
Article analysing (with a diagram) the procedure for preparing general
and specialised manpower resources balance-sheets and assessing their
use in planning reserve manpower for industrial production.
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Drawing up a balance-sheet of the economy's skilled manpower needs
and resources should make it possible to take timely action to organise
training in the trades required by undertakings, branches of industry,
towns and regions. It should also indicate the type of training that will
be needed. Responsibility for providing the training should be shared
between the vocational schools and undertakings, the latter teaching
simple trades and the schools those which are more complex.

Systematic and long-term planning of skilled personnel is needed. The
competent authorities have set out, on an experimental basis, to prepare
balance-sheets of skilled workers, according to trades, locality and in-
dustry for a planning period up to 1980. The basic data for the work,
which has been carried out on the lines of the diagram below, are given
in greater detail in respect of the current 5-year planning period
(1971-1975).

The preparation of general manpower resources balances has brought
out the need for accurate estimates of the proportion of the active popula-
tion wholly occupied in household tasks or in cultivating their own small-
holdings. Research was undertaken to find out whether these people
were interested in integration in the "socialised production" sector
(obestvennoe proizvodstvo). It was discovered that their attitude
depended on several factors, such as the number of young children in the
family, the productivity of the holding, its importance to the family as a
source of income, and the state of the local employment market. The
potential integration capacity was 2.5% to 3% of the total number of such
persons in towns, and 6% of those in rural districts. This section of
the population is not very mobile; it will therefore have to be employed
locally.

Rural districts where the volume of employment in the kollshozes is
declining through the effect of technical change are an important source
of manpower. The structure of this population group needs to be

(cont'd)
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analysed on the basis of various decisive factors (age group, sex, educa-
tional standard, etc.) with a view to its redistribution among the different
branches of industry. Release from the kolkhozes must be planned with
due regard to maintaining agricultural output at the required level. Man-
power utilisation sections have been formed within the executive committees
of the regional Soviets of workers' delegates; they will be responsible for
seeing that the above conditions are fulfilled.

Council of Ministers of Byelorussia
State Committee for the Utilisation of Manpower

Resources

General balance-sheet of
manpower resources, by

branch of industry
1

Ministries and assimilated
departments

Balance-sheets of skilled
workers,by trade
("primary balances" -

pervinye balansy)

Over-all balance-sheet
of manpower resources,
by region and by town

Local bodies responsible
for the utilisation of

manpower reserves

Balance-sheets of skilled
workers, by trade
("primary balances"

perviCnye balansy)

Undertakings
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Translation
New trendsin vocational training and industrial development: more
intensive promotion for rural crafts and small-scale industry

Subject analysts Article on vocational training in developing countries: relation between
training, industrialisation and migration from rural areas; need to adapt
training systems for use in the Third World; establishment of technical
centres and consulting services for small-scale industry.
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C101 2

Many developing countries looking at the industrial revolution that changed
the farming countries of Europe into industrial nations confuse develop-
ment with indvstrialisation. They therefore try to take a short cut by
importing European techniques without adapting them. This has been the
case with vocational training. The Federal Republic of Germany has
provided substantial aid in this field, on a bilateral basis, since 1956.
But the dualist vocational training system in the Federal Republic (res-
ponsibility and cost shared between the educational system and industry)
cannot be simply transplanted to the developing countries.

What the developing countries lack are the undertakings capable of pro-
viding real vocational training. They offer a purely school-based sys-
tem of training whereas in Germany training is shared between the under-
takings, which provide the practical workshop training, and the vocation-
al schools, providing the related instruction. Compared with this
dualist system, vocational training in a purely school environment
presents grave drawbacks: it is difficult to train the available manpower
to meet exactly the undertakings' skill requirements; it is costly since
wholly dependent on public funds; it encourages the "white collar complex"
which tends to make trainees not to consider taking up manual work, etc.

Vocational training cannot by itself bring about industrialisation, though
undertakings in many developing countries fail to make use of its possi-
bilities. Some big industrialisation projects have worsened rather than
solved economic, social and structural problems. Industrialisation
which creates ripples of progress acts like a magnet on the environ-
ment and speeds up the depopulation of the countryside. But the few
modern undertakings have a low demand for manpower, cannot absorb
the waves of migrants often the more dynamic segment of the rural
population. Only a development of the rural areas themselves can
really get the Second Development Decade moving, creating a balanced
relationship between agriculture, the rural infrastructure, industry and
the artisan trades.

(cont'd)
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Small-scale industry in the developing countries is hardly able to solve its
own vocational training problems. The people who obtain secondary school
certificates will not be content with the jobs they are offered in small indus-
trial undertakings or the artisan trades sector in the rural districts. To
integrate vocational training in the latter enterprises and eliminate its
school atmosphere, will require the setting up of technical centres and con-
sulting services. The centres would be used for further training for work-
ers already in employment as well as for initial training; they could help to
disseminate modern technologies and be a means of experimenting with tech-
nical adaptations. The consulting services would be a link between artisan
trades and industrial and commercial undertakings. The need for training
would thus be satisfied and progress stimulated in both the modern and the
traditional sectors.

United action involving vocational training, technical development and the
promotion of the artisan trades and industrial and commercial undertakings
is more costly than purely school-based vocational training. But resources
thus invested would have a direct impact on some of the basic employment
and development problems of the countries concerned.
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Translation Young people confronted by the world of work

Subject analysis
Research report on the employment of young people: (1) policy statement;
(2) national survey on the employment of youth (young people in employ-
ment, unemployed or students): terms of reference, methodology and
findings; diagrams, statistics. [This abstract deals mainly with
Chapter 6 on the national survey: young people in employment.]

Cont,..ss analysis

12

The survey was carried out from 10 October to 15 November 1969 by the
French League for Continuing Education and Training (Ligue francaise de
l'cnseignement et de Peoducation permanente ). The National Institute of
Statistics and Economic Research (Institut national de la statistique et
des recherches economiques INSEE) and the Institute for Materials
Research and Testing (Ecole superieure d'application du materiel
ESAM) assisted in the work.

The scope of the survey covered young people throughout France born
between 1 January 1945 and 31 December 1954. No distinction was made
as regards sex, nationality or civil status. The following were excluded:
military conscripts, young people not in employment and not seeking em-
ployment, married women not in employment, young people in employ-
ment but having employer or independent worker status.

Method . The method used was a questionnaire inquiry (a range of some
50 questions) distributed to a sample of 12, 000 persons selecteu on a
quota basis. The inquiry was carried out through individual interviews
at which the field workers were asked to consider the interview as a.k
opportunity for discussingthe subject's problems and their leisure time
occupations. Discussions at local level on the findings of the survey pro
vided another opportunity for learning more about behavioural motivation.

The field workers tended to lay greater stress on young people under 20
years of age. By and large the sample of workers was given less atten-
tion than that of the students.

Analysis of the replies

2,340 young mer and 1,628 young women in employment responded to the
inquiry: 68% of the men were production workers, 14% salaried em-
ployees, 7% middle-level supervisory or management staff. The corres
ponding figures for the women were 28%, 47% and 14%.

May 73 (cont 'd)
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As regards educational background, 4 out of 10 of the men at production
worker level said they had had no more than primary education. More than
75% of the managerial level, however, had completed at least senior second-
ary schooling. There was no difference between men and women as regards
level of general education, whatever the socio-occupational category.

More than half of the young workers had had no vocational training or had
only had on-the-job training. One out of 5 had gone to a vocational school
(college d'enseignement technique), 1 out of 10 to a technical secondary
school (lycee technique). One young worker out of 3 had taken or was taking
a course of further training; men tended to have a higher rate of participa-
tion in such training than women (35% as against 26%). In about 40% of the
cases studied the further training was chiefly a matter of upgrading within
the same line of work. Nearly two-thirds of the courses of further training
were being taken outside working hours, often a heavy burden on the young
workers. Unskilled and specialised workers tended more frequently to 7Je
taking such training during working hours. One young worker out of 5 said
that he had no intention of taking further training, one out of 4 would like to
take it but did not have an opportunity to do so.

Young people tend to be subject to occupational mobility. More than one-
fourth of the respondents had changed jobs at least once before he was 25
years old.

Training and job satisfaction. About 25% of the young workers felt that their
first job was quite in line with the training they had received, but an equal
number stated exactly the contrary. The least satisfied with their current
jobs were production workers and unskilled labourers. One-third of the
respondents hoped to change their job shortly, usually because they felt they
were not earning enough. Clearly, wherever the young people were well
satisfied with their current employment they were less anxious to change
jobs.
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Translation

Subject analysis Book analysing the return to education and training investments for non-
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gested new policy directions; bibliography; detailed statistical
appendices.
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[This book represents an analysis of the return to educational invest-
ment in non-white urban workers. This abstract deals only with the
main conclusions.]

The basic assumption of the study was that a worker's potential produc-
tivity is enhanced by investments in his education and training. Three
different residential locations were considered: central city ghettos, the
rest of the central city and the suburban ring.

There were two main samples: (1) 21,467 persons, aged 14 or more,
living in the 12 largest metropolitan statistical areas in March 1966;
(2) 37,330 persons, aged 14 or more, living in one of the 10 well-defined
urban ghettos in 8 large cities in November 1966. The research pro-
ject involved analysing over 50,000 interviews conducted by government
agencies with ghetto and non-ghetto dwellers in the metropolitan areas.

The main finding was that education and training are of less help to black
ghetto residents than to others in getting either a job or equal pay and
the opportunity for advancement. Educational returns were particularly
iow and in terms of reducing unemployment, virtually non-existent
it: the urban ghetto. There was little difference between the trained non-
wh'te ghetto dweller and the untrained non-white; both had to deal with
the reality of extensive unemployment.

En phasis must be shifted from the alleged defects of the poor themselves
to tiefccts of the market system which condemns the poor, and especially
the non-white poor, to an unstable secondary employment market.
Suggested new policies are outlined below.

Ghetto development. Institutional change is critical if urban minority
groups are to be able to cope with society as equals. Specific measures
would include: job creation within ghettos; acquisition by the community
of assets both inside and outside the ghetto; a substantial expansion of
existing businesses owned by non-whites (particularly through

(cont'd)
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co-operative forms of ownership); large-scale transfer of ghetto property to
ghetto residents and/or the community; emphasis on the provision of pre-
vocational and vocational training within ghetto enterprises; and local control
of community political institutions, e.g. schools, police, health facilities.

Public employment. The emergence of the service economy (now the fastest-
grov,ing source of jobs) creates an opportunity to broaden the employment
possibilities of ghetto workers. The twin problems of ghetto under-
employment and the growing shortage of public services may contain their
mutual solution. New aperoaches will be needed in the areas of recruitment,
vocational training, placement, and especially in the design of relatively
culture-free examinations and performance tests.

Public sanctions on the hiring practices of private employers. Over three-
fifths of the labour force work in the private sector. The Federal Govern-
ment should strengthen legislative and other measures tl attack discrimi-
natory practices among private employers and labour unions. These would
include: compulsory hiring of specified percentages from low-income groups;
hiring criteria linked to job performance ability; fines for discriminatory
practices.

Comprehensive redevelopment of the central city. New planning techniques
(e.g. high-rise industrial buildings, "towns-within-towns", multiple purpose
skyscraper complexes) now make it possible to expand employment oppor-
tunities within central cities and avoid overcrowding. The most important
side-effect would be an enormous new demand for minority labour, both in
the construction phase and subsequently in the continued operation of the city.

A comprehensive urban employment policy. Three general directions of
action are called for: upgrading workers' skills and employability through
improved education and training, overcoming discriminatory practices and
other barriers to their employment, and achieving greater economic and
employment growth within geographic and occupational reach of inner-city

workers. It is essential that efforts be made simultaneously in all three
directions in order to be effective.

[Cf. also abstracts Nos. 2/B 39562, 2/B 43862, 2/B 47688, 2/B 52060,
Vol. 11.]
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Translation

Subject analysis

Study on the requisl ; for designing a comprehensive manpower pro-
gramme at community level: determining targets and strategies; re-
orientation of existing programmes; adaptation to the community's
social/political realities. IThis abstract gives a general outline of the
concepts discussed. I

' Contents analysis

12
May 73

As part of a general plan to decentrelise many of its major functions, the
Federal Government is now proposing to delegate much of the responsi-
bility for manpower training and related services to the State and local
governments [cf. abstract No. 1/L 77, Vol. 8]. This study examines
the steps communities will need to take if a policy of decentralisation is
to be successful.

Three sources of data were used: statistical information from govern-
ment sources; public and private reports on training and related pro-
grammes in different cities; personal interviews with officials and close
observers of government-sponsored manpower programmes In 6 cities in
the middle-Atlantic region.
The Government's manpower development effort is chiefly addressed to
helping persons who suffer from L. ierally recognised educational,
cultural, or other handicaps to find work or career advancement. Stat-
istical information on such programmes is sparse [cf. abstract No.
2/B 52060, Vol. 11] and if city and smaller communities are expected to
exercise anything like effective control over manpower development
activities within their jurisdiction, detailed data on operations of the
various programmes, by local areas, are essential.
Broadly stated, communities will be called on t- perform 4 major func-
tions: plan manpower development goals for the disadvantaged; choose
among available means for meeting these goals; monitor operations of
the specific programmes selected, and evaluate their results. Failure
in any one function will be detrimental to the entire community effort.

The 4 functional responsibilities should take into consideration 6 opera-
tional areas: overcoming so3ial and psychological barriers; providing
general work orientation and remedial learning skills; providing voca-
tional training and career opportunities; matching jobs and job seekers
and restructuring jobs in line with available workers; providing financial
allowances and supportive services; private and public job creation.

(cont 'd)
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The over -al] outcome would be that the requisite human and physical re-
sources would be brought together at the different levels of need in a manner
which would yield "maximum benefits" with "minimum resource inputs".
Investing these broad generalisations with specific content and determining
an appropriate strr.teq:, are the critical issues confronting a community.

In choosing a manpower services strategy, a community has a wide range of
policy options. The key issue is how far the community decides to move
away from a market-oriented towards an intervention-oriented strategy. The
specific direction which a community chooses to follow must reflect its parti-
cular needs and resources. Implementation of this policy choice is a 3-
stage procezc; (1) determining the scope of manpower policy, (2) assigning
responsibility for delivering manpower services, and (3) establishing specific
programme objectives.

The states and cities are to be given wide latitude in determining how money
made available by current legislation and, :n particular, the Emergency
Employment Act of 1971, is used. Obviously, the funds are too limited to
have a major effect on over-all employment trends which will be i auenced
by broadly expansionist fiscal policies at national level and communities will
face difficult decisions in determing what persons should be able to benefit
from public employment policies.

In adapting exil;ting manpower programmes to the needs of the disadvantaged,
the problem is to delineate the specific role of each programme more sharply
and to adapt the various programmes to their assigned objectives. Until
this Is done, the present haphazard and arbitrary pattern of services will ccr-
tinue to prevail.
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Book containing the President's address on 21 May 1972, summing up
progress and future tasks in the country's 73ffort to achieve economic
democracy and an enlightened society; annexes covering all aspects of
national policy (defence, economy, finance, social policy, regional
3..ivelopment, etc.).

[The President of the Republic of Chile addressed Parliament on 21 May
1972. The text of the address is followed by annexes covering every
aspect of Chilean policy. This abstract deals with the annex on educa-
tion in the context of social policy (cf. p. 719-748).]

In 1971, the year of the National Education Congress, the Chilean
Government sought te open the educational door wider by admitting to
the ,=Klucational system everyone who wished to vnt'ertake some form of
educat:on or training. At the same time (and for the first time) all
persons employed in the field of education were able to participate in a
general survey of education in Chile.

OutlirLe of educational policy

Chile's objective of founding a socialist society is the basis of the coun-
try's educational clevelopment policy. The aims of this policy are: to
foster national awareness; to associate education with productive work;
to lay special einphasis on the sciences; to apply a concept of instruc-
tion of the people by the people, thus giving up that of an educated elite
passing on its knowledge; to educate and train the whole human being,
by developing him as regards not only his intellect but also his physical
abilities, particularly through sport and individual including artistic
cxpression.

Specific objectives have been set.

1. To give equal opportunity to ail; to meet the community's educational
and cultural needs by widening and diversifying the educational system,
improving living conditions and implementing, with immediate effect; an
assistance policy designed to make the benefits of education more widely
available: i.e. providing assistance to individuals and communities in
the form of either school -based or extra-mural education.

(cont'd)
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2. To raise the level of skill and develop the aptitudes of the individual with
a view to his achieving a better integration into society. This would be
achieved through a fusion of theory and practice, constant adaptation of
syllabi to the course of change, and rep:acement of the present formal
school-year system by a more flexible system permitting each pupil to ad-
vance at his own pace and as he reaches the required standard.

3. To set up a unified educational system, related to the country's economic,
social and cultural development, abandoning the present excessively conven-
tional and discriminatory system. Teacher training should be similarly
standardised; the duration of the training would be standard, whatever the
subject, and consist of a common basic stage followed by specialisation up to
different levels of achievement, with appropriate correlation of studies and
work experience.

4. To decentralise the technical, administrative, budgetary and physical
functions involved in the system of education, eliminating the anachronisms
in the old administrative organisation and meeting the need to adapt to
regional requirements.

5. To guarantee the workers employed in the field of education the best
possible conditions compatible w:th economic and educational policy. This
implies establishing, after investigating existing working conditions, a
career structure with a uniform salary scale and equal promotion oppor-
tunities.

6. To promote the participation of all workers in educational services, with
representation of all interested parties, including secondary school students
and the Workers' Central Union, in the national education bodies. The
Council of Education Workers is to be an advisory and standard-setting body.
Participation will be further assured by a School District Council which will
include representatives of teaching staff, parents, pupils and social organi-
sations. There will also be local, provincial and regional education coun-
cils to further educational development generally.

IThe book includes: details of achievements in 1971; inventory of targets
for 1972-1973 school attendance in general vocational and education,
teacher training, adult education, school buildings, teaching materials,
etc .
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Translation
Vocational training - a conflict between individual ambition and meeting
requirements?

Subject analysis Article on reform of the educational system, including vocational train-
ing: the theory of individual gifts and the theory of requirements;
harmonising the training system and employment trends through direct
or indirect action; proposals.
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Opposition to the various schemes to reform the education and training
systems has made much use of the argument that most young people are
not gifted enough to benefit from the change. Nowadays science does
not accept this argument, the evidence being the growing numbers of
students at university, and of young people who are attending or have
graduated from secondary school.

It was subsequently alleged that massive attendance resulted in a lower-
ing of standards; however those who have passed through the system
have emerged with the appropriate qualifications. But this increase can
be at the expense of other lines of training (e.g. vocational training), p.
situation that would be strongly contested.

Th^ criticism now raised is of the menace of "over-production" of
people qualified for non-manual openings, since the theory of "innate
gifts" has given way to the theory of "requirements"; the supporters of
this theory would indignantly reject the suggestion that they want to put
up barriers to training.

Against ally fundamental reform of the educational system, the main
contention is that an "academic proletariat" would be created, as there
would not be enough jobs to satisfy the expanded demand. At the same
time there would not be enough skilled workers to replace those who
leave the labour force. It is claimed that there are thousands of unfilled
posts in une.ertakings offering initial training.

Those who &fend the reform proposals obviously do not want to create a
system that is not geared to employment, since there would be no oppor-
tunity to practise the skills acquired. The real question is how to close
the gap between the educational system and the employment situation.

1. Direct influence. A public or private institute could be set up to pro-
duce at regular intervals and according to well-defined criteria, esti-
mates of the number of young people who should take up any particular

(cont'd)
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training course. This procedure should not be retained since it would
clash with the German trade union approach to the question or with the
spirit of the law. It would also raise insoluble problems in connection with
plant organisation, labour mobility, promotion, etc. There should not be a
rigid link between training and employment.

2. Indirect influence. An alternative would be to exert an influence on
training indire-tly, taking individual ability as the basis and assuming that
the least able will fill the least skilled jobs and the more able the jobs
carrying responsibility. This method is too rigid to be acceptable, how-
ever.

One could also let everyone choose hs own training, in which case selection
is likely to correspond to social origin' workers' children would gravitate
towards manual work. This, which is roughly the situation today, cannot
be accepted because it stands in the way of social advancement and indivi-
dual ambition.

Another method suggested is that up to the end of junior secondary school
(10th school year) there should be freedom of choice; but a choice made at
that stage might bar the pupil from going on to another type of training at
the senior secondary stage.

Yet another possibility is to offer senior secondary education up to the
12th or 13th year to all; but training syllabi are so specialised that ad-
vancement would be possible only in the selected field, subject to there
being enough places available.

A different approach would be a training system that gave all young people,
up to the end of junior secondary school, a sufficient range of broadly based
training courses, each wide enough to allow the trainee to go on into any
stream of senior secondary education or training. The choice of training
after junior secondary should be not merely available but also practicable.
The same is true as regards access to university. This scheme would
require establishment of a diversified counselling service to help each
person make his choice in the light of his own aptitudes and abilities and
the use he can make of the skills he has acquired. Orientation would be
through information and guidance, not by training opportunities.

Trainees and training institutions need to study the market, just as firms do.
Market mechanisms are not the preserve of the economy , to the exclusion
of the education and training system. Just as the head of a firm chooses
what to produce, so the worker should have the right to choose at his own
risk the kind of training he wants.
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Translation A scheme for lifelong education

Subject analysis
Article on a scheme for the organisation of continuing education for
workers: stages constituting the scheme and legislation needed to intro-
duce it; establishment of education services; new types of institution
required.

Conte. analysis
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There is a difference of principle between current ad,.lt education prac-
tice and what is coming into being to replace it a system of continuing
or lifelong education. It means essentially changing over from the idea
that everybody is capable of studying to the idea that everybody must
study. A model has been worked out for lifelong education within the
framework of the vocational training of the individual worker. In the
model, 3 stages are defined: (1) occupational preparation; (2) further
occupational training and specialisation; (3) updating.

The first stage is entirely school-based. Stages (2) and (3) include
varying forms of production work: in-service training, further study
following the obtaining of certificates or diplomas, compulsory updating
courses systematically organised at regular intervals every few years.
In between courses, the workers continue to study on their own with
appropriate guidance, and attend lectures on specific subjects arranged
by higher education institutions, research institutes and various trade or
professional associations.

When the workers pursue their education and improve their level of skill
in this way, it will mean requiring plant libraries and scientific informa-
tion centres and mass media, too, to assume new and important functions
within the scheme.

Some of the problems involved in instituting a system of lifelong educa-
tion have already been considered in a resolution of the Council of
Ministers on the organisation of further training for workers in jobs re-
quiring secondary school education and the conditions under which further
training should be made compulsory for them [cf. abstract No. 4/L 5,
Vol. 51. It is now becoming urgent to draw up legislation for lifelong
education to cover all employees, including manual workers.

Some of the matters to be dealt with are given below :

(cont'd)
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The authority determining the regulations for lifelong education should be
the Ministry of Education. The ministries for the various branches of in-
dustry should establish education services to co-ordinate the activities of
undertakings, research institutes and other institutions (including social
organisations and co-operatives providing courses) concerned with lifelong
education and training for workers.

Since courses will be the principal means of providing continuing education,
a comprehensive network of institutions providing courses will be needed to
cover the whole country. This network will include: (1) centres providing
further training courses for workers in specifi:: industries; (2) training
centres set up by large undertakings for their own personnel; (3) centres to
meet various regional requirements. As regards immediate needs, a
further training centre such as required under (1) must have premises to
cover 5 purposes: classrooms for giving the instruction; premises for
preparing teaching aids; practice rooms with tape-rccording equipment
where the trainees can check their progress and improve their skills;
student accommodation; provision for leisure activities.
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Translation
Employment prospects and requirements in trained manpower in the
1971-1980 decade

Subject analysis
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Study on active population and employment situation in 1968 and prospects
for 1980; skilled labour requirements for production and public sectors;
training needs; conclusions; methodology of the study; statistics.
[This abstract deals only with skill requirements for the modern economy
sectors cf. sections 3 and 4, p. 27-50. )

The Chad Economic and Social Development Plan for 1971-1980 has been
supplemented by separate studies covering employment and vocational
training for which this study constitutes part of the preparatory work
It comprises 2 sections: (1) an assessment of the Plan's impact on over-
all employment trends; (2) an attempt to estimate (for the modern
sector of the economy only) the country's requirements in trained man-
power for implementing the Plan.

The total active population over 15 years of age rose from 1,048,000 in
1963 to 1,165,000 in 1968. It will probably reach 1.5 million by 1980
Workers in the modern production sector (i.e. the private secondary and
tertiary sectors and the public service) are mainly concentrated in the
urban centres, and practically all male workers in the primary produc-
tion are able to find employment in that sector. Women in the active
labour force are v;rtually all employed in traditionally female occupations
and the proportion of women employed in the modern sector is negligible.

Methodology

For the purposes of the study, workers in the modern production sectors
have been classified according to origin (nationals or expatriates) and
in 6 skill categories corresponding to various levels of training:

(1) management (university level);
(2) higher technician (university-level institute);
(3) technician and/or foreman (completed technical secondary school);
(4 ) skilled worker (trade certificate);
(5) specialised worker (completed primary school plus short training of

not more than 12 months);
(6) unskilled worker.

As the data regarding the distribution of workers in the modern produc-
tion sector in 1968 were insuffic lent, 1970 was adopted as base year.

(cont'd)
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It was assumed that all jobs up to skilled-worker level in all 3 sectors
(where in any case there were few expatriatees in 1970) would be filled by
Chad nationals by 1980. The study therefore deals chiefly with categories
(1) to (3). For the public sector, the first hypothesis was that all posts
currently held by expatriates paid under contract from the national budget
or from technical assistance funds would be filled by Chad nationals. A
second hypothesis allowed for the fact that French bilateral aid personnel
had increased in number between 1965 and 1972. It was assumed, however,
that the number of expatriates would drop from 6.6% in 1968 to 2% in 1980.
For the production sectors 3 hypotheses were used: (1) replacement by
Chad nationals at a steady rate of 10% a year over the 10 year period; (2) an
intermediate hypothesis a reduction of over 50% each for categories (1)
to (3) a replacement rate of 2% a year.

Training needs

Training of an average of about 1,600 persons a year is projected for the
modern sector as a whole, to include:
- 130 at the higher education(university) level;
- 165 at university institutes (or assimilated institutions);
- 1,325 at secondary school level (full or partial).

Five major areas for training were distinguished: administrative and legal
(some 490 persons a year); business and commerce generally (290); scienti-
fic and technical (370); educational system (335); social work (135).

Training action for the production sector should aim at the following annual
output: management staff and higher technicians 60; technicians and
foremen 70; skilled manual and clerical workers (category 4) 340.

Assuming a moderate rate of replacement by Chad nationals, the annual
training requirement for the public services would be: management staff
and higher technicians 235; technicians 195; trained government offi-
cers 720.
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In Puerto Rico today unemployment is high and large numbers are under-
employed; at the same time, there are shortages of skilled workers,
many young people not attending school and a substantial proportion of
workers whose skills are out of date.

A study has been made to analyse the shortage of human resources with
technician level and skilled worker qualifications (for both industry and
commerce), and the implications of this shortage for educational planning.

The study was based on data from the census and statistics produced by
the Department of Labour and the Planning Bureau. A supplementary
survey was carried out by questionnaire addressed to 6,164 heads of
firms selected from different branches of industry, and by follow-up
interviews with 500 of the sample. The study set out to find answers to
6 questions: (1) the existing structure of technical employment and future
human resources needs up to 1975; (2) the most and the least common
occupations at these levels; (3) the manpower shortage occupations and
the relevant occupational descriptions; (4) the extent to which existing
training facilities were able to meet the demand; (5) evaluation of pro-
grammes by the heads of firms; (6) assessment of training opportunities
in the workshops in relation to training objectives. [This abstract is
concerned with the last 3 questions.

Findings

Only about 5% of the training needed between now and 1975 will be given
by the undertakings. The inadequacy of present training programmes is
aggravated by the fact that many trainees never practise the trade they
have learnt, or else train for an occupation of little value to the economy.
Few heads of firms are aware of the part training schemes could play in
producing employees with the skills they are looking for. They are on
the whole satisfied with the graduate trainees but complain that the
courses are too few and lack variety. They also criticise the syllabi

(cont'd)
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for being technically out of date and unable to inculcate the basic communica-
tion, science and mathematics skills.

The technical teachers' opinions on the school workshops as regards ability
to cater to the training objectives vary according to the particular pro-
gramme, geographical location and age of the school, the size of the work-
shop, etc. Most of the unfavourable comments referred to insufficient
floor space, inadequate equipment and ancillary services, poor condition of
the equipment, insufficient space for stores and poor maintenance service.

Main recommendations

Public and private training institutions should do their utmost to meet the
demand not met by the undertakings. The problem of trainees who do not
practise the trade they have learnt should be studied to ascertain where the
fault lies: in the training courses or in the system of placing the trainees.

Existing programmes should be expanded and new ones developed to meet
the increasing demand for specialised and unusual occupations. There
should be close liaison with industry to improve syllabus content. Tech-
nical teachers should be able to call upon the co-operation of industry to
arrange staff exchanges and even to take part in preparing syllabi and pro-
grammes. There should be more erfective co-ordination between all bodies
concerned with training. To help in planning training programmes, there
should be regular studies of manpower needs at various skill levels, and
syllabi should preferably be planned to cover groups of trades. Class-
room and workshop training should be combined with real, on-the-job ex-
perience. Vocational guidance should be expanded and improved and the
training programmes available made better known.

Selection and procedures for admission to training should be improved.

71:e workshops, their equipment and maintenance services need to be corn-
ph.:tely overhauled.

Teaehing staff should be given every opportunity to improve their qualifica-
tions, in particular through having access to training opportunities while
they are in employment. Ways and means will have to be found for selecting
teaching staff better and inducing them to stay in the profession.
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[This abstract deals mainly with the conclusions of the committee on
youth, employment and development.]

A Conference of Ministers was organised by the United Nations Children's
Fund (UNICEF) at Lorne (Togo) from 23 to 26 May 1972, to consider the
broad theme of "children, young people, women and national development
plans". Specifically the Conference was to: (1) permit a general ex-
change of views; (2) define the problems and needs of an organisational
planning that would take into account the development of human resources,
of which children, young people and women constitute a major portion;
(3) draw up policies and programmes which would encourage effective co-
operation among governments, international organisations, bilateral and
multilateral aid agencies, and UNICEF.

Eight countries sent full delegations (Cameroon, Chad, Gabon, Ivory
Coast, Mali, Mauritania, Niger, Togo) and 4 sent observers (Congo,
Dahomey, Senegal, Upper Volta). More than 20 international organisa-
tions,governmentai us well as non-governmental, sent observers and/or
technical experts. National studies prepared by the group of 8 countries
constituted basic documentation for the Conference [for abstracts of the
papers prepared by Mauritania, Niger and Togo see respectively Nos.
2/B 50805, 2/B 50804 and 2/B 50479, Vol. 121. Four subcommittees
were set up: (1) childhood up to 5 years women, youth and the environ-
ment; (2) youth, employment and development; (3) childhood, youth,
women and the impact of major projects; (4) childhood, youth, women
and national planning.

New orientation and expansion of education

Education must be rethought and must aim at developing the whole person.
It consists of 2 complementary systems: a formal system (the traditional
school) and an informal system which aims principally at educating differ-
ent age groups and giving people who have no or little schooling an oppor-
tunity to prepare for their working life.

(cont'd)
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To be effective this new tyre of education requires:

- an organisational structure involving all members of the community in
defining the objectives and contents, of an educational system which takes
into account traditional structures and values;

a system of continuing assessment;

- an economic situation permitting the employment of trained youth.

Employment of young people

The following are prerequisites to the integration of youth into the develop-
ment process:

studies carried out at local level on the needs of rural communities and
their employment potential, especially in the artisan trades and service
occupations;

studies carried out by qualified staff of the country concerned with a view
to employment creation for young people in rural areas;

- concentrated action to encourage th, establishment of an infrastructure of
small and middle sized undertakings.

It will also be necessary to:

(1) select, as a priority measure and on the basis of stueies and other
means, those development projects (whether industrial or agricultural)
which will result in maximum employment creation, particularly as re-
gards the employment of young people;

(2) seek the greatest possible equilibrium between employment openings and
the number of young people trained;

ensure that the concept of social return is made an integral part of any
development project;

(4) ensure that throughout the prevocational and vocational training pro-
grammes for young people there is an adequate economic and social in-
frastructure which will facilitate their insertion into the development
process.

(3)

Means of action

In addition to the purely national resources which will have to he allocated in
equitable fashion between the different systems of education, the countries
concerned will need to rely on substantial external assistance for some time
to come. Donor and recipient countries must ensure that such assistance
conforms to certain criteria: interdisciplinary collaboration, max:Aium
efficacy, judIcious utilisation of resources, adaptation of the systems to the
level of development and to the long-term objectives of the country, etc.
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A survey has been carried out by the Institute for Research and other
Activities in the Social Sciences (Institut de recherches et d'interventions
en sciences sociales IRISS) on behalf of the National Industrial Pro-
ductivity Information Centre (Centre national d'informations pour la
productivite des entreprises CNIPE). The purpose was to find out
more about what "training" means to wage-earners: what ideas it con-
veys to them, their attitudes to it, how they would like to see it put into
practice.

The research was based on the following hypotheses: the wage-earner's
conception of training is linked to the individual's economic and social
situation; training may be looked upon as a means to obtain social ad-
vancement; the trainee's criteria for assessing the effectiveness of the
training are purely subjective; the decision to follow a training course
is usually the outcome of a complex decision-making process; the
amount of information the individual has on existing training opportuni-
ties is a decisive factor; attitudes to training follow distinct patterns;
the individual's initial training largely influences his attitude to continu-
ing or lifelong education and training.

Methodology

The survey was based on the above hypotheses and was carried out by
individual interviews in 2 stages: (1) investigation of the hypotheses
with 10 individuals, 5 workers who were undergoing training and 5 who
were not; (2) further investigation, based on the hypotheses, with 15
workers undergoing training and 35 not. The sample was based on direct
selection: all the subjects were between 18 and 40 years of age; two-
thirds of the sample were men and two-thirds were married. Six
branches of industry were represented: food industries, building,
commerce, electronics, metallurgy-engineering. textiles. The geo-
graphical coverage was Paris, Fth&ne-Alpes, southwest and northern
France.

(cont 'd)
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Interviews were carried out in 2 stages. There was a first contact to ex-
plain the purpose of the survey and the role of the individual interviewee in
it. The second was the interview itself, tape-recorded, lasting on average
1 h.30. [The book reproduces substantial extracts from the recordings.1''

Findings and conclusions

Attitude patterns. Analysis of the sample leads to recognition of 3 types of
attitude to training. Type A rejects training, as if the offer cast doubt on
his psychological stability and acqui zed occupational competence. This
type seems to be fairly exceptional. Type B considers training to be solely
a means to a strictly professional end, and relates it very strongly to em-
ployment openings. His attitude tends to limit his ability to find training
opportunities. Type C thinks that training should be a way of enlarging
one's range of skills and knowledge; he considers it worthwhile even if it
does not bring any immediate tangible result.

Conclusions. These can summarised in the 5 points below.

1. For most of the interviewees, "training" means chiefly "vocational"
training. They tend to think only in terms of school-based training. Train-
ing provided within the undertaking is not looked upon as genuine training.

2. Training does not currently have a very attractive image. It is general-
ly thought that the effort to be trained deserves compensation. But training
in the sen',e of edv, ation is regarded as the privilege of an upper class,
something out of reach, not a worker's right. Training is not considered
very important in connection with finding a job and getting promotion; the
gaining opportunities available are not widely known. The training actually
undergone is usually contrasted with an "ideal" training.

3. Motivations for training vary according to the purpose of the training.
The economic and psycho-sociological constraints of the working-man's
environment discourage workers from trying to improve their qualifications.
In most instances the motivation to train is a wish to better one's position
(need for security, wish for promotion, etc.). The social or family con-
text may create an economic motivation. The individual may feel a need to
draw attention to himself and his position.

4. There are many objective and subjective stumbling blocks to training,
particularly since so little is known about available opportunities. Ob-
jectively, training involves individual effort and coLsequently fatigue, re-
presents an investment of time and energy, and extra expense.

5. People belonging to the categories of employees interviewed should be
given more information about the provisions of the Act of 16 July 1972 con-
cerning the organisation of continuing vocational training [cf. abstract No.
1/L 126, Vol. 101 and the National inter-occupational Agreement of 9 July
1970 [cf. abstract No. 1/B 40018, Vol. 91.
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[This report was prepared for an interafrican conference held in May
1972 at Lome (Togo) and sponsored by the United Nations Children's Fund
(UNICEF). For information on the conference itself, cf. abstract No.
2/B 50865, Vol. 12.1

In 1964-65, Mauritania had 1,060,000 inhabitants (50% of whom were
under 20 years of age ), and an estimated population growth rate of 2%.
The rural population was thought to comprise 820,000 nomads. On 1
January 1970 the total population estimate was 1,200, 000, with an esti-
mated urban population of between 120, 000 and 160, 000.

Mauritania's economic sectors are: traditional rural; semi-traditional
rural (artisan trades, fishing, service occupations, trade and transpor-
tation); modern (mining, water, electricity, banking, insurance, public
undertakings); and civil service. Her gross domestic product doubled
between 1959 and 1964 and her trade balance is one of the most favour-
able in Africa. This is mainly due to iron ore exports (85% of all ex-
ports in value) and despite imports of consumer goods and equipment
from 68 countries. There are some 10,200 wage earners in the private
sector, 2,964 in the public, 536 household employees, 3,313 permanent
civil servants and 2,370 officials under contract.

Few women are employed in the modern sector.

The educational system comprises primary school (7 years, the 1st taught
in Arabic only and the following in Arabic and French), which is divided
into 2 cycles (5 and 2 years respectively) and leads to a primary school
certificate. The pupils may then take the secondary school admission
exariination. At secondary level, technical education is provided in
technical secondary schools and vocational schools (collbge d'enseigne-
ment technique). There are also apprentice training centres and rural
education centres. The teacher training college at Nouakchott offers a
3-year teacher-training course.

(cont 'd)
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Radio broadcasting, a powerful instrum:mt for development, is also used
extensively for educational purposes.

In 1969 it was estimated that the educational system reached 10.4% of the
school -age population, with'26,000 in p mary school (1960: 8,643). Up to
60% of the pupils drop out before reaching junior secondary (tours moyen
lere annee CM 1).

Those who complete the 2nd year of junior secondary (CM 2) and have no
access to senior secondary school gravitate towards the urban zones. All
young people, irrespective of their educational level tend to migrate to the
cities. About 50% of the urban dwellers have gone to school; the education
"rate" is very low in rural areas and practically nil among the nomads.
25% of all children in school are over 14 years of age. In 1970 there were
3,104 secondary school pupils, 11% of them girls.

At present, technical education and vocational training are geared primarily
to employers' needs.

Parents' reactions to their children's school attendance fall into 2 brc d
categories: some see it as the only escape from the constraints of rural
life, the others as a burden since it occupies needed manpower.

Priorities

Primary school education shouM be redesigned so as to ext'nd it to rural
areas and link it wit the technical training of young people, to reduce unit
costs, increase effr;ctiveneEs, and revise its curricula. Priority should
be given to improving the situation of rural youth and helping moan youth
to acquire employable skills. Women's training needs should be met,
especially in the agricultural sector, where they are responsible fo, al-
most all production.
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[This report was prepared for an Inter-African Conference held at Lome
(Togo) in May 1972, under the auspices of the United Nations Children's
Emergency Fund (UNICEF). For information on the Lome Conference,
cf. abstract No. 2/B 50865, Vol .12.1

Niger has a population of 4,126,000 (1971) and a surface area of
1,267,000 km2 (just over twice that of France); 5% of the population
live in towns. It has had an annual population growth rate of 2.7% for
the past 5 years and the under-25-years age group accounts for about
65% of the whole population. The vast majority of the working popula-
tion is still to be found in the traditional occupations millet, sorghum
and groundnut cultivation, cotton growing and stock raising. At the
time when Niger became independent (1958), it was one of the African
countries with the lowest level of scheoling.

School-age
population

years)

1958 540,561
1965 540,576
1971 825,203

Population

2,702,806
3,352,882
4,126,000

The genuine effort to

Enrolled

13,887
55,146
88,594

Rate of
enrolments

2.5%
8.2%

10.7%

raise school attendance has been hampered by a
demographic growth rate which is likely to double the population in 20
years.
The primary schools take pupils from the age of 7. The size of classes
ranges from 13 to 65 pupils, according to region. Primary schooling
lasts 6 years, but out of 1,000 pupils sta7ting primary school, 90 finish
tt in 6 years, 203 in 7 years and 348 in 8 3ears. The dropout rate is
nearly 50%, so that each yo:kr thousands d' sch)ol-leavers swell the
mass of urban unemployed, for neither tho service occupations nor in-
dustry can absorb those who drop out of t! e educeL-41 system.

(cont'd)
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In the secondary schools there were 5,228 pupils in 1969-1970 instead of the
13,039 expected, mainly the result of rigorous selection before admission.
The class promotion rate was 76% (90% forecast), class repeats constituted
14% (6%) and dropouts 10% (4%). The 1970 forecast of senior secondary
passes was 119, but only 60 actually passed (58 in June 1971).

Teaching staff. One of the major problems in improving the edlcational
system is the level of qualification of the teaching staff. In 1965-1970, the
total primary school teaching staff was 2,206. Of these, only 2(,4 were
fully qualified primary school teachers. The remainder comprised 979
assistant teachers (44%), 136 qualified instructors and 837 assistant instruc-
torstors (38%). As many of the qualified teachers were detached to secondary
schools or to other government employment, the proportion of assistant in-
structors was in fact even higher (52%). To remedy the situation, a teacher-
support scheme has been built up to cover the whole country, with a system
of continuing further training for teachers in service, especially for the in-
structor grade. A big effort is being made in secondary education to raise
the numbers of Niger nationals among school administrators and teaching
staff (at present 18.6%).

Technical and vocational education is given at (1) the Maradi technical secon-
dary school (lye& technique) and (2) the Niamey centre for initial and further
training.

(1) Admission is by country-wide competition among pupils who have com-
pleted junior secondary -.school (classe de cinquieme des colleges d'enseigne-
ment general CEG) The training leads to higher technician certificate
(baccalaureat de techniciea) which can be followed by advanced technical or
specialist studiee. abroad. It is aleo possible at the end of the first-year
class to take the examinations for t_ .a industrial techniCian certificate
(brevet d'enseignement industriel BEI) or a similar certificate in com-
merce c.,.:.-evet d'ebseignement commercial BEC).

(2) The Niamey Centre offers training !:or industrial occupations up to trade
certificate level (certificat d 'aptitude professionnelle - CAP), and also
provicbscourses of further training, either full-time or in evening classes.

There are out-of-schoolyouth movements, educational broadcasts (with radio
clubs), 3 young farmers training centres, settlement and training activities
for co-operators and functional literacy projects.

There is still very littie higher education. In 1970-1971, only 308 senior
staff were in training, all of them outside the country It is planned to com-
plete the educational infrastructure with a higher education centre and
university campus.
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[This report is one of a series planned to provide a broad view of the
problems of youth and development in Commonwealth countries prior to
and in preparation for a meeting of Commonwealth ministers to be held
in Zambia early in 1973. See also abstract No. 2/B 44112-2, Jamaica,
Vol. 10.1

Few people would question the desirability of educating for personal
development and training to contribute to the well-being and prosperity
of the nation. In attempting to achieve these aims the advanced coun-
tries of the world have been supplying for more than one hundred years
a form of schooling whose contents and objectives have been decreed
unilaterally and which, given to a captive audience, has rarely been
subjected to a critical review.

In most countries (and Malta is no exception) formal education falls
short of its declared or implicit objectives of creating happy and respon-
sible young adults, equal in opportunity and accurately graded in achieve-
ment, suitably guided towards a satisfying life role in their snciety. A
declaration of aims, however, does not ensure that those aims will be
achieved.

It is generally agreed that primary education should comprise a basic
instruction common to all children (a refining of motor skills and a
development of basic communication skills); it is less easy to agree on
the content and spirit of secondary education. In Malta the following
changes should be introduced in secondary education: it should give young
people much more guidance in the techniques of living; its syllabi should
include courses for potential consumers, courses in discrimination and
in the formulation of rational judgement (as a bulwark against the massive
attacks of the mass media), courses to prepare pupils who will be leaving
the islands [Malta, Gozo and Cominol for, coping with their likely future
environment; the importance given to examinations should be curbed;
specialisation should be introduced at a much later stage and with ade-
quate safeguards to rectify an unwise initial choice.

(cont 'd)
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Little seems to be {mown of the wide range of education and training oppor-
tunities available outside the formal education system. There is therefore
a need for much more over-all planning and co-ordination of the formal
and non-formal systems. To this end a comprehensive survey should be
made of all non-formal educational activities in the islands: general educa-
tion (for early leavers; for social advancement), vocational training (in-
cluding apprenticeship, in-service training, retraining), and social and
welfare activities. Such a redesigning of the education system would mean
deploying funds and reorienting the attitudes of employers and the public as
well as reconsidering the teacher's role and making more intensive use of
educational buildings and resources.

School to employment

Since unemployment is a major problem in the islands, there is need for an
effective system of counselling to help smooth the transition from school to
work. All area schools should have full-time guidance personnel in addi-
tion to their teaching staff. There should be close liaison between the guid-
ance unit of the Ministry of Education and the Youth Employment Service of
the Ministry of Labour. Both services should have close links with employ-
ment and every effort should be made so that there shall be the least disrup-
tion to the young person himself and to his school or employer.

The means by which young people are trained for employment should be sub-
jected to a review and critical appraisal. The review should cover both
institutional and other types of training, facilities currently available as
well as those desirable for the updating, upgrading and retraining of all
members of the labour force.

The apprenticeship system is not fulfilling its purpose of creating a com-
petent workforce. The number rf apprenticeships is too low. In 1971
some 3,000 young people left school but only 117 apprentices were engaged
by the Government, the Malta Dry Docks Corporation, and various private
firms. Young people are reluctant to undergo a further period of training
immediately upon leaving school. Employers could help the situation by
making apprenticeship more attractive, providing an efficient training pro-
gramme, guaranteeing employment on completion of apprenticeship, taking
other steps to correct the generally unfavourable popular image of appren-
ticeship.
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[This report was prepared for an interafrican conference held in May
1972 at Lome (Togo) and sponsored by the United Nations Children's
Fund (UNICEF). For information on the conference itself, c f. abstract
No. 2/B 50865, Vol. 12.

[Togo has an area of 56,000 km2 (nearly one-fourth the size of Great
Britain), a population of 2,006,770 (1970), 45% of which is under 15
years of age, and an annual population growth rate of 2.6%. 12% of all
Togolese live in cities; 44.5% work in the primary sector (6zowing
traditional crops, such as cocoa, coffee, cotton and peanuts, raising
livestock, fishing, phosphate mining) and 21.8% are employed in the
secondary sector. Ed.]

The public education system comprises 4 levels: pre-primary, primary,
secondary (general and vocational), and post-secondary (higher education
and teacher training institutes); numerous private institutions at all
levels provide instruction in various fields.

Togo is one of the west African countries which has made the greatest
effort to provide schooling (in 1970, 41% of all school-age children, 6 to
14 years). Yet the literacy rate is only 10%. Girls have less access to
education than boys. In 1970-71, girls accounted for 32% of the primary
school pupils (449 girls for 1,000 boys), and only 19% of the secondary
school pupils. Schooling has developed unevenly in different parts of
the country, with the South well ahead of the North both quantitatively
and qualitatively.

The school system, which should be a means of advancement, for the
most part produces pupils io must repeat their last year of primary
schooling . The few who continue their studies become supervisors and
administrative employees, at considerable public expense. Further
education, a simple extension of primary schooling, provides too little
practical work and is unco-ordinated, since the subjects are separated

(cont'd)
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into airtight compartments. A poor general orientation prevents the pupils
from attaining well-paid positions.

Secondary school education is open to the same criticisms: it tends only to
prepare pupils for higher studies.

Vocational education receives less than 1% of the 229,000 pupils in primary
and secondary school.

Economic consequences

This divorce between Togo's school system and its developmental needs, is probab-
ly due to the facts that the school system is modelled on the French system
and that the pupils find it difficult to study in a foreign language. The out-
lets available to those who have attended school are inadequate: a choice
between employment in agriculture, an artisan trades apprenticeship, or un-
employment. The thought of returning to agriculture is repugnant to rough-
ly 90% of the young school leavers, all of whom seek salaried employment.
As many as can go into teaching. Some emigrate, notably to Ghana.
Others become parasites, never thinking of their family plot as a source of
livelihood. In 1969, 60-70% of the unemployed youth living in the capital
had just f:nished school.The school's strong emphasis on intellectual work
leads chiefly to low-level clerical work, but even this is becoming increas-
ingly reserved for secondary school graduates.

Apprenticeship, for the most part unplanned, is an important substitute for
schooling, but the actual number of apprentices is practically unknown.
The period of apprenticeship lasts from 2 to 4 years. It is contracted for
between guardian and employer, the former presenting the latter with money
and gifts. Apprenticeship is costly to the individual; its conditions are
hard and its returns poor.

Most of the children and young people come from the agricultural sector,
which is notoriously slow to change and offers almost no opportunities for
advancement. Nonetheless, some incidence of success can be found, such
as that of spontaneously formed groups of peasants, particularly in the
coffee-cocoa zone. In other zones with high agricultural potential, young
people can "manage", through self-organisation and with the help of adults,
by raising crops or livestock.
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The outstanding educational innovation of the 1960s in Sri Lanka was a
raising of the quality of primary education through improved curriculum
development, particularly as regards the teaching of science. Heavy
preoccupation with subject -based curriculum development, however,
tended to lead to a neglect of broader educational objectives. Quality
improvement in a purely pedagogical sense was not sufficient. The
science teaching being given in the classroom, for instance, bore little
relevance to the life situation of the pupils.

As a direct result, the major problem facing the country by 1970 was the
massive growth in the numbers of educated unemployed. Even the best
trained technician and science graduates found it difficult to obtain em-
ployment. The shortcomings of the education system had reached crisis
proportions. Its internal efficiency was low, since the number of re-
peaters was high even in the first years of primary school. It was
failing to prepare young people effectively to find their place in adult
society, to find useful work that they could do, to play a responsible
social role or to find individual fulfilment. Even young people whose
abilities and family resources allow them to complete their secondary
education successfully, tend to fail when it comes to finding employ-
ment. The secondary school graduate expects and is expected to find
employment in clerical or administrative work. His education tends
not to have fitted him for a productive occupation, that the economy is
able to provide. The problem therefore becomes one of finding how to
make education relevant.

One answer to the problem of educational relevance would be to include
the systematic study of occupations in the secondary school curriculum,
with priority attention being given to the occupations which support the
life of the community. Both pupils and parents recognise mathematics
as a subject which is difficult but which contributes to becoming an edu-
cated person such as a mathematics teacher. They fail to recognise
the degree of difficulty and the complexity of the *ills required of the

(cont'd)
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small cultivator. The mathematics teacher is a respected "professional"
person; the paddy farmer is dismissed as "unskilled".

This illusion can only be removed by lowering the barriers between school
and local community. A step in the right direction has been the introduction
in 1972 of the common junior secondary curriculum which covers the 6th to
9th years of education and allots 17.5% of the school timetable to prevoca-
tional studies. These studies would include conventional vocational subjects
(carpentry, weaving, metalwork, ceramics, agriculture, commerce) but
they also comprise inquiry-based studies of local occupations and industries
(fishing, gemming, brickmaking, coir-work, plantain cultivation, etc.).

The new prevocational programme, was introduced on a compulsory basis.
It is still at an exploratory stage and its progress will have to be kept under
constant review. Inquiry-based study of local occupations may generate a
different curriculum structure. Critical questions are: the range of differ-
ent prevocational studies that should be followed by each pupil if there is to
be a satisfactory matching of what the pupil studies ar.,/ what his employment
opportunities are on leaving school; measures to ensure continuing improve-
ment in method and content and constant adjustment to changing work situa-
tions and to new development plans, both national and local. In so far as is
possible priority should be given to studying occupational areas which offer
the pupils real employment prospects.

The prevocational studies programme and the concern to make teaching
relevant to the life and work of the community will increasingly permeate
the curriculum. It is to be hoped the result will be the development of Un-
proved syllabi and new approaches for the teaching of traditional subjects
such as science, social studies and the humanities. It will also require a
reorientation of teacher training programmes: the teacher must become not
a specialist in certain academic subjects but a specialist in certain aspects
of life and work, a manager and counsellor responsible for arranging suit-
able learning opportunities for his pupils.
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At the request of the Giovanni Agnelli Foundation (Torino), the Research
Centre on Social Investment (Centro Studi Investiinenti Sociali - CENSIS)
has made a study of vocational training in Italy, with particular reference
to the problems inherent in retraining workers. it also deals with the
question of compulsory schooling and training in agriculture.

The school system in Italy is out of line with the requirements of the
economy. It needs to be strengthened: the school must no longer pre-
pare for a specific occupation but must provide general education with
enough basic vocational training to be a foundation for a continuing pro-
cess of occupational adaptation. Currently there is almost 100% atten-
dance in the 1st year of school but a progressive decline over the next 3
years; at age 13 years the attendance rate has dropped to 71.6%. In
agriculture the system is even less effective. It aims at giving a high
level of qualification but fails to provide basic knowledge and skills which
would be useful later in other fields of activity.

Prolongation of compulsory schooling. Settirq 16 years r),s the end of
compulsory schooling [cf. abstract No. 1/05710, Vol. 21 will be a prob-
lem for the transfer from school to work. The new school system should
give everybody equal opportunity for education and training, but not lead
to a premature selection of occupation. But the reform is controversial:
it is based on the addition of a single 2-year cycle of sWcites which would
include the subjects now being taught in vocational schools. The prolon-
gation will only be practicable if the families cor.cerncd are :financially
able to keep their children at school and effectively cif the employment
market until the age of 16.

Another solution, more c17-- stic but not immediately practicable, would
be to start compulsory schooling at 5 years of age, provide o,,z3 year of
occupational orientation and follow that year by 4 years of interdiscipli-
nary study. Young people would then complete secondary schooling at
the age of 18 but would already have been prepared for the w.irld of work.

(cont 'd)
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Training in agriculture. There ire many and very diverse agricultural
training projects, but only one really takes into account the needs of the
sector. In most cases, the training ends with the initial entry into a job
and, with some exceptions which affect only a few people, provides an entire-
ly static structure of rural manpower and agricultural production. Further
training or readaptation tends only to be concerned with manual training.
Yet over the past 10 years the agricultural manpower in Italy has declined by
41%, and large numbers of workers have had to transfer to other fields of
activity without having the necessary basic education.

The "fanAlEactstalel " (scuole- famiglia) are in some respects an exception.
Instituted in the 1950s in an agricultural school in Northern Italy, they are
based on experiments carried out in France before the Second World War.
They give young people combined general education and vocational training,
alternating periods at school with periods back on the farm. Life in the
family on the farm thus becomes a means for occupational experimenting and,
back at the school, the pupil can check what he has learnt in practice, compare
it with the other pupils and draw conclusions for his work.

The "family school" syllabus lasts 2 years for pupils who have completed
secondary school (3 years in other cases). The curriculum is tize founda-
tion for all subsequent specialisation. It consists of a common programme
of general education, science and technology, and a number of optional sub-
jects provided in conjunction with specialised schools. The pupils partici-
pate in the management of the school, in organising its community life and
ensuring its services. They take home project work: questions on specific
rural problems to which they are expected to find solutions drawing on the aid
of their family and neighbours. The teachers of the school visit them sys-
tematically so as to be aware of the details of the family background and to
help in the family project work. This system helps to make each pupil aware
of the good points and also the limitations of his environment and to enter it
as an active mwnber or to look for another type of occupation.

Proposals. Compulsory schooling must provide comprehensive general
education for future generations. It must open the doors to occupational
life. The system should have 3 phases: general education, basic vocational
training, further training (specialisation, updating, etc.). Agricultural
training should be geared to provide basic vocational training followed by
specialisation and entry into the world of work; it should qualify for a range
of skills anti be a means of refreshing skills and knowledge.
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[The 5th Meeting of the Technical Committee of the Inter-American
Vocational Training Documentation and Research Centre (Centro Intro-
americano de Investigation y Documeutaci6n sobre Formation Profes-
ional CINTERFOR) authorised a study of workers' motivations, atti-
tudes and behaviour with regard to the various types of training. The
aim was to be able to draw up appropriate training programmes.
Buenos Aires was taken as a representative area and the study itself
was carried out by the Education Science Research Centre (Centro de
Investigaciones ran Ciencias de la Education CICE) of the Torcuato
Di Tella Inst.tute.

The objectives of the study were to discover:

- the attitudes to training of workers at the lowest skill levels in
medium-sized industrial undertakings;

the main factors determining these attitudes.

The sample comprised workers chosen from selected firms in industries
playing a major role in the economic development plans (machine-tools,
electronics, etc.). Each worker was given a standard interview and
his answers were recorded in a questionnaire.

Findings and conclusions

The great majority of the workers gave weight to competence, LI; re-
flected in pay, staoility of employment promotion opportunities and
prestige. The following attached greatest importance to competence:
those who had lived only a short while in an urban area, those over ?."
years of age, the sons of workers or unskilled labourers (pNin), persons
who had 11 or more years' work experience and those who had least
experience of industrial employment.

The workers' image of apprentices:lip vocational training tended to
reveal the impact both had had on their own lives and work. All agr' d
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that training courses and study were useful; 38% thought that vocational
training had furthered their personal development, 7% thought it had brought
them social advancement. 50% were not sure whether it had had any effect
on their work. In general, they made little' distinction between schooling
and vocational training.

The least educated and those over 34 years of age tended more frequently to
suggest economic and occupational reasons for serving an apprenticeship or
taking some other type of training. One-third of the workers had practi-
cally no information on vocational training. The extent of their knowledge
varied in relation to their level of education: the higher the level, the
greater their store of information. Similarly, their knowledge increased
proportionately with permanency of residence since longer residence gave
great sr access to sources of information.

53% considered work experience the best way to learn, while 31% thought
that both systematic training and work: experience were necessary. Most
of the interviewees had learnt by working on the job alongside another
worker or a superior.

The factors differentiating workers' attitudes towards vocational training
are connected with their employment situation, how they learnt their job
and their educational aspirations. The more systematic their training for
a trade, the more ready they were to accept training courses as an effective
means of learning a skill or a job. Workers who had gone to a vocational
school to learn their job were more ready to consider embarking on further
training.

Recommendations

1. Information campaigns on training courses should be launched so as to
have a snowball effect. Right from primary school youngsters should be
encouraged to develop a positive attitude towards systematic and continuous
training.

2. To encourage more favourable attitudes, workers should be given incen-
tives to participate in training courses.

3. Courses should preferably be given at the place of work, during working
hours, and workers should be willing to contribute towards the cost.
Courses should be related to an over-all scheme for workers' advancement.



In referring to this

abstract phase quote

N- B 50027

Trainee

Young

Sector ISCO CIRF

2

Country
United Kingdom

42

Author:
Title:

Bibliographical
references:

About unemployed young people
Bromsgrove, Institute of Careers Officers, 1972: ICON Series,
No. 3, 15 p. Price: £0.25.

Translation

Subject analysis
Report on the unemployriient affecting young people: gravity of the current situ-
tion; the effects of increased productivity; shortcomings of existing
provisions to assist unemployed young people; recommendations.

Contents analysis

12
Feb. 73

Achievement in society substantially derives from employment. En-
forced idleness on leaving school or in the early years of working life is
met by the individual in a variety of ways: resignation, discontent, anger,
despair, anti-social behaviour. There is an inevitable diminution of
pride and dignity.

Unemployment among young people under 18 years of age in the autumn
of 1971 was about 75% higher than the previous year; the corresponding
figure among adults was 45%. (Within the unemployment pattern there
are enormous regional disparities.,) The most serious development in
the present situation has been the increase in the numbers of young
persons experiencing long-term unemployment.

The rapid rise in productivity during the past year will inevitably have
far-reaching effects on future employment. During the first 9 months of
19'11 output increased by only 1% but productivity went up by 5%. The
industries that have let go the greatest numbers of employees have been
those which have experienced the largest increases in productivity. In
the last 5 years employment reduction in manufacturing has been 7.5%,
in engineering 6%, in the gas, electricity and water industries 5.5%.

These facts emphasise the problems of those areas of the country which
predominantly rely on capital intensive industries for employment and
whose industrial structure as a whole is insufficiently diversified. The
effr3cts of increasing efficienc; in industry are likely to continue to have
long- term implications on future employment trends. To allow young
people to enter the employment market without having acquired adequate
skills is to condone their economic suicide.

All young people should have the right to be trained and the right to
"cquire appropriate skills. The following are some of the steps which
should be taken immediately to alie,:iate the present situation.

(cont'd)
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1. Chronic unemployment in development areas can only be solved by creat-
ing more emrioyment through new industries and services. The Govern-
ment should therefore expand regional development policies and reverse the
decision to discontinue many of the financial incentives (e.g. favourable
depreciation allowances for machinery and plant) introduced to encourage
industrial and regional development.

2. In most of the areas experiencing unemployment (i.e. development areas)
there is an urgent need for more office employment. Some 20% of the
country's working population is now employed in office work (50% work in
the south-east region). The Government should decentralise its own admini-
stration so as to create more office employment opportunities in other
regions.

3. The vocational training of young people should cease to be regarded as
something which has to be confined to those in employment. The Govern-
ment should expand the policy of sponsoring the training of unemployet! young
people through the proposed National Training Agency (NTA) !cf. abstract
No. 1/B 47519, Vol. 11). The projected Training Opportunities Scheme
should be revised to eliminate the restrictive, provision discriminating
against young people.

4. All unemployed young people attending training courses should receive
the same level of allowances with full reimbursement of expenses.

5. In phasing out the levy/grant system under the 1964 Industrial paining
Act [cf. abs+ract No. 1/09825, Vol. 3) and reducing the training activities
of the industrial training boards the Government should ensure that the NTA
has adequate resources to carry out any training action that may be re-
oui red of it.

6. The Go' ernment should pursue actively its survey of surplus training
capacity.

7. The Youth Employment Service should be strengthened to enable it to
devote more of its resources to the needs of the unemployed.
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A seminar on the training of adult educators was held in New Delhi from
5 to 13 March 1972. It was organised jointly by the Asian South Pacific
Bureau of Adult Education (ASPBAE) and thy! Friedrich-Naumann-Stiftung,
and was attended by delegates from: 11 countries and a number of inter-
national organisations. The seminar reviewed the state of adult educa-
tion, as regards both the formal provisions or it and current practice,
and examined the training resources and needs for adult education in a
region extending from India and Sri Lanka to the Phillipines and
Australia.

Adult education doer' :iut always receive sufficient attention in the over-
all planning of education at the national level, whereas as a major con-
tributor to the eradication of poverty and injustice, it should be given
high priority. The efficacy of adult education could be improved
through a better co-ordination of the efforts of the agencies (both
governmental and non-governmental) providing it, and also through
raising the standards and qualifications of. adult educators.

Whatever the concept of adult education existing in the country, and
whatever the type of agency conducting it, a major problem for all
countries is the provision of adequately trained personnel to provide it.
The countries of the South Asian region are no exception to the rule.
The following are the main categories of personnel needed and =he
corresponding types of ability and training required.

Field workers. These are the front-line teachers, community organi-
sers, literacy workers,etc. They may be working in adult education
full-time or part-time, be voluntary...workers or paid workers. They
should have had basic teacher training in an adult education unit (in-
cluding field work), or 2 weeks to 3 months training in a teacher train-
ing college or special purpose adult edvcation institute. In addition
they should have had in-service training under a qualified adult educa-
tion supervisor.

(cont'd)
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Supervisors. These are middle-lei el adult educators with organisational
responsibilities for teams or groups of adult education field workers in a
district or region. They often have university training and tend to look on
adult education as their permanent full -time occupation. They should have
had one year's full-time 1,c9cher training, preferably at post-graduate level.
They should undergo periodic refresher training, e.g. through intensive
workshops or seminars, on an average of not less than one week each year.

Administrators. These are the leaders of adult education aepartments,
chief executive officers and other administrative and professional staff.
They are usually well qualifiea university graduates for whom adult education
is their permanent occunation. They should preferably have had full-time
post-graduate training supplemented by periodic refresher training provided
mainly by means of national and international seminars, intensive workshops, etc.

Knowledge, skill and attitude requirements

Knowledge Full competence in the subject to be taught: literacy syllabus,
including functional literacy and the supporting programmes (civics, environ-
mental health, home making, etc.); community welfare and education (e.g.
the various agencies and programmes of community welfare and social
service, the problems of an urban environment); crafts; vocational training
programmes at various levels and for various types of occupation; t- aching
methods and psychology (the methods and approaches appropriate to adult
education and the psychology of the adult learner).

Skills. Apart from the desire knowledge of specific subjects, the skills
required are mainly those needed in handling people: an understanding of the
differences among learners; ability to adjust his teaching methods and speed
to suit the different groups; skill in handling teaching materials and tools,
and the resourcefulness needed to develop new methods and materials.

Attitudes:;. Essentially the adult educator must have the basic readiness to
accept adult education as a lif*- long process which is as applicable to himself
as to the persons he is teaching. Other qualities and attitudes required are
enthusiasm, readiness to accept new ideas and to test new theories and
practices, patience and an obstinate belief in the abulity of the learner to
develop and change.
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In 1968 a large-scale research project was launched by the International
Institute for Educational Planning (IIEP), with financial backing from the
United States Agency for International Development (USAID) and the
Swedish International Development Agency (SIDA), to inquire into actual
practice as regards the uses of cost analysis in educational planning.
The purpose of the study was to give planners both a general view of the
various ways of using cost analysis and practical hints on how to apply
them to their own particular needs. On the basis of the findings and
analysis of statistical information relating to 27 national case studies
(to be published separately by the IIEP), the synthesis report attempts to
identify the multiple and individual roles of cost analysis and to analyse
the past and future behaviour of educational costs in relation to the most
significant factors of development

Effective educational cost analysis involves not only knowing the right
analytical methods but also choosing appropriate tactics and maintaining
good human relations. It requires knowledge of where and how to get
the basic data and ability to judge the reliability of different sources, to
use the time factor judiciously, to avoid conceptual and accounting pit-
falls and to achieve a proper balance between economic, pedagogical and
other considerations. Some of the main do's and dont's are given below.

Objectives of the operation. These must be clarified right from the
start, chiefly by consulting the main potential users of the results, es-
pecially .Lhe managers and decision-makers who alone can put the results
into action.

Collaborators. The team must be constituted as early as possible so ss
to have technical collabocators with the essential skills and access
complementary sources of information (an educational statistician, a
budget officer in the education ministry, a general economist at the plan-
ning cominic:lion concerned with human resources development, a con-
struction cost estimator, etc.).

(cont'd)
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Approach. A systems approach should be used from the outset. Whatever
its objective, the project must be viewed in its full context using the broad
perspective which a systems approach affords.

Assembly of data . There is no single magic list of the minimum essential
facts needed. Some of those required are: t tad enrolments (by level and
type of institution, geographic area, grade); annual number of graduates,
dropouts and repeaters, shown separately by type of institution, geographic
area, etc.; total number of teachers; total annual expenditures; a break-
down of annual revenues by source of finance; data on swial and economic
trends such as population growth and migration, on manpower needs and
employment trends, and on general price, wage and construction cost trend:

Critical ratios and norms. The basic statistics need to be supplemented by
a number of crucial relationships, indicators and patterns: the ratio of
educational expenditure to the Gross National Product, of teacher costs to
other recurrent costs; unit costs per atudent in ru-al versus urban schools;
comparative costs per student in primary, seconaary and post-secondary
education, of full-time and part-time instruction, of the 'theoretical cost of
a primary school graduate against the actual cost (allowing for dropouts and
repeaters); norms as regards size of class in different types of institution
and subject area; indicators of space and equipment utilisation.

Successful educational cost analysis also depends on 'wing able to:

distinguish between full costs and partial costs, financial costs and oppor-
tunity costs, foteign costs and domestic costs;

- bring to light hidden costs, je'nt costs and the special costs involved in
undertaking a new departure;

- avoid the common pitfall of counting the same expenditure twice; and .

- be absolutely clear on the meaning of the term "unit cost" which, usually
conr..ved as annual cost per enrolled student, may also, a different
context, mean total cost per graduate, capital cost per stL tent place, cost
per classroom, etc.
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In an increasingly compartmentalised and specialised economic system
there is now hardly a place for the individual. This antithesis is aggra-
vated by the decay of ethical standards, particularly among the young.
The resulting crisis can be overcome only by a reappraisal of work, of
occupations and of abilities. The one hope is vocational training based
on real life, in which technical tasks are identified with the pursuit of
true human values.

The major problem is the choice of the system of vicational trairthg.
There are two alternatives: (1) integration of vocational training into the
education system (which implies enormous expense and a large number
of teachers); (2) retention of the dualist system (vocational school/
industry), suitably improved.

It should be noted, first of all, that the school 0,vstem is itself experienc-
ing a crisis, and also that general education frf.. d itself a long time ago
frf,m the narr)w world of the classroom.

General education and more specifically vocational training depend in the
first place on certain pre;.:ise conditions which must co-exist if training
is to eed. These conditions can be obtained in a school, in an under-
taking or oven elsewhere. The essential question is for which subjects,
VD' Ai teaching methods and which terething processes a given setting is
the best "place to acquire knowledge's (Lernort). To reject any one
solution, or to adopt one only, is no longer a tenable position.

All training is a combination of two influences: (1) "intended" influence,
which is deliberately exercised by the teacher on the taught to produce an
intended effect; (2) "functional" influence, which is intangible and is
exerted on the individual by the environment, for good or ill. The latter
is the stronger force. To the vocational training specialist, the
"functional" influence imparted by the atmosphere of the school and the
undertaking has the greater importance. The undertaking offers real

(contsd)
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work ';ogether with all the demands that this implies, together with oppor-
tunitios for gaining experience and adjusting oneself to a community of
workers of all levels, all classes and all outlooks. To ignore the
"functional" influence would be detrimental to the undertaking itself. Only
the undertaking cal live an adequate sense of the permanent pressure
exerted by technical, economic and social change. On the other hand, only
the school can impart a broad general knowledge that will explain economic
and social pressures.

Integration of general and vocational training ati

Most public and private b.stitutions concerned with the restructuring of voca-
tional training [cf. abstracts Nos. 1/B 48700 and 4/B 49268 of Vol. 111
agree that it should be accorded the same value and status as traditional
senior secondary education which leads to a senior secondary school leaving
certificate (Abitur) and to university entrance.

Co-ordinated and linked programmes of general and vocational instruction
are being worked on, or have already been formulated. The purpose is to
provide various training channels in which general education and vocational
objectives are combined, in a variety of settings and using a variety of
teac..ning techniques.

An experimental programme of this type is now in operation in the senior
secondary schools of North Rhine-Westphalia (Kollegstufenplan Nordrhein-
Westfalen) [cf. abstracts Nos. 1/B 39855 of Vol, 10 and 4/B 48679 of
Vol. 111. It has certain drawbacks and has failed to resolve certain prob-
lems, notably those of organising the training in alternating 3-month periods
at the workplace and at school (Blockunterricht) and of how to organise the
first year of basic training (Berufsgrundbildungsjahr).

The system of alternating 3 months at school and 3 months at the workplace
is too rigid. ,.'he respective periods should depend rather on the nature of
the training, on the local circumstances and on the tn-inIng capacity of the
vocational schools and within industry. In industry, the periods should lot
exceed 4 weeks, in commerce they may be longer. UndertPlzings also have
the problem of what to do with the equipment and facilities of iis training
staff during the in-schoo'. periods.

The subjects taught in the first year of basic training should not be too
limited. The relevant labour laws must be r;t)served throughout the
Federal Republic.
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Decreto No. 69.927 de 13 de Janeiro de 1.972, institui, em carter
national o Programa "13151sa de Trahnlho"
Didrio Oficial, Rio de Janeiro, Vol. 110, No. 10, 14 Jan. 1972,
p. 345-346.

Translation
Decree No. 69,927 of 13 January 1972 concerning the establishment of
a national system of grants for trainees

Subject analysis
Decree establishing a Programme of Grants for Work :...:xTerience: ob-
jectives; eligibility for receiving grants; organisational structure of
the Programme (executive and administrative bodies; co-ordination);
financial provisions.

Contents anaIysis

12
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CI NI 2

A Programme of Grants for Work Experience (bOlsa de trabalho) has been
established with a view to giving students at all levels of education an
opportunity to develop techniques of work and study in various fields
of activity and also to acquire, on the one hand, work experience in public
or private bodies or institutions and, on the other, certain working prac-
fices.
The grants shall be awarded. in the first instance to persons who have in-
adequate financial resources. A list of the fields of study to be given
priority in awarding grants is to be drawn up, taking into a.-:.count national
economic development needs. The recipient of a work experience grant
is to be placed in a field of activi.ty in direct line with his educational
background. In specific circumstances a grant may be awarded tc very
needy pupils to enable th'm to engage in activities not directly related to
their educational background. In such cases the pupil will work unckr
contract airl the firm employing him receive a subsidy to cover, in
part, the social security costs and wage of the trainee. In all cases tne
trainee's work should be adapted to the school timetable and may not
exceed 4 hours ;, day and 20 hours a week.

Responsibility for the administration and organisational standards of the
Programme rests with a governing body composed of representatives of
the following: the Bureau for assistance to students; various depart-
ments of the Ministry of Education knd Culture; the Ministry of Labour
and Social Security; one employers' confederation; one workers' con-
federation; the National Confederation for the Liberal Professions; the
Council of Rectors. Executive bodies (junta execti,a.) may be estab-
lished to be responsible for suw.rvision and co-ordination at local level.

The Ministry of Education and Culture, assisted by the Ministry of
Labour and Social Security, the federal universities and the boarus of
education shall generally provide administrative support for the Pro-
gramme's activities.

(cont'd)
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Public bodies and private undertakings and bodies engaged in similar activi-
ties may be associated with the Programme for Grants for Work Experience
in order to minimise dispersion of effort.

The Programme shall be financed from:

- specific allocations provided for in the national budget;

- resources available within puolic administrative bodies;

- contributions set aside for the purpose in agreenb.nts concluded with
public or private bodies;

- contributions from the Industrial Social Service, the Commercial Social
Servi and from the Fellowship Programme of the Ministry of Labour
and Social Security;

- other contributions, legacies and gifts.
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Translation

Subject analysis
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Report on a survey carried out to collect material on training patterns
within industry with a view to improving both public vocational and tech-
nical education and in-plant training: review of existing practices;
strengths and weaknesses; trends; conclusions; tables, graphs,

raphy.

A study, funded by the Office of Education, has been carried out to gather
information about skill training in industry so that informed decisions can
be made with a view to improving both prevocational and vocational train-
ing programmes. The level of training considered related to semi-
skilled and skilled occupations other than those subject to an apprentice-
ship. Information was collect by mail questionnaires, persoral inter-
views and by a review of available literature. [This abstract dP only
with the main conclusions and recommendations of the study. I

Industry, in general, is not satisfied with the type and nature of training
provided by vocational and technical educ. The usual explanations
for this failure on the part of the secondary vocational education system .
are: the persistence of many schools to use outdated curricula, unrealis-
tic occupatiGnal counselling, the low status accorded to vocational educa-
tion by educators, inadequate empirical data on the specific job-related
behaviours necessary for subsequent training, inadequate knowledge of
the employment market, complete lack of contact between industry and
the schools.

One of the major problems faced by both industry and the vocational and
technical education system is the inability of either to provide a smooth
transfer o students between school and industry. There is a gap be-
twecn what is c ne, taught and required in secondary school and what is
required on th., job. To effect the transition from school to work
smoothly the individual needs a broad foundation of appropriate societal
concepts for meeting employment responsibility and making good
decisions.

Vocational education is not totally accountable for this problem. Industry
'Also has its share of the responsibility. There is a communication gap
between vocational education and industry. It is significant that indus-
trialists generally feel that vocational education's most positive contri-
bution is through industry/school co-operative training programmes.

(cont'd)



3/B 50613 page 2

This link between industry and vocational education is perhaps the key to
providing relevant and realistic job training to students.

Not only should vocational and technical education align its curricula with
the needs of industry but it should imitate the more successful industrial
training programmes of large industrial companies through using a systems
approach and better evaluation strategies. It should confer with many disci-
plines (e.g. psychology, sociology, economics) in order to gain the know-
ledge required for evolving an integrated system to improve the students'
chances of succeeding in industry.

The determination of both the strengths and weakness s of job training in
industry is important. By understanding which type of job training is best
done by industry and that which is best done by the public education system,
vocational and technical educators should be able to orient future training
programmes more effectively.

A necessar:, prelude to improving the present situation is additional in-
Zormation on:

skill training patterns in industry;

work-life patterns with different socio-economic groups;

deterrents to training and the critical factors influencing employers
decisions on whether to train;

ways and means of disseminating information on vocational training pro-
grammes to interested co.,sumei .,;,

- deve3opment of a reliable statistic:al system that will permit continuous
and systematic monitoring of the nature and scope of vocational training
in inth.stry;

evaluation procedures to test the effectiveness of training programmes;

cot3t-benefit analyses of institutional versus industry-based training;

- the problems of transferring from school v) industry;

the strengthening of industry/school eo-operation;

- job motivati- through training;

the effectiveness of other countries' attempts to meet industrial needs.
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Uchwara Nr 64 Rady Ministrow w sprawie zasad kierowania pracownikOw
uspoYecznionych zakraddw pracy do szkOl dla pracuAcych .

Monitor Polski, Warszawa, No. 16, 17 April 1973, p. 253-2b-1.

Translation

Resolution of the Council LA Ministers concerning. the principles to be
applied in encouraTing workers in the public sector to follow part-time
courses

Si.bject analysis Cabinet resolution on secondary and higher level part-time general and
vocational studies for workers in the public sector: conditions for ad-
mission, benefits from employing undertakings (paid shorter
working hours, grants).

Contents analyses

12
July 73

C

1111111111LallOrIM,liwsmire.

The Council of Ministers has adopted a resolution on the principles to
apply to workers in public employment wishing to take part-time courses
in general or vocational secondary schools (including technical colleges).

Admission. To be sent to these part-time courses by their employing
undertaking, applicants must have worked in the undertaking for at least
one year and have shown adequate competence and appropriate personal
qualities. The opinions on the applicant expressed by the works commit-
tee, socialist youth organisations and the trade unions active in the
undertaking shall be determinant.

Workers may apply for admission to the courst.,s independently, without
support from their indertaking but, in such a case, shall net eligible
for the benefits prescriboi in this resolution.

Special leave. ':/orkers taking part-time courses shall be entitled to
special pa'd leave:

(1) for thos^ taking correspondence courses 12 working days for each
school year (increasing by 1 extra day per year if they obtain marks
averaging at least 3.6 out of 5);

(2) for those taking evening classes 6 working clays for each school
year, with 4 extra hours per week if required to provide an adequate
rest period between leaving work and commencing classes.

Ir tae case of both correspondence courses and evening classes the
worker shall be entitled to time off with pay to sit the examinations. If
(as in the technical colleges) he is required to prepare a paper in order
to obtain the final certificate, he shall be entitled to 6 additional days
leave with pay.

Benefits from ur&ertakings. W.Jrkers taking correspondence courses
with schools some distance from their workplace or home, and obliged

(cont'd)
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to take some classes and to write the examinations al the school, shall have
their travelling expenses paid by their employing undertaking.

Any worker who, while continuing in employment, has completed a secondary
education cour3e within the prescribed time with an average mark of not less
than 4 (out of 5) shall receive a cash grant from the employing undertaking
equal to one month's wages. Workers taking courses are required to keep
the employing undertaking informed of their progress and to submit any
certificates obtained.

Completion of secondary education through such courses shall entitle a
worker to automatic promotion in the scale of occupational categories and
rates of pay, irrespective of the usual time limits for such promotion.

Administrative arrangements. The Minister of Labour, Wages and Social
Affairs may, in agreement with the Minister of Education, draw up a list of
vocational secondary schools providing courses for skilled workers which
are of special importance for the national economy. Workers with the re-
quired admission qualifications who ask to take courses at a particular
School on this list shall be entitled t. receive the appropriate admission form
from their employing undertaking.

[The full title of the resolution is: UchwaYa Nr 64 Rady MinistrOw w sprawie
zasad kierowania pracownikbw uspoYecznionych zakjhd6w pracy do szla dla
pracujqcych i na studia dla pracnjacych w szkorach wyi.szych oraz w sprawie
ulg i swiadczeii przyKigujacych tym pracownikom od zakradOw pracy
(Resolution No. 64 of the Council of Ministers, concerning the principles to
be applied in encouraging workers in the public sector to take secondary or
higher level part-time courses and the benefits and privileges which such
workers shall be entitled to receive from their employing undertaking.)]
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Translation Establishment and termination of the apprenticeship agreement

Subject analysis Article on the laws regulating apprenticeship contracts: establishment,
expiry and termination; employment on completion of training.

Contents analysis
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The undertaking which engages an adolescent for training purposes must
conclude a written apprenticeship contract with him, stipulating the
agreed period for 'learning the trade. The duration normally varies
between two and four years, according to the trade, but it can be
extended if it becomes apparent that the apprentice cannot attain the
required standard in the stipulated period. In that event, the contract
can be prolonged to the date when the training objectives have been
attained.

The apprenticeship contract cannot be terminated prematurely except in
certain precise circumstances.

1. Termination by the authorities

Protection of the adolescent's health: if the apprentice has to perform
tasks which in the doctor's judgement might damage his health, the
undertaking must make the changes required to avert this risk. Only
if it is impossible to make the required changes is termination author-
ised, to take immediate effect.

2. Termination by the employer

- In case of force majeure: for example, cessation of production; the
reorganisation of an enterprise, however, does not imply termination
of the contract unless the changes made are such as to prevent the
proper execution of the apprenticeship.

- In case of serious misconduct by the apprentice: for example, offen-
sive attitude to instructors, infringement of the regulations; in these
cases, the contract can be terminated with immediate effect.

Unsatisfactory results obtained by the apprentice, in the practical
training in the undertaking or in the vocational school (zasadnicza
szkora zawodowa doksziarcajg.ca), but only if the blame lies .clearly
with the apprentice. Every case must be examined individually to

(cont id)
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establish that personal difficulties are not the cause (as for example the
case of an apprentice obliged to make long daily journeys to the under-
taking or the school); in no event can termination be authorised without
prior notice or before serious attempts have been made to remedy the
situation.

3. By the apprentice

The apprentice has the right to terminate the contract at any time by giving
two weeks' notice. Most terminations occur during the first year. The
more usual reasons are: poor recruitment procedures; defective vocational
counselling, and, in the majority of cases, insufficient thought on the part
of the apprentice.

Employment after apprenticeship

On completion of apprenticeship, the employer and the apprentice can
mutually agree to sign an employment contract. On the other hand, the
apprentice may choose to take up employment with another undertaking or
to pursue studies at a vocational secondary school. The undertaking,
equally, may decide that it cannot guarantee the apprentice employment in
the particular occupation, by reason of changes in its skill requirements
or limited manpower needs.
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Translation

Subject analysis
Manual concerning the factors affecting the organisation of training:
training effectiveness; training diagnosis; constructing a learning
system; the trainer's resources and his role; techniques of evaluation.

Contents analysis

(IRE 2

[This book considers the organisation of training resources in terms of
productivity and trainee motivation. Although conceived as a whole it is
written by four authors. Each of the four sections begins with an intro-
duction by the editor and a set of learning objectives, and finishes with
a readers' test and a bibliography. This abstract gives a general out-
line of views put forward by the authors in their respective fields.]

The relevancy of the present day organisation of training resources is
becoming increasingly important. Most undertakings are faced with the
need for renewal in an age of constant change and innovation. It has
therefore become necessary to examine how training organisations can
initiate, maintain and evaluate their own renewal. This means con-
sidering: (a) why effectiveness has become the central issue of training;
(b) what is meant by the new technology of training; (c) what alternative
styles of training organisation are available; (d) how student motivation
can be harnessed, and learning tasks enriched; (e) how learning per-
formance can be measured; (f) why it is necessary to manage by learning
objectives.

Most of the errors that are made in training can be traced back to action
without prior thought. Planning is an attempt to correct such action.
Furthermore, when properly carried out, planning greatly simplifies the
task of training. If trainers know where they are goilig, they are more
likely to get there efficiently.

Successful planning will depend upon a systematic framework involving
three key activities: (1) diagnosis of the problem and the development of
a prescription for its solution; (2) identification ar'd isolation of the
training need; (3) planning an effective training programme for this
need.

One problem, however, will never be solved to complete satisfaction:
it concerns the proper allocation and organisation of resources so as to

(cont'd)
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best realise some predetermined objective. The decisions made at this
stage affect not only the style of the training programme, but also its effec-
tiveness. Such decisions will always involve compromise.

To make the best use of human resources in the learning situation, the
trainer must prepare a system which will allow each trainee to maximise
his natural capacity for learning. His main tool will be the training plan
for the acquisition of the particular skill involved. He has three main types
of resource: his own skills, the trainees, and instructional technology.

Once the diagnosis has been made of the training need, and while the train-
ing course is being designed and developed, strategies of evaluation should
be .:.etermined. Evaluation is conceptually the most simple, yet technically
the most complex, of all the activities of training managers. For this
reason, it is necessary to consider: (a) the role of evaluation; (b) the
nature of the inter-relationships that exist between objectives, teaching
methods and the various et aluation strategies; (c) the reliability and validity
of tests; (d) the different techniques of evaluation that can be used to deter-
mine whether cognitive, affective and psycho-motor objectives have been
successfully achieved; (e) how the effectiveness of the learning programme
can be evaluated.

In considering these facets, the main difficulty is to identify and define the
criterion against which a measurement will be made. Regarded from the
productivity viewpoint it involves two processes: (a) the effect of a learning
experience upon individual trainees; (b) the effect of a learning programme
on the over-all effectiveness of the enterprise.

While the former is complex enough, it is simplicity itself compared with
the difficulties involved in measuring organisational effectiveness, but it is
only through both these prccesses that planned renewal can take place.
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Translation

Subject analysis
Article on the need to provide an alternative system of incentives to the
current levy/grant system: description of a new training approach which
would aim at charging the "consumer" of trained labour rather than re-
warding those who undertake training.

Contents analysis
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Clef

Every firm needs trained personnel, but not every firm trains them.
Thos e who do train are acting as a philanthropic society for those who
do not because trained people, unlike other investments,can leave a firm
once they are trained. Grants paid by the industrial training boards do
not compensate for this loss.
Common sense and practical experience suggest that the objectives of an
effective system of finance for training in industry should be: (1) to
spread the cost of training as evenly as possible among those who use
the products of training; (2) to enable firms to plan with some confidence
and to cost their training expenses and returns with some accuracy;
(3) to be as simple and as widely applicable as possible.

The levy/grant system is manifestly not working and a new approach is
needed. Such an approach should stand the present system on its head.
There woulo be no grants for those undertaking training but there would
be charges levied on the "consumers" of trained personnel.

There would be 3 stages in this scheme:

- agreed standards of training would need to be established and costed;

- costs would be reviewed at regular intervals; ,

from this it would be possible tc. establish notional costs of training
an individual for various occupations and this would be regarded as the
value of the investment in training. This investment would be recover-
able by an amortisation process over a period of time, the length of
time being related to the sire of the investment, and would be a charge
attached to the individual.

For example, an employer who trained an apprentice at a cost of
£2,500 over 4 years would then be entitled to charge out this cost over a
period of say 10 years. This gives an annual recovery of £250 or £5 a
week. So long as the apprentice continued to work for the employer who

(cont'd)
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trained him originally, there would be no problem. If, however, the appren-
tice went to work for another employer or decided to set up on his own
account then a credit of £5 per week would be paid to the employer who
carried out the training. This would shift the cost of training from pro-
ducer to com..umer.

Government support would be necessary for such a scheme in order to
collect and distribute such payments.

The first effect of this system would be to disengage the training boards from
the application of levy and grant and leave them free to concentrate on their
true functionsof training, research and development, advice and assistance
and the establishment of training standards. There are 2 other advantages:
(1) the simplicity of the system; (2) the case of justice being seen to be done.

If this scheme were to become fully effective it must be as widespread as
possible and must cover*large areas which are not at present covered by the
Industrial Training Act. Examples of this are local governments, the pro-
fessions and the civil service. Such a system also presupposes a comprehen-
sive system of occupational classification on which to base training costs.

Two criticisms have been levelled at the proposals: (1) the real costs of
training will become apparent and management will be even less inclined to
train than they are at present; (2) the proposed scheme offers no encourage-
ment to train. However, it can also be argued that if management is con-
fronted with hard facts and is given some assurance that it will recover in-
vestment costs, managers will be more inclined to train than they are at
present.

Furthermore, the government could authorise the issue of debentures to pay
for industrial training. These debentures would be issued by the organisation
doing the training, but they would be underwritten by the government against
the return guaranteed on the trained man. The debentures would carry an
interest rate of say 5% per annum and be subject to tax concessions. This
would enable the company to spread the cost of training over a period of
years and implieS that consumers of trained labour will be paying an extra
5% over the actual training costs.

*
Industrial Training Act of 1964, cf. abstract No. 1/B 09825, Vol. 3.
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Translation Progress report on measures taken by the Confederation for the im-
provement of vocational training

Subject analysis Address by the chief of the federal vocational training service on
proposals or measures already taken for the improvement of vocational
training: legal reform; syllabi; regionalisation of institutions provid-
:ne related theoretical instruction; regulation of apprenticeship.

Contents analysis

12
Aug. 73

Legal reforms

The Committee responsible for drawing up proposals for the improve-
ment of vocational training has suggested various amendments to the
1963 federal law on the subject [cf. abstract No. 1/05073, Vol. 2].
These' proposals refer particularly to: the article concerning further
training, which (it is proposed) should apply to all the institutions pro-
viding such Training; the section relating to federal subsidies, which
should be amended so as to establish an order of priority for particular
activities; the need to give a legal basis to the Swiss Pedagogical
Institute for Vocational Training (Institut pedagogique suisse de forma-
tion professionnelle); and to vocational secondary schools providing
full-time instruction (Berufsmittelschule).

The preparation of the consequential amendments to the Order of 30
March 1965 implementing the federal law on vocational training [cf.
abstract No. 1/B 4549 of Vol. 4] is to be done during 1973.

Improvements in progress

1. Introduction of a third half-day of related instruction a week

This measure may well encounter resistance in employer or industrial
circles. Furthermore, the directors of training institutions have not
yet solved the organisational problems which would be involved in ex-
tending the training period (personnel, physical facilities).

2. Revision of the syllabi

This is in progress, notably as regards the teaching of German and
courses on civics and the national economy. It is also intended to
introduce gymnastics and sports as compulsory activities; five model
programmes have been worked out. The timetable (8 hours weekly
either on one day or two half days) will make it difficult to accommodate
these new courses.

(cont'd)
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Full-time vocational schools

These schools should be not only retained but expanded. A trial period of 5
to 6 years should be completed before a more thorough revision is contem-
plated.

Regionalisation

Proposals for reorganising the introductory courses for certain occupations
and for the redistribution of institutions providing related theoretical in-
struction on regional and inter-cantonal lines have been submitted to the
competent authorities; the principle, however, is not always accepted by
certain small cantons, which would prefer to keep these institutions on their
own territory.

Apprenticeship

The biggest task at federal level is the revision of old and the drafting of rifw
apprenticeship regulations and of regulations governing final apprenticeship
examinations. Two principles should be followed:

1. To counter the tendency to excessive specialisation, the concept of more
broadly based occupations is being introduced wherever possible. For
example, the apprenticeship regulations for garment making have been
grouped into two trades (instead of 8), the cutter (making-up) and the cutter
(industrial making-up); in carpentry there remain only the trades of cabinet
maker and joiner. The printing trades also are in process of revision.

2. An effort is being made also to adapt training methods to the assimilation
capacity of the apprentices, by promoting training-by-stages and differentiated
instruction adjusted to the intellectual standard of the individual trainee.
This should enable as large a number of young people as possible to serve
their apprenticeships in the best conditions possible.

3, Special attention is given also to the duration of apprenticeship which in
certain cases will be reduced to 6 months. In others, the duration is to be
unchanged but w.11 provide for further specialisation; this is the case, for
example, with the trade of bricklayer. The tendency is to reduce the durr.-
tion of apprenticeship and to create apprenticeship regulations for the nest
technical occupations.

[See also abstract No. 3/B 49770, Vol. 11.
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Translation Establishment of the Employers' Association for the Training of Man-
power

Subject analysis Ministerial decision to establish an employers' association for the train-
ing of manpower: objectives, composition and financing; means of
action; transitional provisions.

Contents analysis
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To encourage the creation of institutions which will be able to collaborate
with government bodies in finding solutions to the problem of qualifying
the manpower of the country, thereby helping to promote its economic
development, it has been decided to set up the Employers' Association
for the Training of Manpower (Patronato para la formation de recursos
humanos).

The general purpose of the Association is to plan and put into effect pro-
grammes for giving technical, vocational and artisan trades training to
the labour force. Such programmes will be organised within the frame-
work of the Government's over-all programme for human reoources
development and the social, educational and occupational advancement of
the labour force. 'The Association will, in particular, establish co-
ordination between private enterprise and the Ministry of. Labour and
Social Welfare (Ministerio de Trabajo y Previskin Social), in so far as
manpower training programmes are concerned, through the award of
grants and study fellowships; provided that such training programmes
shall respect current legal standards and be in line with national voia-
tional training policy and the requirements of the employment market.

The Association shall have a Governing Board which shall consist of a
chairman (who shall be the Minister of Labour and Social Welfare), a
vice-chairman, a secretary and a treasurer (and their respective sub-
stitutes) and four members with right to vote. The following shall also
be members of the Governing Board of the Association:

- the head of the National Department of Employment and Vocational
Training (Departamento national del empleo y formaciOn profesional);

- a representative of the University of San Carlos and one representative
each of the 4 private universities of Guatemala;

- one representative of private enterprise and one representative each
for the legally constituted chambers, appointed by the Co-ordinating

(cont'd)
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Committee for Agricultural, Commercial, Industrial and Financial As-
sociations (Comite Coordinador de Asociaciones Agricolas, Comerciales,
Industriales y Financieras CACIF);

one representative of the National Centre for Development, Training and
Productivity (Centro Nacional de Desarrollo, Adiestramiento y Producti-
vidad CENDAP).

The Governing Board shall appoint its own officers; mem'oershir, be
honorary. Decisions shall be taken by absolute majority of members
present.

The Association shall be financed by grants from individual employers or
undertakings and from contributions from individual persons or juridical
bodies, whether national or foreign.

Included in the text: transitional provisions; provisions regulating the
management of the Association's financial resources, etc.
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KILCULLEN, J.
Education and jobs
The Australian Quarterly, Sydney, NSW, Vol. 44, No. 2, June 1972,
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Translation

Subject analysis
Article on the need for a critical assessment of the rate of return on
educational investment: current wastage in the educational system;
social and individual rates of return; non-economic value of education;
need to reallocate the cost of education and training; suggested scheme.

Contents analysis

cc
cc
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Jan. 73

Current thinking takes the economic value of more education largely for
granted. Three major arguments are used to urge students to stay on
at school, and the community to provide money to keep them there,
namely: investment in people yields high social returns; better educated
people get better jobs; the value of education is not merely economic.
Consideration of these arguments suggests that educators do not apply the
critical detachment that academic life is supposed to develop.

There is no evidence of a high social rate of return on investments in
human capital; more education for all does not improve anyone's pros-
pects in life; the efforts of teachers probably do not make students much
more cultured than they would have become if left to themselves.

Another common myth is that technical change inevitably creates demand
for more difficult skills. Money must therefore be made available to
enable the public education and training system to produce the highly
trained people that are needed. However, the educational qualifications
needed to get a job are not to be confused with the skills necessary to
perform it. Even if it could be shown to be a fact that jobs are getting
more difficult all the time, it would not follow that it would be a wise
use of the community's resources to invest more in education. To
decide whether extra investment is justified it would be necessary to
compare what the workforce would be able to produce with extra training
and what it could produce without it, taking into account the yield on
alternative expenditures.

Furthermore, the fact that, unemployment correlates with lack of educa-
tion does not mean that more education will cause an increase in the
number of jobs, except of course for planners and educators. Unless
the number of jobs is somehow increased, programmes of education for
the unemployed will merely lead to an exchange of places between them
and those who previously just managed to find jobs.

(c ont'd)
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Given that the social return indices on education are inadequate, the solution
ould be to make the level of investment in education directly responsive to

reliable indices of the rate of return. This could be done if the cost of
training is borne by those who benefit the individual concerned, the firm
which employs him, the consumer of the goods and services his training is
expected to provide. Th.2. main elements of a fundamental reconstruction
towards this end are outlined below.

1. The compulsory school-leaving age should not be too high pupils
should be allowed to leave when the urge to independence becomes strong.

2. All education and training resulting in marketable qualifications should
be charged for at full cost. Loans should be made available to cover fees
and living expenses, with interest charged at ordinary rates, so that educa-
tional opportunities would be available to lower income groups.

3. Selection criteria for higher education institutions should focus on apti-
tudes, not paper qualifications, to facilitate entry of older applicants.

4. Training courses should be kept short and should be conceived as a
series, each leading to a higher-level job.

5. Suitable jobs should be guaranteed for those who complete training
courses. A possible way of managing this is as follows:

a public agency should lay down quotas for the admission of various
categories of students to educational institutions;

subsequent placement in initial employment would also be determined by
the agency and would cover output from all post-secondary and higher
educational and training institutions;

employers, including educational institutions, should L_ required to lore-
cast staff requirements by skill category;

- private employers would only be allowed to adjust these figures with
permission of the quota-setting agency or by making an arrangement with
another undertaking (perhaps by paying a premium).
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Liceum zawodowa szkcpra przyszAbgei
Szkon zawodowa, Warszawa, No. 7/8, July-Aug. 1972, p. 2-4.

Translation The vocational secondary school the school of the future

; Subject analysis Article on the development of vocational secondary schools: trades
taught, number of teaching hours for principal subjects in the training
syllabi.

:Contents analysis

cse 2

The first vocational secondary schools, training highly-skilled workers
and giving them a full secondary education, were started as an experi-
ment in the 1969-70 school year [cf. abstract No. 1/B 32854, Vol. 9]. At
the start, there were 13 such schools with a total of 543 pupils. The
number has grown considerably since then, and there are now some
7,000 pupils attending them.

New training programmes, in occupations for which a secondary school
level of education is especially useful (e.g. optical instrument repairerl.:
mechanic, electronics fitter, chemical and medical products salesman)
are being prepared. The Curriculum Department of the Ministry of
Education (Departament ProgramOw Nauczania Ministerstwa Ogwiaty)
has revised the syllabi for some of the trades already being taught, to
take account of the need to broaden their already extensive skills compo-
nent. The description for "mechanics", for instance [cf. abstract No.
4/B 40033, Vol. 9], now covers heavy vehicle mechanic, specialist in
plastics moulding plant and refrigeration plant installer and mechanic.

The idea of broad occupational descriptions was the basic factor in draw-
ing up the contents and scope of the subjects taught, especially the general
technical subjects. The teaching method recommended is problem sim-
ulation and solution.

The instruction in general subjects is at present based on the syllabi and
textbooks used in the technical colleges (technikum). Some changes
have had to be made, however, in view of the fact that the technical
colleges take their pupils direct from the common basic school, without
any vocational training or work experience, whereas the pupils in the
vocational secondary schools have already acquired some practical ex-
perience. As a result, in the technical colleges 57% of teaching time is
given to technical and vocational subjects while the proportion in the
vocational secondary schools is 52% (theory, 12%; trade practice, 8%;
specialised training, 32%). The rest of the time in both types of school
is given to general education subjects (43% and 48% respectively).
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Translation
The theory and practice of updating training for workers ard first-line
supervisors

Subject analysis Article on further training for workers and first-line supervisors: ob-
jectives; basic principles to be observed; types of training covered;
respective responsibilities of undertakings and the State.

Contents analysis

12
Jan. 73

riar

Further training with a view to updating the skills and knowledge of
workers is governed by Government decision No. 1014, issued in 1971.
According to that decision such training should be used to refresh and to
update periodically the skills and knowledge of the workers (particularly
those of skilled workers) with a view to meeting the requirements of
technical change, to permit them to acquire, as necessary, new con-
cepts for carrying out particular functions, to give them a better under-
standing of civics and to raise their standard of education generally.
Another important task of such training is to give first-line supervisors
(foremen, chargehands, etc.) the knowledge and skills needed for direct-
ing groups or teams of workers (work organisation, production planning,
safety measures).

For it to be well organised, this type of training should observe the
following basic principles:

(a) it should be a systematic and repeated activity enabling the person
concerned constantly to improve his skills and knowledge;

it should be concerned exclusively with new ideas or current trends,
not with basic knowledge or aspects of the trade which are not likely
to change;

(c) it should be based on the production and technical development plans
of the undertaking;

(d) it should correspond directly with the trade in question or the actual
production operations;

(e) it should not only take into account the interests of the national
economy but also help the person concerned to achieve his own
occupational aspirations.

(b)

According to its objective and contents such further training may fall
into one or other of the 4 categories described below.

(cont'd)
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1 Refresher training and updating: should review the theoretical and prac-
tical concepts of the occupation and supplement them by teaching the new
technical aspects needed for practising it.

2 Li2grading or supplementary training: should give the worker an oppor-
tunity to learn one or more related trades or a new trade or other occupa-
tion not yet included in the public education system syllabi.

3. Specialist training : should give practical training and advanced knowledge
regarding special types of activity.

4. Supervisory training: should improve the individual's ability to direct or
supervise a group of workers.

Responsibility for these types of training rests mainly with the undertaking.
To this end the undertaking must':

- see that the workers receive such training periodically (usually about
every 5 to 8 years);

- have at its disposal training programmes based on its technical and pro-
duction development plans;

- set up a system of material and moral incentives for the training, adapted
to local conditions, and include provision for it in the collective agree-
ments;

- see that the training has adequate support in materials and staff (lecturers,
instructors, training sites, machines and equipment, syllabi) and bear the
relevant costs.

The State should be responsible for the parts of the over-all programme
which deal with subjects of common concern to several fields of economic
activity, for syllabi for the initial training and updating of first-line super-
visors, for the instruction given in civics and the relevant teaching aids, for
establishing pedagogical guidelines and for the primary education syllabi
which, in some cases, are included in the over-all further training pro-
gramme.
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Plan Nacional de FormaciOn de Mano de Obra
La Paz, Ministerio de Trabajo y Asuntos Sindicales, 3 Sept. 1971.
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Transi'ation National manpower training plan

Subject analysis Proposal to establish a national body for manpower training: objectives;
tecilnical resources in men and materials; training activities; structure
and finance. [This abstract is concerned mainly with the objectives,
finance and organisational structure of the body.]

Contents analysis

12
Nov. 72

CI.

[A Committee was set up by Cabinet Order No , %3/71 of 2 April 1971 to
study and prepare a national plan for the occupati upgrading of the
labour force. It has surveyed the present situt:tion and examined the
country's manpower training needs, and provided the basis for the
National Manpower Training Plan (Formaci6n de la Mano de Obra
FOMO) proposed by the Ministry of Labour and Trade Union Affairs
(Ministerio de Trabajo y Asuntos Sindicales).1

Among the recommendations of the Committee, it is proposed to set up
a National FOMO Service under the Ministry of Labour and Trade Union
Affairs. The status, powers, functions, financing aid organisational
and administrative structure of the FOMO are described below.

The National FOMO Service is to meet the requirements for better quali-
fied manpower in al! three sectors of the economy, and to do so expedi-
tiously and with maximum flexibility in the light of changing needs.

Its main objectives shall be:

to further the country's economic and social development;

to give adults the opportunity to acquire a skill and thus to move out
of the un&killed labour status (peonaje) resulting from their lack or
low level of education and, through further training, to raise their
level of skill and their status as workers;

- to provide undertakings with the means to train their personnel, thus
increasing national productivity with a multiplier effect;

- to combat unemployment by providing the workers opportunities for
retraining for more prosperous sectors of the economy or regions, if
necessary by creating new industries.

The FOMO is also to:

(cont'd)
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- be concerned with internal and external labour force migration movements;

- participate in vocational rehabilitation activities for handicapped persons;

be a source of assistance to both the workers and the nation.

The FOMO shall comprise:

a national service;

- three zonal services, for La Paz, Santa Cruz and Potosi area s res-
pectively;

central services and departmental services.

The FOMO is to be linked with the National Council for Technical Education
and Vocational Training (Consejo superior de educaciOn tecnica y formaciOn
profesional). It will also work in co-operation with Spanish bilateral assis-
tance.

The potential sources of finance for the FOMO shall be: the State (through
the Ministry of Laboui); undertakings (by a levy at varying rates e.g.
2% on liquid assets and 3% on imported agricultural equipment); the
workers (a percentage of trade union funds). The FOMO may also, on
occasion, receive contributions from international organisations and other
sources.

The initial budget has been estimated at some 2 million Bolivian pesos
(about US $100,000). This figure has been based on an estimated average
cost per trainee of 1,100 Bolivian pesos (US $50), including provision for
acquiring or modernising facilities. It is expected that some 1;695 workers
will be trained (15 trainees per course) in various skills during the first
year of the plan.
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Decret n° 73-137 du 13 fevrier 1973 portant creation de l'Agence
nationale pour le developpement de l'education permanente (ADEP)
Journal Officiel de la Republique frangaise, Paris, Vol. 105, No. 39,
15 Feb. 1973, p. 1725-1727.

Translation
Decree No. 73-137 of 13 February 1973 setting up a National Agency for
Continuing Education (ADEP)

Subject analysis Decree setting up a National Agency for Continuing Education: aims;
internal organisation; administrative structure and finance.

Contents analysis Decree No. 73-137, inter alia extending the scope of Act No. 71 -575 of
16 July 1971 on continuing vocational training [cf. abstract No. 1/L 126,
Vol. 10] and Act No. 71-577, same date, providing general guidance for
technical education [cf. abstract No. 1/L 128, Vol. 101, provides for
the establishment of a national public institution of industrial or commer-
cial characVr the National Agency for Continuing Education (Agence
nationale p(. r le developpement de Peducation permanente ADEP)
under the sa, )ervision of the Ministry of Education.

Aims. The unction of ADEP is to help to systematise the demand for
training, ar ilyse the needs to be met and ensure full utilisation of exist-
ing facilities., The Agency shall encourage, promote and develop oppor-
tunities for individual or group lifelong or continuing education and train-
ing provided within the national education system establishments. It
shall give advice and technical assistance and provide facilities. It
shall carry out research studies at the request of the ministries con-
cerned. It may enter into contracts with firms, associations or groups,
or with the government.

Composition and internal organisation. The Agency shall be administered
by a Governing Board and a director. The Governing Board shall con-
sist of a chairman (appointed by decree) and 28 members. The latter
shall be chosen to represent: the Ministry of Education (6); other
government bodies (6); economic and social activities (12), six of whom
shall be drawn from the most representative workers' organisations;
persons experienced in continuing or lifelong education (2); the staff of
the Agency (2). Members are appointed for a term of 4 years.

The Governing Board shall meet at least twice a year; the quorum shall
be one-third of the members (or their deputies). It shall consider
questions relating to the general organisation of the Agency, its activi-
ties, contracts, budget and management, expenditure and property.



4/L 208 page 2

The director of the Agency shall be appointed by decree, on the proposal of
the Minister of Education. He shall be the Agency's legal representative
and be responsible for its management. One-third of the staff of the
Agency shall consist of officials seconded from ministries.

Administrative and financial system. The Agency's income shall come, in
particular, from contributions by undertakings and from the "training in-
surance funds" (Act No. 71-575 of 16 July 1971) [cf. abstract No. 1/L 126,
Vol. 10], from the apprenticeship levy (Act No. 71-578 of 16 July 1971)
[cf. abstract No. 2/L 129, Vol. 10], and from the government subsidies
provided for under Act No. 51-575 of 16 July 1971 [cf. abstract No. 1/L 126,
Vol. 10]. Its services shall be furnished against payment, in particular in
connection with industrial agreements and in promoting the training activi-
ties of public education institutions. It may receive assistance from the
State or from public or private institutions, and shall have the right to
raise loans and to accept gifts and legacies. The Agency's expenditure
shall include operating and equipment costs and any expenditure arising
from vocational training activities in which it takes part. The Ministers
of Education, of Economic Affairs and Finance and the Secretary of State
for Finance shall be responsible for the implementation of this decree.
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R- ozporzviy.enie Rady MinistrOw z dnta 13.12.1972 w sprawie zadah, praw
i obowiazkow gminnego dyrektora szkor
Dziennik listaw Polskiej Rzeczypospolitej Ludowej, Warszawa, No. 54,
27 Dec. 1972, p. 648-649.

Translation
Order of the Council of Ministers, dated 13.12.1972, concerning the
functions, rights and duties of the communal schools director

Subject analysis
Interministerial Order instituting the post of communal schools director
in rural areas: functions of the post; role of the director in achieving
harmonisation between the training given and the commune's develop-
ment targets; qualifications required for the post.

Contents analysis

12
March 72

I i HI 2

The post of communal schools director in rural areas, instituted by an
interministerial Order of 13 December 1972, comprises the functions
and responsibilities listed below as regards (1) educational establish-
ments coming under the Ministry of Education, and (2) educational estab-
lishments responsible to the different branches of the economy. [A
commune represents a territory of some 29 km2 and usually has a popula-
tion of some 6,800 persons. Ed. I

1. Educational establishments coming under the Ministry of Education
(general education schools, vocational schools including agricultural
schools; courses given in various other establishments).

Within the territory of his commune the communal schools director is
responsible for:

supervising the organisation of the instruction and the teaching methods
used;

- making proposals for setting up new schools and for reorganising
existing establishments;

- advising on the recruitment of teaching staff; in so far as the selection
of instructors and teachers of trade theory is concerned, his opinion
shall be given after consulting the competent organisations of the
People's Councils;

ensuring, in collaboration with the latter bodies, further training for
teaching staff;

ensuring that, again in collaboration with the People's Councils, the
standards set in the vocational school syllabi are met;

drawing up proposals regarding the type of training to be given to
future workers;

ensuring that the recruitment of pupils for vocational schools is
suitably planned. (cont 'd)
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2. Educational establishments responsible to the different branches of the
economy (for example, plant schools and centres).

The communal schools director is responsible for seeing that the various
schools and courses and other training facilities within the commune work
in harmony together towards the development of the commune, observing
the objectives and priorities of the rural development policy.

Qualifications required. To be appointed to the post of communal schools
director, a candidate must have the following qualifications: teacher train-
ing combined with university or other post-secondary education; at least 5
years' taching experience; the basic qualities of a good organiser.
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SKANDER, 0.
Strategies for directing existing educational systems towards lifelong
education
Paris, UNESCO, 1972: Interdisciplinary Symposium on Lifelong Educa-
tion, doc. ED. 72/CONF.1/5 , 20 p. (mimeo).

Translation

Subject analysis Paper on changes in the system of education towards a pattern of lifelong
education: research; relation between formal and informal education;
the trend towards lifelong education.

Contents analysis
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May 73

[This paper was submitted to the Interdisciplinary Symposium on Lifelong
Education organised by the United Nations Educational, Scientific and
Cultural Organization (UNESCO) and held at Paris from 25 September to
2 October 1972. Papers on various experiments in education had been
prepared to illustrate the problems inherent in changing from an ordinary
system of education to a system of continuing or lifelong education.
Algeria's need for planned development requires the establishment of an
educational system which will make it feasible, together with the reforms
that changes in the educational system entail. Every undertaking, for
instance, with more than 100 workers should be required to set up a
training service; a literacy drive is needed at both local and regional
levels; new institutions are needed for mass instruction (technical insti-
tutes, a National Literacy and General Education Centre).

The main guidelines for change in the Algerian educational system are
directed towards democratisation, Algerianisation and modernisation.
Change is needed in organisation, syllabi, teaching methods and teacher
training. The resources invested in education must be more efficientlj
used to get the maximum return.

The traditional school system was hardly suited to he the vehicle for re-
novation. Other means have had to be found and the solution is thought to
lie in informal out-of-school education. This type of education can cater
for adults (75% are illiterate), whereas tine school system has never been
able to cater for more than 50% of the school age population (with a drop-
out rate of 40%). This wastage can be diminished by resorting to this
second opportunity for education and trairO.ng.

As regards the output of the system, out-cf-school education would seem
to be called upon to compensate for the detects in the traditional school
system rather than to undertake distinct educational activities. The
formal educational system is expected to cater for a total of 2,500,000

(cont'd)
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pupils over the 4-year period 1970-1973; the informal system will have to
deal with almost as many for literacy training, remedial courses and basic
vocational training.

As regards quality, informal schooling has a great advantage over the tradi-
tional system: it can incorporate technological innovations, particularly new
media, as soon as they appear. It is probably also better able to bridge the
gap between the world of school and life in society.

Sooner or later the formal and the informal out-of-school systems of educa-
tion will become an integrated system of education and training for the whole
population.

At the same time, an organic liaison is being developed between the educa-
tional system and the world of work: higher education is being reformed,
middle level education becoming independent and polytechnical, technologi-
cal institutes are being set up [cf. abstract No. 4/B 46000, Vol. 111.

Continuing research is helping to adapt syllabi, and especially to evolve new
methods.

Teacher training is regarded as the keystone in the policy of educational.
expansion. initial training and further training for those already in em-
ployment have been organised on a constantly increasing scale since 1962,
on both a full-time and a part-time basis.
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Segundo Congreso nacional de capacitaci6n t4cnica, industrial y
agropecuaria
M6xico D.F., Camara nacional de la industria de transformaciOn,
May 1971, 749 p.

Translation Second National Congress on Technical, Industrial and Agricultural
Training

Subject analysis

Record of proceedings of the 2nd National Congress on Technical,
Industrial and Agricultural Training: conclusions of 1st Congress;
speeches; questions dealt with and conclusions reached in committees
and in plenary session; recommendations; participants. This
abstract deals only with the conclusions of the meeting.]

Contents analysis

12
May 73

c 1N1

[The First National Congress on Technical, Industrial and Agricultural
Training was held in Mexico in 1947. The Second Congress was held
more than 20 years later, from 12 to 14 May 1971, and the proceedings
of the meeting have now been published. Organised by the National
Chamber of Manufacturing Industries (C6Mara nacional de la industria
de transformaciOn),the purpose of the Congress was to consider
measures which would, among other things, improve the social situation
and purchasing power of the population by giving it adequate training;
draw up a plan for training the manpower required for economic develop-
ment; bring the employment market into line with population growth. ]

Four working parties were set up to examine the following subjects:
zones and regions of the country in which technical and vocational train-
ing programmes could usefully be implemented; the national plan for
technical, industrial and agricultural training; technical aspects and
specific projects; the occupational manpower structure. Each working
party arrived at a number of conclusions. Th' main ones are given
below.

A formal national structure for vocational and technical training should
be set up. The bodies which would be constituted are: a national co-
ordinating institute and a national commiti-te for technical, industrial and
agricultural training. Betweea them, these bodies would have over-all
responsibility for planning and co-ordinating all activities related to voca-
tional training, at both national or the regional level. As a first step
towards the establishment of this structure, a national survey of training
needs should be carried out.

One of the early measures required after establishment of the national
structure would be the drawing up of a national vocational training plan.
As part of this plan it is proposed that, among other things:

- training centres would have a production function and sell their pro-
duct to assist in their financing;

(cont tc1)
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- educational establishments should be decentralised and a system of
mobile teams (brigadas mobiles) should be instituted;

- all types of information media should be used in order to promote and
publicise vocational training;

- instructor training and the training of new technician level staff should be
co-ordinated;

- pupils who drop out of school before completing their studies should be
awarded a certificate indicating the level of education or training which
they have reached so that they may more easily find an approviate level
of employment;

- teaching staff should undergo periods of production work and undertakings
should accept students for similar periods of practical work experience;
employers should also, as a matter of employment policy, give preference
to people who have been trained according to a system of combined school
and industrial experience;

- an employment exchange should be set up.

Training syllabi must be standardised and industry-education liaison commit-
tees should be set up ,o revise training plans and programmes in the light of
training needs and with a view to including in their scope workers already in
3mployment.

Joint employer-worker committees should be set up in order to limit the
wastage of resources in training programmes.

Efforts should be made to encourage the workers' creativity; knowledge or
awareness of their aptitudes and abilities is essential in their own interests
and in those of the community.

It is as much a function of the social services to encourage vocational train-
ing as to promote other economic and social needs. This is particularly
important in rural areas.

Not only should industry co-operate in vocational training activities by
seconding personnel with teaching nualifications, but it should also assist by
undertaking research with a view to improving production methods.
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ARTIGUES, P.; BONZON, P.; JARDILLIER, P. et al.
Le plan de formation dans l'entreprise
Paris, Centre d'etude et d'assistance pour l'organisation humaine des
entreprises (CENTOR), 1972, 215 p.

Translation Training schemes within the undertaking

Subject analysis
Book on continuing training in undertakings: estimating training needs,
including the need for behavioural change; planning and implementation
of training schemes; evaluation of results; establishment of continuing
training; the role of training in the development of the enterprise; con-
clusions; examples of questionnaires.

Contents analysis
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C IN}

[The abstract is concerned primarily with the objectives of lifelong or
continuing training, personnel management and the role of training in the
evolution Of the enterprise.]

Continuing training is amply justified merely by its contribution to the
solving of employment problems, by preparing for and facilitating ad-
justment to change. The Act of 16 July 1971 concerning the organisation
of continuing vocational training as a part of lifelong education opens up
wide prospects in this field [cf. abstract No. 1/L 126, Vol. 101.

The objective of continuing training is the achievement of harmony be-
tween man and his occupational world. Its main practical purposes
therefore are: (1) training for an occupation and (2) preparation for
adaptation to changes in that occupation. The motivations for training
(preparation for new types of job and the satisfaction of individual am-
hitions) determine its form. Three aspects of training can ;ye defined:
training in objective skills, for desired behavioural attitudes, in
organisation-related skills.

Every scheme of continuing training calls for the application of some
basic rules of personnel management: the functions of a job should be
clearly defined and reviewed regularly; decisions should be carefully
weighed; there should be a systematic appraisal of trainees.

Continuing training and personnel management

Training is a significant factor in the evolution of the enterprise: it has
an impact in 3 areas industrial relations, work attitudes and communi-
cation within the undertaking.

In almost all undertakings, training is a subject on which management
and workers' representatives can co-operate without difficulty: being
based on joint consultation, both sides can put forward their ideas re-
garding training needs. If management is reluctant, the workers can

(cont'd)
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argue their case through their representatives. Any training scheme will
be communicated first to the works council and there discussed, to be
followed by joint consultations on each trade involved to settle terms and
programmes.

For this co-operation to be successful, ample time must be devoted to
working out the training plan, and the spokesmen must be carefully selected
for their role.

Expansion of training schemes in the undertaking may not solve all the prob-
lems in employee motivation but may influence it and modify attitudes to
change. The importance of having a hope of succeeding must be recognised
as well as that of having confidence in one's own ability: in this connection
the educational facilities offered will play a major role.

As regards adaptation to change, either in job functions or as a result of
technical change, training must endeavour to eliminate negative attitudes.
It should be of help in creating a more open atmosphere within the under-
taking, modifying systems of values and relationships.

The conditions of success

If a training plan is to be successful, the head of the undertaking must ob-
serve 2 rules:

- the scheme must be tried out on a pilot sector;

- there must be regular checks to see that through appropriate participa-
tion all training needs have been brought to light; true participation
must also permeate the implementation of the programme, its methods
and the evaluation of the results.
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Translation The 2-stage system in secondary schools

Subject analysis
Article on the principles that should be the basis for a school system
offering secondary education for all; need for comprehensive vocational
guidance for pupils in both junior and senior stages of secondary school .

Contents analysis At the request of the Ministry of Education's Committee of Experts, the
Warszawa (Warsaw) Pedagogical Institute has drawn up a scheme for a
new school system intended to give all young people secondary education.

To smooth the passage from the common basic school to general second-
ary schools with a choice of programmes, secondary education should be
organised in 2 stages. The first stage would cover the 9th and 10th
school years following the 8 years of compulsory schooling laid down in
the 15 July 1961 Act [cf. abstract No. 1/01319, Vol. 21. During this
junior secondary stage pupils would take optional courses they had them-
selves chosen to broaden their knowledge and help them in their choice of
vocation or guide them towards higher education. The change from 8
years of compulsory schooling to 10 years must not be allowed to mean
that the last 2 years (9th and 10th) are spent in a common basic school.
These 2 years of junior secondary education should be spent at a second-
ary school providing 4-year courses which, in the last 2 years (senior
secondary stage) would provide differentiated general education courses
as well as vocational courses in the occupations best suited to be taught
alongside general studies.

For training in other occupational fields the teaching materials and
equipment of the existing vocational schools should be concentrated in
large vocational training centres that would accept pupils after 10 years
of general studies.

The development of vocational training and a proper selection for uni-
versity entrance would depend largely on there being adequate arrange-
ments for vocational guidance in connection with optional courses. This
vocational guidance should take up 3 to 6 hours a week in the 9th and 10th
years of school. It should be handled by specialists with university
degrees in psychology, education and sociology, and be geared to the
needs of all the pupils. Provision would also have to be made to enable
pupils to repeat courses.
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Subject analysis
Report concerning proposals to set up new central arrangements for
promoting educational technology: existing organisations; functional re-
quirements; proposed new structure; detailed recommendations.
Annexes: Proposals of the NCET and NCAVAE/EFVA; chart of the
proposed new national organisation.
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In January 1971, a working party was appointed by the Secretary of State
for Education and Science, to recommend new central arrangements for
promoting educational technology in the United Kingdom. The recom-
mendations were to take into account proposals already submitted to the
competent ministers by the National Council for Educational Technology
(NCET) and the Joint Executive Committee of the National Committee
for AudioVisual Aids in Education and the Educational Foundation for
Visual Aids (NCAVAE/EFVA).

In reviewing the arrangements to be secured for promoting educational
technology in the United Kingdom, the first conside:ration of the working
party was to meet the day-to-day requirements and foreseeable needs of
teachers, instructors and students.

The main conclusions and recommendations of the working party are
outlined below.

1, Rather than attempt to set up a new monolithic organisation dealing
with all needs it was decided to link any new organisations with existing
arrangements.

2. The services and facilities associated with educational and instruc-
tional technology were identified as: (a) local services, meeting near at
hand the more immediate ficcds of users, e.g. rental and maintenance of
equipment; (b) specialist services; (c) general services providing faci-
lities for more general matters such as the exploration of new develop-
ments, securing provision for new services, exchange of experience
among various sectors of education and vocational training.

3. While recognising that scope existed for rationalisation of both the
local and specialist services, it was decided that the general services
would be most effectively provided by a central organisation.

(cont'd)
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4. Accordingly, the establishment of a new central organisation of educa-
tional technology is recommended, with a governing council consisting
mainly of representatives of the major sectors of education and vocational
training, together with representatives of the major organisations providing
specialist services and from government departments and related organisa-
tions. The chairman of the council should be appointed by the Secretary of
State for Education and Science. Detailed management of the Council's
affairs would probably be carried out by an executive committee.

5. The role of the new central organisation would be advisory; it would
supersede the existing National Council for Educational Technology (NCET).

6. The new central organisation should have the resources to enable it to
assume an effective co-ordinative and consultative role, to conduct or com-
mission research, and to secure the provision of new services. The basic
expenses should be borne by the central government. Additional funds for
specific projects should be sought on an ad hoc basis from interested bodies.

7. The new central organisation should: (1) conduct inquiries into basic
techniques or innovations in educational technology applicable to all sectors
of education and training; (2) review the needs of specific sectors. As re
gards criteria for action, it should first consider whether the work can be
undertaken by an existing body and only exceptionally itself undertake to pro-
vide a continuing service.

8. The efficacy of the central organisation will depend on its having access
to authoritative advice from the major sectors of education and training.
It should therefore establish a formal consultative relationship with such
sectors.

9. To backstop the work of the governing council and ensure that there is an
effectiv' dialogue between the education sector and industry, there should be
a standing joint -ommittee empowered to engage in detailed discussions on
matters of common concern. It should consist of representatives of in,'.xstry
and of persons nominated by the council to represent user interests, together
with assessors from government departments.
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The 1971-1975 5-year Plan of the National Apprenticeship Service
(Servicio Nacional de Aprendizaje SENA) was drawn up by the Office
of Planning and Supervision (SubdirreciSn General de PlaneaciOn y
Control) in collaboration with the authorities and individuals concerned.
For the most part, the Plan is based on SENA's plan for 1971 and on the
1970-1974 5-year Plan. It contains the country's vocational training
policies and goals, and 'iescribes the financial and other measures which
will be required if the very best use is to be made of manpower re-
sources. The Plan proposes adapting training curricula to the needs of
the different economic sectors, at all levels of employment, and is to be
reviewed yearly.

The following are the basic goals of the 1971-1975 Plan.

(a) Build up training activities within the framework of the existing 172
centres and programmes, with respect to both the initial training of
newly available manpower and the further training of manpower
already in employment.

Continue the accelerated vocational training being organised for the
unemployed and the underemployed.

(c) Speed up the intensive programme for on-the-job occupational ad-
vancement in order to meet the nation's need for technicians, super-
visors and business managers.

(d) Develop, using bilateral and multilateral aid, training programmes
for small and medium-sized industries.

(b)

(e) Expand training programmes for the artisan trades sector, in order
to stimulate the creation of independent employment.

(f)

(g)

Develop the training programme for rural women.

Create a centre for research on the most advanced vocational train-
ing methods and techniques.

(cont'd)
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(h) Update information concerning vocational training needs in industry,
commerce and the services.

(i) Make qualaative and quantitative improvements in the equipment and
other installations of training centres.

In 1975, Colombia's labour force will number around 7,257,000; about
348,000 will be seeking employment for the first time, and 50% of these
will neei vocational training.

The Plan's goal is to provide training for more than 1,900,000 people and
give direct assistance to some 3,000 undertakings over the next 5 years, at
r cost of about 3,000 million pesos (approximately US $200 million). 37.7%
of all non-agricultural workers in undertakings with 10 or more employees
need to be given some training if they are to do their job well. In the agri-
cultural sector, the corresponding figure is 48%.

A two-pronged approach is therefore necessary in order to both raise the
level of skill of employed manpower (43% of the labour force) and provide
specialised training for the manpower needed by each sector.

According to the Plan, each group of trainees is to include approximately
equal numbers of persons from each sector (industry, agriculture,
commerce and basic services).

More workshops and classrooms are to be provided for the agricultural
training centres. In the industrial training centres, workshops are to be
organised so as to make better use of the installations. Training projects will
be actively pursued in 17 regions of the country, suitably adapted to the
needs of each region.

Training methods will vary according to the level of skills needed for the
occupation: short courses for semi-skilled or specialised work; formal
apprenticeship for skilled work, open to young people who have completed
compulsory schooling; special courses for junior technicians and assimi-
lated workers.

Although training costs are to be held to a minimum without sacrificing
quality, projected training efforts will be limited by the scarcity of available
finance. Consequently, the SENA intends to seek the highest possible level
of training productivity.

International and multilateral technical co-operation will be necessary.
Colombia should also try, in so far as possible, to render assistance to
other Latin American countries which may seek it.
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Subject analysis
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Career education [cf. abstract No. 1/B49304, Vol. 111 is a major experi-
mental attempt to redirect the purpose, structure and function of the
public education system toward more meaningful preparation for the world
of work. To this end, the US Office of Education has funded several re-
search institutions to develop home-based, work-based and school-based
models of career education and preparation.

The Center for Vocational and Technical Education of Ohio State Uni-
versity has developed a school-based model of career education. This
model a "comprehensive career education model" (CC EM) envisages
a seqmential programme of educational preparation from kindergarten to
the end of secondary education. It stresses personal and occupational
awareness, orientation toward. occupational realities and roles, explora-
tion of specific job families, selection of major job groupings or career
"clusters" for introductory preparation in a specific occupational area,
and preparation for entry into a job area or into further specialised train-
ing and education.

The proposed sequence is arranged as follows:

- development of an awareness of the world of work and its personal and
social significance (1st to 6th years of schooling);

- provision of experiences related to forming occupational attitudes and
potential roles (7th/8th years);

- tentative narrowing and deeper exploration in occupational areas
(9th/10th years);

in-depth preparation within an occupational area (11th/12th years).

The selection of career clusters on which to base instruction was ex-
pected to: encompass most existing jobs; be translatable into instruc-
tional strategies or modules: show specific advantages over existing
instructional systems based on career clusters.

(cont 'd)
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The proposed system employs two dimensions considered :-..rucial for in-
forming, guiding and preparing students for the world of work: (1) the
functions and contents of occupations; (2) the status or levels at which
occupations exist. This second dimension incorporates a series of im-
portant variables relating to occupational choice, e.g. educational and
training requirements, degree of personal responsibility, mobility.

These dimensions have been arranged into two matrices. The first matrix
is structured upon what may be termed the institutional approach. Twelve
institutional areas make up one dimension; seven socio-economic or career
levels make up the other. The emphasis is not on job or occupation but on
the broader complexes such as public service, manufacturing, natural re-
sources, communications, etc. Such an approach allows for a broad orien-
tation in early years.

The second matrix is more closely allied to an occupational approach. Nine
occupational categories represent one dimension, and seven career levels
make up the other. It is intended that this matrix begin to complement the
institutional matrix in the middle school years.

Together, these matrices will provide the real-world context on which to
build a comprehensive curriculum which will cover nine bread areas:
communication; sociology, politics and economics; art; raanual crafts;
physical education; human relations; mathematics; science; technology.
Groups of skills and abilities that students need for career entry can he
allocated to the appropriate area or areas, once the students have chosen
a career cluster or a specific career to follow.

A curriculum based on such al approach wouli eliminate the academic-
vocational dichotomy. A salient feature is that no option is arbitrarily
closed to any student prior to completion of secondary education. Evalua-
tion would be in terms of a given student's attainment of instructional ob-
jectives regardless of the performice of his classmates. Thus a more
meaningful incentive system for pursuing instruction would evolve. [See
also abstract No. 1/B 49205, Vol. 11.)
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Translation How can agricultural production be included in polytechnical education in
general education secondary schools?

Subject analysis Article on the inclusion of agricultural production in the polytechnical
education offered in general education secondary schools: related
subjects and topics; aims; supporting factors.
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One of the school's basic concerns is to link education with life and poly-
technical education is its means of doing this. This end cannot be
achieved through teaching any one subject. The principles of poly-
technical education must be applied in all subjects, especially the natural
sciences. Knowledge of the various areas of production must be
sufficient to enable the pupil to grasp their unifying principles.

The main theme of polytechnical education is "The concept and organisa-
tion of production", beginning with "Agricultural production", which is
divided into several topics. The pupils must understand that modern,
large-scale agriculture can make use of the most recent scientific
advances, in both the natural as well as the social sciences, just a, do
other areas of the national economy.

The topic "Agricultural production's place in the national economy and
its structure" begins by reviewing social, cultural and material needs,
following which the teacher explains that one of the prerequisites for
increased production is specialisation. Agriculture today comprises 2

.main branches, animal husbandry and crop production, the latter being
subdivided into several distinct types: grain production, root crops,
animal feed. Crop production is the basis of animal husbandry.
Modern intensive, specialised stock-farming should yield a maximum
output from minimal investments.

The subject "The soil as a basic factor in agricultural production" em-
phasises the fact that the soil is of fundamental importance to all agri-
cultural production. The pupils are given an introduction to the origin,
composition, and quality of different kinds of soil, in order to familiarise
them with the main criteria for classifying and utilising soil.

"The system of soil cultivation" gives the pupils a basic theoretical in-
troduction to this area. As today gardening tends to be widely
practised, knowledge of gardening forms a typical part of polytechnical

(cont'd)
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education. Not only do the pupils learn the basic facts concerning soil
preparation, they are taught the necessity of doing all the tasks properly
and at the proper time.

"Chemistry in agriculture" provides an introduction to the chemical in-
dustry's contrilmtion to increased agricultural production. Thn main part
of this instruction is devoted to chemical fertilizers. The pupils are given
an introduction to the basic principles of plant nutrition so that they may use
chemical fertilizers in gardening correctly.

The subject entitled "The mechanisation of agricultural production" is
allotted very little time and for this reason builds on the basic knowledge of
mechanisation that the pupils are already studying in physics and the other
branches of polytechnical education. It is nevertheless necessary at this
point to stress the fact that the mechanisation of agricultural production anc'
its progressive automation require that agricultural workers receive
adequate vocational training.

"The principal factors of technology in agricultural production" shows how
contemporary large-scale agricultural production is a modern process,
involving technology as well as biology, but in which biological laws play a
decisive role. This approach to agricultural production facilitates the in-
dustrialisation of egg production, grain production, etc.

"Farms and farm management" shows the pupils how the principles of
planning the national economy, of democratic centralisation and of worker
participation can be applied to agricultural production.

Finally, "Co-operation in agricultural production" covers information on the
feasibility of developing large-scale agricultural production. The pupils
are brought up to date on the invaluable experience acquired in recent years
in farms which have joined forces for building large-scale warehouses,
dryers, processing plants, etc.
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[The international seminar of the International Association for Educa-
tional and Vocational Guidance was held in 1972 at Jouy-en-:osas,
France, on the theme, "Training of vocational counsellors". Two
committees were formed to study: (1) "The problem of understanding
the individual and the environment in relation to the training of coun-
sellors"; (2) "Vocational guidance techniques in the training of coun-
sellors". This abstract relates to one of the papers presented. ]

Framework. The training of vocational counsellors should be of
university standard, embracing several disciplines (psychology, peda-
gogics, economics, sociology). The general view seems to be that the
course should last 5 years, with opportunities for further study within a
system of lifelong training. The syllabus should be constantly re-
appraised so that it will fill the gaps in the life experience of parents
and teachers.

In general, needs are far from being met. The vocational guidance
services should make it their responsibility to attract the necessary
candidates. Surveys carried out among psychology students would
identify the reasons why many of them have not chosen vocational
guidance as a career (doubts about status, ignorance of the real role of
vocational guidance in relation to other branches of psychology). Such
surveys would also reveal the wide scope of the work involved, the
amount of independence enjoyed by the counsellor, the interest of the
problems to be solved and the fact that the counsellor can expect positive
results in return for his efforts. Periods of practical training voule_
enable candidates to judge these things for themselves.

In the traditional European universities, admission is based on paper
qualifications. In the absence of any systematic selection of candidates,
an adviser should be appointed to inform students about the different
branches of psychology. They should receive documentation on each
branch, visit instruction centres and take part in short courses. In

(cont'd)
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non-university institutions, admission is by means of a selection process of
varying complexity. This system entails a qualifying period of study, with
vocational guidance for 'hose who are not accepted.

Training should compr, ; i stages, over a period of 4-5 years.

The first stage (minirniun 2 years) should cover, in addition to psycho-social
subjects, certain other non-psychological disciplines and the cultivation of a
scientific turn of mind klogic, scientific method, mathematics). S-ulents
should receive initial training in their chosen specialisation, together with
instruction in pedagogics and economics.

The second stage, specialised training, would grow naturally out of the first.
It should include systematic professional instruction in the true sense;
utilisation of results achieved in related fields; in-depth study of particular
subjects necessary for vocational guidance. During the transition from the
first stage, it is important to show the links between the two: political
economy and general sociology are a preparation for more specific training.
Child psychology, general pedagogics and an acquaintance with the different
branches of psychology prepare for specialisation in educational psychology.
Psychological studies should be complemented by a picture of the world of
work: visits to firms and to schools, preparation of papers on particular
aspects.

Further training. There are two main avenues. The first is lifelong train-
ing, necessitated by the proliferation of the problems to be faced and the
evolution of psychological theories and techniques. The second is more
specialised: guidance of the disabled, studento, etc. This second type of
training should last 3 years (practice and theory) through the medium of
courses and seminars.

Methods. Consideration should be given to replacing the traditional lecture
by duplicated documents which can be read by the students and subsequently
discussed with them according to a fixed timetable. Seminars, discussions
and practical experience should have a leading place in any training pro-
gramme.

The respective parts to be played by independent study, seminars, group
discussions, informal discussions, practical work, meetings of teachers of
various views, are still matters for decision, as are the best size of groups,
the most satisfactory work load, the division of time between theoretical
instruction and laboratory type experiments.

[Table of study programmes at the University of Lausanne. ]
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The General and Educational Psychological Research Institute of the
Academy of Educational Sciences of the USSR (NII ob`aCej i pedagogie-eskof
psihologii APN SSSR) has carried out two surveys to determine pupils'
and students' attitudes to jobs and occupational choice.

Th9.1st survey covered more than 5,000 pupils in general education
schools in urban and rural areas (5th to 10th year of schooling) to deter-
mine their occupational interests.

Findings. Of all children in their 10th year and about to end their
schooling, 23% had made no choice regarding their future occupation.
Furthermore, the occupational interests of pupils who had made a choice
were very unstable. Many of them (e.g. a third of those in the 8th
year), after having filled in a specific occupation in the survey question-
naire, changed their minds 3 months later.

Very few pupils had a positive attitude to Industrial and agricultural
employment. Of all pupils in terminal classes, the proportion who said
they would like to work in industrial undertakings or in agriculture after
leaving school, was 8% and 4% respectively. Pupils expressing a desire
to receive vocational school training came from small towns, workers'
communities, or from rural areas. The latter, however, wanted to
attend vocational schools in the towns.

Genuine interest in an occupation, based on general knowledge and
relevance to the subjects being studied at school, was shown by pupils in
the terminal classes; among the younger pupils any attraction towards
an occupation was mainly influenced by an imaginary picture they had of
their own role in carrying it out.

The prestige of jobs ...aquiring higher education rose in proportion to the
pupils' progress at school.

(cont td)
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For many pupils, acquiring a higher education had become an end in itself.
The job was of lesser importance; it was the means of getting the education.

A 2nd survey was made in higher education establishments to ascertain
students' attitudes towards the occupational instruction being given.

Findings. Only two-thirds of the first-term pupils had a positive attitude.
Pupils in their last term admitted being interested in their studies and even
that they liked them; but their enthusiasm about practising the jobs their
studies were leading to was somewhat muted. The explanation for this
state of affairs is outlined below.

There are always three aspects to a job: (1) strictly professional (knowledge
and skills needed); (2) organisational (knowing how to organise and control
the work in the way required); (3) moral (haviiki the right attitude towards
,ie job's idealogical and social significance).

To train a specialist properly and get him to work at his job enthusiastically
requires not only that the 1st aspect is taken care of, but that the 2nd and
3rd aspects are also integrated into the training plan. These two aspects
are not being given sufficient weight, not merely in specialist training, but
also in the instruction and vocational guidance given in the general education
schools.

Current vc 2ational guidance activities are insufficient. Pupils must acquire
the character .raining which will lead them to choose their future occupation
on the basis jf idealogical and social considerations that pay due regard to
the interests of society and the importance of socialised production. The
general education system should try to ensure the full development of both
the pupil's personality and his ethical values. Organisational aptitudes
must also be cultivated.
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Subject analysis
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Trainability assessments (TA) are ratings and error scores based on a
period of planned manual activity which takes the form of a learning
sequence followed by a test. They have been developed by the Industrial
Training Research Unit (ITRU) of University College, London, to predict
success in training and on-the-job performance in a number of industries.
[Cf. abstract No. 5/B 52207, Vol. 12 for a complete description of how
these assessments are constructed and implemented.]

Over a period of 14 months a trainability assessment for electronic
assembly work was validated in co-operation with Pye Telecommunica-
tions Ltd., Cambridge. The test took the form of soldering three tag-
strip and three wrap-round joints, inserting three wires in the correct
positions on the reverse side of a printed circuit board and, after turning
the board over, bending and soldering them to the circuit board.

o The instructor demonstrated how to do each part of the task, while at the
same time giving oral instructions and encouraging the trainee to ask
questions; the trainee was then asked to perform the task and was

7s assessed by the instructor while doing so. Errors on the test were
assessed as follows: test performance (ratings on 5 and 10 point scales);
retention of instruction (10 point scale); attitude to test (5 point scale).

Biographical data (age, years in school, time spent in Britain for over-
seas applicants) and the trainability test results were compared with
final assessments at the end of the full training period, and with per-
formance on the job at the end of 6 weeks. Correlation coefficients
were applied. Results are outlined below.

1. The rating of performance, both 10 and 5 point scales, was found
useful for:

(a) predicting the quality of performance at the end of the full training
period;

CIRF
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(b) on-the-job speed of performance;

(c) end of training attitudes.

Ratings using the 5 point scale were found useful for predicting on-the-job
versatility.

2. The ratings of how well instructions were remembered on the test were
found useful for: (a) predicting attitude to work on completion of training;
(b) quality of work at end of training.

3. The test did not predict on-the-job quality of work.

4. Factors which appear to have no bearing on the criterion of success
were: age, time spent in Britain, years in school, the total errors on the
test and time taken on test.

5. There was no difference between the 10 and 5 point scales although in-
structors preferred the latter, 1,elieving it to be easier.

Other advantages of the trainability assessments were noted, namely: (1)

applicants like the test because it enables them to show what they can do;
(2) they feel the test is fair; (3) management thought the tests gave trainees
confidence in their ability to do the job as well as an awareness of what the
job might be like.

The over-all conclusion was that the tests were successful in predicting
skill in electronic assembly work.



In referring to this

abstract please quote

N° B 52207

Author:
Title:
Bibliographical
references:

Trainee Sector
Textiles

32

Isco
Sewing-
machine
operator
7-95.50

CIRF

5

Unit2ulnifigdom

42

DOWNS, Sylvia
Trainability assessments: sewing machinists
Cambridge, Industrial Research Training Unit, University College
London, 1972: doc. SL 6, 24 p. (mimeo.).

Translation

Subject analysis
Report on the initial research carried out to develop trainability assess-
ments to predict skill in manual work: description of validation studies
for sewing machinists; predictors; criterion of success; research
design; results; conclusion; detailed appendices.

Contents analysis
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The relevance of the interview as a method of job selection decreases
the more the skill can be described as a special aptitude and the less
intelligence plays a central part in its acquisition. If this is so, then
other methods of selection should be possible. Research was therefore
initiated by the'Industrial Training Research Unit of University College,
London, to see whether a different approach could be validated. The
approach adopted is referred to as a "trainability assessment!' (TA).
So far studies have been carried out for fork truck-operators, electronic
assemblers and sewing machinists.

Trainability assessments are ratings and error scores hased on a period
of planned manual activity which takes the form of a learning sequence
followed by a test. The trained tester demonstrates what has to be
learned and then carefully notes errors of techniques and assesses the
over-all performance of the applicant carrying out these instructions
under test conditions.

The essential components of the skill to be learned are determined by
job analysis. Critical areas are highlighted by comparing the per-
formance of "good" and "poor" trainees. The task to be learned must:
(1) be based on crucial elements of the job; (2) use only such skill and
knowledge as can be imparted during the learning period; (3) be
sufficiently complex to allow a range of observable errors to be made;
(4) be carried out in a reasonable space of time, i.e. 20-30 minutes.

A check list is compiled, based on the errors that a trainee might make
when performing the task. The suitability of the selected task is
assessed by matching the check list against the crucial job skills.

When a suitable test piece has been found, an ordered sequence of in-
struction is prepared. The applicant is then assessed on how well he
or she can perform the task that has been taught.

(cont 'd)
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Initial TA experiments concerned sewing machinists. The essential compo-
nents of the skill which was to be assessed during the test were cloth handling
and hand-eye-foot co-ordination. The TA took the form of machining three
seams between two pieces of cloth to make a small open bag. One bag was
made by the applicant with full instructions and help from the instructresses.
Any questions by the trainee had to be put during this learning period. The
trainee was then asked to make three more bags in an identical fashion.

Information was collected on: (1) errors of techniques observed during the
machining of the 1st seam of each bag; (2) the over-all performance rating
(5-point scale); (3) time taken to make the 3 test bags; (4) pin board grading
(5-point scale); (5) form board grading (5-point scale); (6) trainee's
country of birth; (7) age of trainee.

The criterion of success for the subsequent period in the training school was
achieving 70% of tle output of an experienced machinist.

Over a period of one year, the TA results of 82 trainees were compared with
the performance ratings made when the trainee left the training school.
Correlation coefficients were applied.

The correlations between the predictors (TA ratings and error scores) and
performance ratings at the end of training showed:

(1) the TA ratings and error scores were related to the end-of-training
performance rating;

(2) factors which had no significance to end-of-training performance were
(a) time taken on test, (b) the pin board and form board test results;

(3) the results of overseas applicants did not differ from those of United
Kingdor, applicants;

(4) there was a high measure of correlation between TA ratings and per-
formance ratings of overseas applicants.

Subsequent research carried out one month, three months and six months
from the time training began showed that the TA also predicted on-the-job
performance.

See also abstract No. 5/B 52208 , Vol. 12.



In referring to this
abstract please quote

N. B 49655

Trainee Sector
Electronics

383

ISCO CIRF

5

Country
United Kingdom

42

Author:
Title:

Bibliographical
references:

National Economic Development Office
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London, National Economic Development Office, 1972, 55 p.

Translation

Subject analysis

Report of a specialist committee on the reIations-Wp between the schools
and the electronics industry with respect to careers guidance: objectives
and composition of the committee; conclusions and recommendations;
respective responsibilities of government, the education system and the
industry.

Contents analysis
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The careers guidance available to schoolchildren must be really useful.
This means a need for substantially improved communication between the
industrial and educational sectors. In an attempt to review the industry-
education communication problems in relation to the electronics industry,
and to suggest ways in which a greater awareness of the industry and its
needs can be created in the minds of children and adolescents while still
at school, the Working Group on Scientific and Technological. Manpower
of the Electronics Economic Development Committee set up a Sub-
Committee on Electronics and the Schools to investigate the whole prob-
lem. The Sub-Committee consisted of 9 specialists drawn from the
following sectors: the electronics industry (4 members), education (3
members), government, or assimilated services (2 members). The
Sub-Committee's main conclusions and recommendations are summarised
below.

It is evident that there is a communicatic- gap betwee.i the electronics
industry and the schools. This gap is the product of a lack of under-
standing and lack of use of the existing contacts between schools and
industry. It also acts as a major deterrent to potential recruits to the
industry. It is therefore o.ssential for the guidance machinery to be im-
proved and for the industry to understand the workings of the careers
guidance system and to use it to better advantage.

The manpower intake into the industry comes at 2 levels: a minority join
as graduates of higher education; the vast majority come direct from
school. The pattern of careers education differs for the two groups:
graduate entry requires long-term planning of the pattern of qualification;
for those entering direct from school entry requires preparation for em-
ployment over a much shorter period. To facilitate the progress of
recruits from education to employment it is highly desirable that indus-
trialists and teachers maintain regular contacts at the local level.

(cont'd)
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Responsibility for improving the careers education provided in the schools
rests with all 3 parties government, industry, education with varying
degrees of responsibility devolving on each.

Industry. Industry should accept its share of responsibility for the value
and direction of careers guidance by participating in the system more ac-
tively. It is responsible for ensuring the availability of comprehensive,
informative and up-to-date careers literature. It should organise its em-
ployment structure so as to provide attractive and worthwhile career
patterns for both technician and engineer staff and should publicise these
opportunities more effectively.

Schools and industry. While the industry has to supply the data needed for
careers information, the schools and teaching staff generally have a major
responsibility for giving it wide publicity. Careers literature should be
supplemented by other school/industry contacts: lectures, films, inter-
views, periods of work experience, etc. Preparing pupils for the actual
transition of school to work is a joint responsibility.

Government, industry, schools. While the careers education activities of
the Central Youth Employment Executive (CYEE) need to be expanded, at the
same time the electronics industry needs to make fuller use of those CYEE
services already being provided. Legislation should be introduced as soon
as possible after the raising of the school-leaving age to allow periods of
practical work experience to take place in a pupil's final year at school.
The electronics industry should continue to provide suitable opportunities for
pupils to gain this work experience, while the local education authorities and
the schools must ensure the greatest possible flexibility in using the extra
year of full-time compulsory education so as to make such work periods
possible.

Among the numerous appendices are the following: a definition of the elec-
tronics industry, prepared by the Electronic Industries Association of the
USA; a summary list of minimum requirements essential for careers work in
schools (Maclntyre Report. National Association of Career Teachers, April
1970); A summary of non-commercial organisations in the development of
schools-industry relations, and their major contributions.
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In January 1970 the Food, Drink and Tobacco Industry Training Board
was approached for assistance in developing a training system by the
Institute of Meat. The aim was develop a system which would be
general enough to be of value to most sections of the industry and yet
particular enough to give effective guidance. It also had to be flexible
enough to be adapted to differing techniques of individual employers and
to complement courses given in the further education colleges as part
of the apprenticeship programme.

Due to its production line techniques, the slaughtering section was chosen
as the most appropriate area to begin detailed work. The research
began with visits to factories, retail outlets and slaughterhouses where
discussions were carried out at all levels on problems, techniques,
training facilities and labour difficulties. Simple TWI-type (Training-
Within-Industry cf. abstract No. 9/B 31120, Vol. 8, Australia)
breakdowns, rather than detailed skills analysis techniques, were used
to examine the jobs carried out by the operatives.

Jobs were then divided into tasks in consultation with operatives and
managers. For each task there was an analysis defining the key opera-
tions as performed in that establishment.

Due to the variety of techniques and variations in the raw material, it
was decided that it was not possible to establish universally acceptable
work methods. The alternative was to gear instruction to each instruc-
tor. It was therefore assumed that if for each task the right series of
questions was asked, the answers should produce the key operations ap-
propriate to that method. This concept was followed. Any regional or
company variation in techniques was catered for by making the first
question establish the method and the remainder develop the theme.

Finalised on 23 March 1972, the new scheme has 4 basic components: a
set of task cards, a handbook, planning sheets, trained instructors to
implement the scheme.

(cont'd)
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Task cards. The main part of the card is made up of questions which:
lead the instructor to think about the most important parts of the task, help
him to write a clear breakdown of his instruction on the back of the card
(the questions do the "job analysis" for him) and enable him to plan and
present his instructions better. These questions can be applied to any
method of operation. For ease of reference the cards are colour coded
and are a convenient size for handling. They are waterproof and washable
and can be written on. The questions serve as memory triggers for the
instructor. He produces his own answers thus maintaining control of
the learning situation.

The handbook. There are 4 sections assessing and planning training,
the use of the task cards, tips on instructing, and a glossary of meat cutting
terminology.

Planning sheets. These emphasise the time allotted to training. Pro-
jected starting and completion dates are noted down for each task together
with an indication of performance standards.

Instructor training... This is carried out on 2 separate days, a week apart,
in colleges of further education. The intervening week enables the instruc-
tor to consolidate the information from the first day and to raise any prob-
lems at the subsequent session. The 1st day deals with techniques of in-
struction and the use of task cards. On the 2nd day the trainee-instructor
receives feedback on two practical projects prepared in advance: (1) a re-
view of the answers given to at least 10 task cards; (2) feedback on practi-
cal teaching performance. Clearly at the end of the 2-day session employ-
ees will have varying degrees of skill in instructing. However, this period
was chosen to meet the needs of small companies which would be unable to
release employees for longer.

Experience has shown that:
- the system is simple and encourages managers to take more interest in

training;
- the cards encourage agreement between managers end instructors on

correct work methods;
- considerable time is saved in analysing jobs the cards focus attention

on key areas;
- the training is systematic and logical;
- part-time instructors with very little training can do an acceptable job of

instructing by using the cards;
- employees feel that positive steps are being taken to help them, an im-

portant psychological factor in an industry where labour turnover has
been a problem;

- more attention is being given to standards of workmanship.

[Diagrams; examples of task cards and planning sheets.]
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Manual giving guidelines for the organisation of training for supply and
purchasing functions: content; induction; general training; specialist
training and planned experience; further education; career patterns,
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In 1968 the Central Training Council decided to co-ordinate training
recommendations for occupations found in more than one industry.
As a result a Joint Industrial Training Boards Committee for Commer-
cial and Administrative Training was set up. Its recommendations with
regard to training for purchasing and supply functions are outlined below.

Purchasing and supply functions can be divided for training purposes into
three activities: purchasing; stock control; stores management. The
organisation of these activities will vary with the nature of the business,
operational strategy and size of the enterprise. The activities will be
carried out in three types of environment: (1) buying for manufacturing
and processing industries; (2) buying for the public sector and service
industries and for maintenance; (3) buying for resale. The particular
environment will substantially affect training requirements and these
will vary widely.

Training needs will also vary accoLling to trainees' individual abilities,
qualifications and previous experience. The principal entry categories
are school-leavers, graduate entrants from universities and assimilated
educational institutions, and mature persons with or without the relevant
qualifications and experience.

General aims of training should be to enable trainees: (1) to learn to apply
the practical skills needed in the purchasing and supply functions efficient-
ly, confidently and consistently; (2) to acquire general and specialist
knowledge complementary to the practical skills; (3) to develop the
personal qualities required to discharge future responsibilities; (4) to
prepare themselves for further training and future promotion to general
and higher management positions. Training schemes should include the
stages outlined below.

Induction training should enable management to establish good relation-
ships and attitudes right from the start. It should familiarise the trainee

(cont'd)



8/B 51062 page 2

with the structure and objectives of the enterprise so that he may see the
organisation as a whole. The total period should not exceed 4 weeks but
may be spread over a period of time.

General training should impart an understanding of the organisation and its
systems. Training may be given through off-the-job courses but it should
mainly consist of individual instruction associated with practical experience.
The trainee should acquire sufficient understanding of the financial and
human aspects of management to assess his actions in terms of cost-effec-
tiveness, as well as an appreciation of the case of computers and the ability
to communicate effectively. He should be aware of political, economic,
social or technical factors which will affect the business. General training
can precede or accompany specialist training.

Specialist training and planned experience should impart specific knowledge
and skills. If the undertaking cannot supply the experience required, con-
sideration should be given to making use of outside training facilities. Pro-
grammes should take account of: (1) the differing job content and training
needs of staff in the three major activities; (2) the environment of the enter-
prise; (3) the technical appreciation which is needed.

The trainee should be given the opportunity to gain experience in a series of
responsible jobs, supplemented by individual guidance and coaching. He
will be required to perform increasingly difficult tasks and be given greater
responsibility with more complex projects and assignments. If a modular
approach is adopted, same of the modules could be provided by external
agencies.

Further education programmes should lay down for each trainee further edu-
cation leading to recognised professional and business qualifications.
Sandwich and block-release courses are recommended in preference to day-
release.

Training for future promotion can be achieved by a system of career develop-
ment coupled with an appraisal system.

Other joint industrial committee reports cover systems analysts, work
study, marketing, computer appreciation courses, computer operators and
programmers [cf.abstracts Nos. 8/B 50897 and 8/B 49616, Vol. 121.
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Translation

Subject analysis Article on the introduction of a new training programme in banking:
structure of training department; training as a commodity to be bought;
responsibility for identifying training needs; training contract; results.

Cont,, e., analysis
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The First National City Bank of New York employs 37,000 people of whom
19,000 work overseas. In 1970 a new training scheme was introduced
for all levels of employees which is based on measurable behaviour
change.

The unique feature of the training scheme as a whole is that training is no
longer provided as a free service. It is bought by the branch concerned.
This way of paying for training alters the relationship between training
and operational staff. Training staff are no longer looked upon as well-
meaning people, easy to ignore. The training itself is no longer carried
out for the sake of training. It is introduced in response to a specific
need. Managers want quantitative results such as a change in pro-
ductivity or absenteeism, rather than some vague sense of improved
morale to show for money spent on training efforts.

The training department has 3 major branches. An administrative
branch which manages training facilities, including a training school,
and deals with costs and costing. A development branch designs the
training programme. An evaluation department assesses ongoing and
terminated programmes. The total staff of the department numbers
about 40 professionals.

The training effort is a two-way process. Branches are approached by the
training department to state their training needs once a year but can
themselves approach the department at any time. In each case it is the
operational staff that is required to sense a need for behavioural change.
They state what they would like done and must identify the needs even if
only in a tentative way.

A request for training is followed by an exploratory study carried out by
the development department (usually within 10 days), together with an
estimate of costs so that the branch can include these in its annual budget.
This exploratory study defines the problem, identifies the training

(cont td)
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objectives, the population to be changed, the organisational priorities, and
the time and money available for implementing the training programme. It
will also reveal the problem indicators which have to be corrected by change,
e.g. change in productivity, in the absenteeism rate, or the turnover rate.

It is possible that the study will reveal that the problem cannot be solved by
training, e.g. high turnover rate because of non-competitive salaries. In
this case the request for training is rejected. So far 50% of training re-
quests have been rejected.

Once the exploratory study has been ,:oncluded there are a number of options.
A suitable programme already developed by the training department may
exist, a new programme may have to be developed, or an external training
package, analysed and approved by the department, can be suggested. Every
programme developed by the training department is pilot tested before in-
troduction.

The training department therefore writes a proposal containing all its re-
commendations in the same way as would be done by a consultant. It con-
tains an outline of the recommended training programme, the approach to be
taken, the support that must be given to the training department in terms of
man-days and access to records. Also included are the estimated cost, the
proposed time schedule and finally, a statement of exclusions. Thirz latter
specifies what is not going to be done. The manager can accept or reject
the proposal. If accepted a contract is signed between the branch and the
training department.

Training now has enhanced prestige within the company.

Detailed example of how a training programme for bank tellers was
developed.
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Translation
The establishment of a further training scheme to supplement the initial
training of middle and senior management personnel

Subject analysis Article on the introduction of a compulsory further training scheme for
middle and senior level personnel: form and frequency of further train-
ing; special arrangements for graduate engineers; approval and inspec-
tion of courses; syllabi; plant advisory committees.

Contents analysis

12
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Following a resolution passed on 27 April 1970 by the Council of
Ministers [cf. "Monitor Polski", No. 16, 1970, Resolution No. 56],
preparatory steps have been taken with a view to introducing a system of
compulsory further training for management personnel in undertakings.
The Ministers responsible and the Presidiums of the People's Councils
for each administrative district (voivode) have been requested to prepare,
in consultation with the Committee on Science and Technology and the
Committee on Employment and Wages, lists of the occupations to which
such compulsory training should apply. The lists so far completed have
been reviewed in the light of priority needs for further training in the
different branches of industry. It appears that compulsory training must
be introduced as soon as possible for 250,000 management personnel
engineers, technicians and administrators. The principles adopted for
the scheme are outlined below.

Compulsory training for management personnel will be in the form of:
(1) study periods in secondary or higher education establishments; (2)
practical training periods in research institutes or associated estab-
lishments of the Academy of Science; (3) courses arranged by the
Further Training Centre for Management Personnel (Centralny 0;rodek
Doskonalenia Kadr Kierowniczych); (4', independent study on the basis of
a definite programme, with the help of printed study guides or frr:n
suitably qualified persons.

Whatever the form of further training selected, the syllabus must be re-
lated to the trainee's work and must be completed by an examination.
Compulsory further training should take place ,on an average, every 3-6
years, the frequency varying from one occupational sector to another or
within the same occupation, from one undertaking to another, and in
keeping with the pace of technical change.

Further training for graduate engineers will have a different form:
specialisation in their professional field. This training should ensure

(cont'd)
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that engineers develop the capacity to find new solutions to technical and
organisational problems of the production line. The aim is to create,
amongst engineering personnel, managers capable of occuping the key posts
which control the introduction of progressive measures in production plants.

Final approval of compulsory further training schemes will be the responsi-
bility of the High'r Authority for Technical Affairs (Naczelna Organizacja
Techniczna NOT), the Polish Economics Association (Polskie Towarzystwo
Ekonomiczne PTE) and the higher authorities of the industrial sectors
concerned. T'ie NOT will also be in charge of standardising syllabi. For
those subjects based on general management techniques such as problems
in standardisation programmes have been worked out, with 4 variants,
each adjusted to the requirements of a particular group: (1) directors of
enterprises and their deputies; (2) plant section heads; (3) engineers and
technicians in charge of production; (4) engineers and technicians in design
offices.

It has been decided that general management techniques should take up 30
to 50% c. :oe course time in the compulsory training courses for these
groups, the remainder being allocated to further training related to the
occupational sector.

Advisors councils for the further training of management staff (rady
szkoleniowe) have been set up in large enterprises (those with more than
1,000 workers) to strengthen the plant's further training activities.
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The role of the supervisor is characterised by great variety, frequently
unknow to management and of little interest to workers. The application
of changes to supervision, derived from general ideas and based on limi-
ted knowledge of the particular work situations, has been a frustrating
experience. Expectatiuns of big improvement from supervisory training
programmes have not been realised. Supervision has contin.ed to be
viewed as a "problem area".

Despite many difficulties there are at least three general arguments for
trying to develop more effective supervisory systems. In the first place,
many industries have allowed considerable autonomy at supervisory and
shop floor level in the past, with the result that production systems have
run with low managerial overheads and a great degree of flexibility.
The present trend towards an erosion of supervisory responsibility results
in low morale. Secondly, the development of advanced technology re-
quires greatly increased capacity for technical problem solving and com-
petent supervision at the operational level. Finally, in an egalitarian,
mass-consumption society, there seems every reason for conflict levels
to rise. The difficulties of reconciling the demands of different interest-
groups have to be met partly on the shop floor and require a more effec-
tive supervisory system.
Effective action in this sphere requires a framework for analysing super-
visory functions and, in particular, a classification of different types of
supervisory situation, together with a model of change strategies. It
would then be possible to help management in choosing appropriate super-
visory development policies.

There are four basic questions which must be answered before any
attempt can be made to design r. useful operational model of change for
supervisory situations. These are outlined below, can be combined in a
model of change, and will have different answers in particular situations.

(cont'd)
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1. What stages may exist in a change process? There are five main stages
in a change process: analysis of current situation; setting objectives for
change; design of change programme; carrying out the change programme;
evaluation of the change.

2. How is the change to be made? Six main routes of change may be dis-
tingiiished. With respect to the individual, the following can be changed:
personal capacities, by selection; job behaviour, by training; mental atti-
tudes, by education. The individual's job situation may be changed in
terms of: role structure, through organisation; personal demands, through
work environment; technical demands, through technical environment.

3. What types of variable are crucial in analysing the situation in
which change is to take place? Four areas of variables are relevant to
work actions: individual characteristics of supervisors; work situation of
supervisors; effects of action on supervisors; effects of action on work
situation.

4. What is the motivation fof change ? Motivation for change is indicated
by the size of the "gap" between the actual level at which the system is
functioning and it9 potential level, although various parties in a particular
situation may perceive this gap differently.

Answers tothese questions can be combined to show a range of logical alter-
natives. A classification of situations and strategies should then be pos-
sible, followed by an evaluation of the effects of different strategies.

The "problem" of supervisory development is one of facilitating planned
change. To do this it is necessary to convince managers, supervisors,
workers and unions that supervision is a distinct problem that exists in all
organisations. The supervisory function needs to be reassessed as a way
of both meeting future organisational probleins and dealing with current
problems. Accepting that there is no general panacea, various strategies
will have to be tried in different circumstances and some will obviously be
more appropriate than others. In order to learn about the supervisory
function many people will have to collaborate research workers, consul-
t ants, trainers, managers, supervisors 1..1'1 d workers.
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Unable to recruit the number and quality of electronics technicians re-
quired for servicing and testing products, Marconi Instruments Ltd.
decided to set up its own training centre. An investigation into training
requirements showed three major needs: to introduce trainee technicians
to the company's product testing systems; to refresh and expand the
skills and knowledge of existing technicians at various levels of ability;
to improve the fault-finding techniques of technical staff by emphasising
the development of personal approaches to fault-finding.

As a result of the investigation, training objectives were set in terms of
those activities which a trained person would be able to perform. Writ-
ing objectives in terms of activities has three advantages: (1) line
managers can quickly assess individual needs; (2) each trainee knows
clearly what is expected of him; (3) it is easier to devise tests to measure
training effectiveness.

An aptitude test (the Morrisby Differential Test Battery) was used to
evaluate existing electronics technician level staff as well as for the
selection and evaluation of trainees. It became obvious that different
people, in the practice of any function, learn in many different ways.
Instruction was therefore built around two things the reality of the task
and the needs of the individual.

Since people have different experience and different training needs, a
system of training modules was chosen. Each module is self-contained,
with specified entry requirements of skills and knowledge as well as
specified objectives. Ten modules have been developed: three modules
deal with. measurement techniques while the others cover induction, valve
familiarisation, transistor familiarisation, circuit techniques, integrated
circuits, fault-finding and projects.

Each module provides a route for each trainee. He travels from a care-
fully established starting point of capability through a learning experience

(cont'd)
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to the final test performance and he must feel and know what he has
achieved. The time taken to complete a training module can be extended
or reduced according to the individual trainee's needs, since attainment of
module objectives is important and governs progression to subsequent
modules.

A typical programme begins with a statement of the objectives to be attained
and then introduces the appropriate theory. Intensive, programmed,
practical tasks are used which den-:-.nd the active participation of the trainee
in an individual as well as a group situation. In many cases the problems
arise in a controlled order, although they appear random to the trainee and
he is encouraged to solve them in the best way suited to him.

On.completion of the task, the relevant test enables trainee and instructor
to monitor progress. The results of this test are discussed jointly and a
decision taken on appropriate future action, whether it be revision of the
task in question or progression to the next task.

This approach to training makes great demands not only on trainees, but
also on the instructors. The ideal instructor must not only know his sub-
ject and be able to apply that knowledge, but must also:

- let the trainee experience the problems he wishes to solve;

- encourage learning by maintaining an objective approach to the learning
situation;

- know when not to provide the answer but be able to suggest possible
approaches to the solution of problems;

- maintain various resources of knowledge available to the trainee;

- monitor each t..-tinee's progress;

- foster a personal relationship with each trainee;

- let each trainee know in real terms what is expected of him from thEt
beginning, i.e. the trainee's own responsibility for learning.

Training staff are seen as managers of learning resources, able to balance
the conflicting needs of the stated objectives with both individual and group
needs of the trainees.
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Manual giving guidelines for the organisation of training for computer
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The Joint Board Computer Training Policy Committee has issued recom-
mendations on the selection and training of computer operators. A
"computer operator" is defined as "a person employed to control, or
assist in controlling, the processing of each job through the computer
and its peripheral devices". The training of operators who have no prior
knowledge of either the company or data processing, can be divided into
5 stages.

1. Induction training should ensure that the trainee: (1) has a sound know-
ledge of the structure, policies and procedures of the company; (2) is
fully conversant with the structure of the data processing department and
its role within the company and his duties and responsibilities within the
department. It should emphasise the confidential nature of computerised
information and the costs of computing time.

The introduction to the company is the responsibility of the personnel de-
partment. Introduction to the data processing department is the respon-
sibility of the data processing manager.

2. Basic training should ensure that the trainee: (1) has a sound know-
ledge of the fundamentals of computer systems; (2) is fully conversant
with the company's data processing system and the computer installation
environmental standards; (3) is competent at applying the company's
recognised practices and procedures.

3. Peripherals training should ensure that the trainee: (1) has a sound
knowledge of the characteristics principles of operation, cleaning pro-
cedures, safety precautions and fault diagnosis techniques for the peri-
pheral equipment; (2) is competent at operating the peripheral equipment
and diagnosing and rectifying operational faults.

4. Console training should ensure that the trainee: (1) has a sound know-
ledge of the operational principles of the computer installation; (2) is
competent at controlling job processing from the console and carrying out
recovery procedures. (cont'd)
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5. Advanced training should ensure that the trainee: (1) has a comprehen-
sive knowledge of the software aspects of computer operating; (2) is com-
petent in the use of utilities and special programmes; and (3) is capable of
undertaking job resequencing.

The total duration of the training programme will differ according to the
complexity of the installation. Suggested timescales for three installations
of different complexity are outlined below.

1 shift/single job stream

Stage 1 Stage 2 Stage 3 Stage 4 Stage 5 Total

A 1/2 day 41/2 days 2 days
B 1/2 day 2 weeks 4 wks

2 days
8 wks

2 days
8 wks

111/2 days
22 weeks

2 shifts /single job stream

A 1/2 day 6 days 3 days 2 days 5 days 171/2 days
B 1 day 8 weeks 8 wks 16 wks 16 wks 48 weeks

3 shifts/multiple job stream

A 1/2 day 8 days 3 days 4 days 5 days 211/2 days
B 1 day 8 wks 8 wks 24 wks 48 wks 88 weeks

A = off-the-job training
B = on-the-job training and supervised experience

The over-all programme

Planning the programme will comprise 6 steps to determine: the job speci-
fication; the number of training stages; training requirements; experience
of trainee; training resources; duration.

Selection criteria should be established to avoid waste of time and money
and training methods should be selected on a cost-effectiveness basis.

There should be systematic appraisal of the trainee's progress and regular
reviews to update the programme.

Further training should be available and further education should be on a
day-release or block-release basis, rather than through evening courses.

For other joint industrial committee reports cf. abstract No. 8/B 51062,
Vol. 12 (purchasing and supply functions) and abstract No. 10/B 49616,
Vol. 12 (computer programmer).
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Manual giving guidelines for the organisation of training for computer.
operators: five training stages; objectives and content; further educa-
tion; assessment; training prospects; appendices including job
description, suggested curricula, detailed training proposals.

The Joint Board Computer Training Policy Committee has issued recom-
mendations on the selection and training of computer operators. A

"computer operator" is defined as "a person employed to control, or
assist in controlling, the processing of each job through the computer
and its peripheral devices". The training of operators who have no prior
knowledge of either the company or data processing, can be divided into
5 stages.

1. Induction training should ensure that the trainee: (1) has a sound know-
ledge of the structure, policies and procedures of the company; (2) is
fully conversant with the structure of the data processing department and
its role within the company and his duties and responsibilities within the
department. It should emphasise the confidential nature of computerised
information and the costs of computing time.

The introduction to thc company is the responsibility of the personnel de-
partment. Introduction to the data processing department is the respon-
sibility of the data processing manager.

2. Basic training should ensure that the trainee: (1) has a sound know-
ledge of the fundamentals of computer systems; (2) is fully conversant
with the company's data processing system and the computer installation
environmental standards; (3) is competent at applying the company's
recognised practices and procedures.

3. Peripherals training. should ensure that the trainee: (1) has a sound
knowledge of the characteristics principles of operation, cleaning pro-
cedures, safety precautions and fault diagnosis techniques for the peri-
pheral equipment; (2) is competent at operating the peripheral equipment
and diagnosing and rectifying operational faults.

4. Console training should ensure that the trainee: (1) has a sound know-
ledge of the operational principles of the computer installation; (2) is
competent at controlling job processing from the console and carrying out
recovery procedures. (cont'd)
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5. Advanced training should ensure that the trainee: (1) has a comprehen-
sive knowledge of the software aspects of computer operating; (2) is com-
petent in the use of utilities and special programmes; and (3) is capable of
undertaking job resequencing.

The total duration of the training programme will differ according torthe
complexity of the installation. Suggested timescales for three installations
of different complexity are outlined below.

1 shift/single job stream

Stage 1 Stage 2 Stage 3 Stage 4 Stage 5 Total

A 1/2 day 41/2 days 2 days 2 days 2 days n1/2 days
B 1/2 day 2 weeks 4 wks 8 wks 8 wks 22 weeks

2 shifts/single job stream

A 1/2 day 6 days 3 days 2 days 5 days 171/2 days
B 1 day 8 weeks 8 wks 16 wks 16 wks 48 weeks

3 shifts/multiple job stream

A 1/2 day 8 days 3 days 4 days 5 days 211/2 days
B 1 day 8 wks 8 wks 24 wks 48 wks 88 weeks

A = off-the-job training
B = on-the-job training and supervised experience

The over-all programme

Planning the programme will comprise 6 steps to determine: the job speci-
fication; the number of training stages; training requirements; experience
of trainee; training resources; duration.

Selection criteria should be established to avoid waste of time and money
and training methods should be selected on a cost-effectiveness basis.

There should be systematic appraisal the trainee's progress and regular
reviews to update the programme.

Further training should be available and further education should be on a
day-release or block-release basis, rather than through evening courses.

For other joint industrial committee reports cf. abstract No. 8/B 51062,
Vol. 12 (purchasing and supply functions) and abstract No. 10/B 49616,
Vol. 12 (computer programmer).
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The Joint Board Computer Training Policy Committee has issued recom-
mendations on the training of computer programmers. A "programmer"
is defined as "a person who is employed in the design and production of
data processing applications programmes".

The recommendations are based on the assumption that the Trainee has
no industrial or technical experience of significance. The recommended
4 training stages are outlined below.

1. Induction training should ensure that the trainee: (1) has some know-
ledge of the structure, policies, and procedures of the company; (2) is
fully conversant with the organisation of the data processing department
and its role within the company and his duties and responsibilities within
the department.

2. Basic training should ensure that the trainee: (1) has a sound know-
ledge of the fp damentals of computer systems; (2) is familiar with the
content and purpose of each stage in the sequence of a project; (3) can
apply the various basic techniques of programming; and (4) understands
the various methods of coding.

Training can be through an off-the-job course or based on programmed
learning texts, which can be studied, under guidance, at the trainee's
establishment.

3. First language training is in two parts. Part 1 formal theoretical
training should ensure that the trainee: learns the characteristics and
capabilities of the equipment and basic software of the installation; and
becomes competent in all aspects of the language selected. It can be
off the job or based on programmed learning texts, which can be studied
under guidance. Part 2 planned on-the-job training and supervised
experience should ensure that the trainee: understands and adheres to
all relevant company data processing standards and can perform tasks
associated with computer programming. The effectiveness of on-the-job

(cont'd)
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training is dependent on: sound planning before the training starts; com-
prehensive briefing of the trainee at the commencement of the training;
competent guidance and tutoring during training; and regular assessment and
review of progress during training.

4. Software training will be necessary in companies using sophisticated
hardware (e.g. multi-access) or software (e.g. complex operating systems).

The total duration of the training programme will differ according to the com-
plexity of the installation. Suggested timescales for training stages are:
induction (2 days); basic training (1 week's continuous training); theoretical
1st language training (1 to 6 weeks); practical 1st language training (6
months); software training (variable).

Further training should build upon the knowledge and skills already acquired.
It might include a second language, specialist prograilming techniques,
additional software and supervisory training.

Training methods should be effective in terms of meeting training objectives,
and at an acceptable cost. They will include external training courses, "n -
company training courses, use of programmed learning material, tutorials,
on-the-job training.

Further education should be encouraged by every company. All trainee pro-
grammers should be given the opportunity to pursue their further education
studies on a day-release or block-release basis since evidence shows that
such arrangements are more effective than evening studies.

Job progression is likely to be based upon movement: either within the
broad functional area of design and production of applications programmes,
leading ultimately to a position within programming management; or, from
the functional areas concerned with the design and production of applications
programmes, io other specialised functional areas.

Other joint industrial committee reports cover purchasing and supply functions
Icf. abstract No. 8/B 51062, Vol. 121 and computer operators [cf. abstract
No. 10/8 50897, Vol. 121.
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Translation 13 teachers play hookey from school

Subject analysis Article on an experiment with a period of practical training within
industry for teachers: purposes; observation and production phases;
benefits for the teachers; deficiencies in school-industry relations
noted.

Contents analysis An experiment with a period of practical training within industry for
teachers, initiated by the Ministry of Education's Managing Body for
lifelong training and vocational guidance (la Direction deleguee
l'orientation et la formation continue du Ministere de l'Education
nationale), took place during the 1971-72 school year. Its purpose was
to create or strengthen ties between school and the working world; to
teach the teachers, through day-to-day experience, how an undertaking
works and arouse their interest in economic and social realities in
general.

13 teachers (7 women and 6 men) from the Orleans-Tours school :',.51,rict
(Academie) participated: 8 were general ethliation teachers and 5 in
technical education. The participating undertakings varied in size and
covered a wide range of industrial activities including the metal trades,
pharmaceutical laboratories, agricultural cc-operatives, construction
and public works, electronics, textiles, banking, and a large govern-
ment department.

The periods of practical training comprised 3 phases.

1. Preparatory phase. Before beginning training, the teachers under-
went preparatory training at the Orleans Regional Centre for Pedagogi-
cal Documentation (Centre regional de documentation pedagogique
(CRDP) &Orleans). This phase lasted a little over one month and pro-
vided an introduction to national and regional economics and to business
management and related problems.

2. Observation phase. This phase was meant to familiarise the teacher
with the organisational structure of the undertaking, its communications
system and its economic and social impact. The observation phase
lasted from a few days to several weeks or even months and included
systematic instruction in and observation of work methods within the
undertaking.

(cont 'd)
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3. Production phase. The purpose of this phase was to involve the teachers
in production work. The trainees were not always given supervisory level
tasks. Although in some instances jobs were created for the trainees and
they were given personal responsibilities, in others the trainees replaced
absentees, absorbed work overloads, and unoertook special tasks.

The results achieved by the experiment can be considered from 3 viewpoints:
the trainees, the employers, and the educational system.

vi*

The trainees were generally well received, although 2 of them seem to have t
sensed a certain reticence on the part of department heads and supervisory
staff.

Those of the participating undertakings which supported the scheme whole-
heartedly offered the trainees a wide field of observation, enabling them to
derive a real benefit from the 2nd phase.

In spite of some disappointments which arose during the 3rd phase, two-
thirds of the trainees felt that they had been able to do a real job of work
and had done it quite well.

On the whole, the trainees felt that they had acquired a better understanding
of the working world and a sense of team spirit and of related responsibilities.
They became aware of the difficulties experienced by working parents in their
relations with the national education system.

The employers mainly mentioned the problem of finding useful work for the
trainees to do. They acknowledged the excellent quality of the trainees'
work (truly productive work in 8 cases), some of which was of lasting use-
fulness, such as: a purchasing schedule for the construction ef a new
factory; job simplification; a work study; finding answers to economic and
psychological problems, etc.

As for the schools, the experiment bore positive results in the form of im-
proved mutual understanding: a period of practical training proved to be one .
of the best ways of improving ties between school and the working world and F

of enabling teachers to provide their pupils with better vocational orientation.

During the 1973-74 school year, the experiment will be repeated with certain
improvements, especially in the preparatory phase.



In referring fo this
abstract please quote

N B 53028

Trainee Sector ISCO ORF

11

Country
Italy

45

Author:
Title:

Bibliographical
references:

Centro Studi Investimenti Sociali (CENSIS)
Linee generali di uno schema per la formazione dei formatori degli
operatori sociali
Quindicinale di note e commenti, Roma, Vol. 9, No. 179, 15 Feb. 1973,
p. 161-168.

Translation Broad outline of a scheme for training trainers of social workers

Subject analysis Article on the training of trainers and training directors, more parti-
cularly in the social services: role of the trainers objectives and
content of the training programmes.

1 Contents analysis

ti

f

r.

,12
May 73

The training of instructing staff presents many special problems, princi-
pally because trainers represent only an intermediate stage before the
final objective: the people they are to trqin.

Role of the trainer: transmission of technical and professional skills;
cultivation of a critical understanding of the basics of the subjects taught;
constant innovation in the use of appropriate teaching techniques and in
the formulation of new methods of teaching so as to encourage a question-
ing attitude to techniques and programmes; also in the forging of educa-
tional links between the training process and the field of operation.

The teacher today must be a specialist in human development. He must
dispose of all the physical and intellectual resources needed to create
the right educational climate for the fullest possible development of the
people for whose training he is responsible.

The question is whether to entrust this training to an existing university-
type institution, or to a smaller and more flexiblc institution with its
own structure, outside the university system. If srlial workers are tyo
be trained at the university, far-reaching changes will obviously be re-
quired, since there is no university tradition of teaching in this
specialised field.

Methods and content of teaching. The trainer must be both planner and
performer. He must understand the relationships between concrete
problems, technical theory and the practical applications of that theory,
and achieve a balance between the three. The desired object is to
evolve a type of training which will enable him to understand the educa-
tional processes he will be using, while being able to build on them and
assess the results. His training should contain the following elements:
group dynamics; personalisation of the teaching relationship, with the
maximum emphasis on the guidance function; experimentation with
forms of co-operation encouraging the growth of creative and responsible
attitudes.

(cont'd)
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In this connection the Council of Europe has proposed certain criteria for
general teaching systems covering broad areas of knowledge to which
specialised subjects could be added: pedagogics, in particular the study of
syllabi and teaching techniques; aspects of psychology, in particular group
psychology and the psychology of teaching; aspects of sociology, in parti-
cular the social function of the teaching profession and study of the educa-
tion- i system.

These proposals are undoubtedly far too general, Lilt certain subjects must
be included for all instructing staff, whatever their level or specialisation.
For example: basic knowledge for giving a widely diversified instruction;
an understanding of the personalities of young people; teaching methods and
pupil evaluation; aesthetics (fine arts, letters, the cinema); creative and
manual education; study and practice of at least one living language; con-
cepts of the purpose and means cf education (social anthropology, philosophy
of education).

Obviously, when a particular programme is being planned, a choice of
material has to be made, within each group of subjects, appropriate to the
training of social workers.

As regards lifelong education and training, this should include, ti;rough a
permanent documentation servic-:: updating of teaching theory and 3pecfal-
ised knowledge; raising the administrative and managerial qualifications of
the staff, by strengthening their existing knowledge or widening their range
of subjects; acquisition of new technical qualifications; analysis of current
social problems; questions arising from empirical research.

Persons to be trained

At present, instraztor training for social work is almost wholly concerned
with teachers for schools of social service. It may cover three main
branches, each with its own programme: administration and management of
services; services promoting socio-cultural activities; home-help services.
In the short run the aim should be the creation of specialised institutions
drawing mainly on university g.....;.'uates but also on persons with expertise in
establishing programmes and directing social services. A pilot project
would be valuable.
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Translation

.:ubject analysis
Report on a study ,carried out to assess current attitudes and practices
with regard to leadership roles in vocational education and training:
need to define leadership role; training programmes; recruitment and
selection procedures; conclusions; recommendations; bibliography.

Contents analysis

12
May 73

A study has been carried out to review significant research and informa-
tion concerninE; leadership training for vocational education and training
at all levels. Data for the study were based on documentation from the
Educational Resources Information Center (ERIC), the Research Library
at Oregon Statt, University, personal sources of the author and computer
searches of other relevant sources. The conclusions and recommenda-
tions are outlined below.

Conclusions

- There is no genet'. fly accepted definition of "leadership" and no stan-
dardised ter - sinology to describe functions and activities of persons
serving as leaders in vocational education.

- There is disagreement as to whether administrative roles in education
should be considered leadership roles.

- Little is known about the training needs of leadership personnel in
vocational education.

- Existing studies concentrate on current practices and pay little atten-
tion to future needs.

Vocational educators could play a greater role in preparing general
school administrators for the new career oriented education system
Ea. abstract No. 1/B 49205, Vol. 111.

- In-service training programmes and internship seem to provide
greater relevancy than other leadership training methods in the field
of education but evaluation and cost-benefit studies are scarce.
Follow-up is a missing element in many leadership training pro-
grammes.

- Recruitment and selection procedures of leadership training pro-
grammes are haphazard but cannot be improved until the leadership
role in education is more clearly defined.

(cont'd)
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Recommendations

1. Terms describing functions relating to leadership roles in vocational
education at all :ovels need to be standardised. Studies should concen-
trate on defining present job and task requirements together ; .th emerg-
ing roles and job nc,-;,71s. State, university, post-secondary and local
needs vary and leadership training programmes must prc vide for these
variations. Without &tailed studies of competency requirements it will
be impossible to establish desired objectives.

2. There is a need to review current training practices and propose alter-
native models.

3. It is necessary to develop more precise recruitment and selection pro-
cedures for leadership training programmes in vocational education.

4. Special programmes of leadership development for vocational education
should be introduced at the undergraduate level.

5. Data should be assembled on participants in leadership development pro-
grammes in order to provide a basis for longitudinal studies.

6. Training programmes for educational administrators should include
instruction in general and specialised competencies related to the ad-
ministration of vocational education in a comprehensive school system.
Attitudes held by such personnel can hasten or retard the implementa-
tior of the new career education concept into the secondary school
system.
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Subject analysis

oo escri mg he eve opmen of a model or eacher training and
curriculum development in developing countries: application of the
systems approach; the two major subsystems; methodology; three case
studies; glossary of terms; index. [This abstract outlines the general
concepts underlying the model.]
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In developing countries there is an urgent need for skills and knowledge
at all levels. An effective educational system is the main hope for
meeting this need. The validity of any educational system is dependent
upon the quality of the instruction and the availability of competent
teachers. Each developing country therefore needs to determine the
appropriate means for training such qualified instructional personnel.
This involves the establishment of teacher-training systems which reflect
the ovzr-all expectations of the educational system and the country's
various social institutions.

A study has been carried out under the auspices of the International
Institute for Educational Planning (IIEP) of UNESCO to attempt to design
a model for teacher training and curriculum development in developing
nations, using a systems approach, Three developing countries
Kuwait, Sri Lai.ka and the Sudan were selected for case studies and
as examples of the model's application. The case studies illustrate how
the model can be adapted to varying levels of economic development.

Essentially, the model has 3 main characteristics: (1) it can be con-
stantly adapted in the light of experience; (2) it is designed to achieve a
specified and measurable outcome; (3) it is designed so that it is always
possible to relate progress to stated objectives.

There are two main reasons for the adaptability of the model. First, the
model has been developed using the systems approach. This method
requires the principal investigator to break down the elements of a prob-
iem at all levels into relevant components until meaningful and workable
units are isolated. Secondly, the model takes into account the need for
decision-making to accomplish the specified learning outcomes.

Before utilising such a model four critical factois should be taken ilto
consioeration; (1) commitment to the development of such a programme;
(2) the availability of the kinds of resournes needed to implement it, (3)

(cont 'd)
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ability to create wad live within the new management structures required for
its function; and (4) the availability of time of initiation.

Commitment. Adoption of the model in its entirety would markedly alter
the lives of teaching staff. It would also affect the lives of all people con-
nect,r_td with the educational system, including the trainees. Therefore, it
is essential that all persons influenced by the. introduction of the model
should participate in making decisions concerning curriculum, methods of
instruction, evaluation, etc.

Resources. Although heavy investment is needed in research and develop-
ment activities to launch and maintain the model programme, there will be
many trade-offs that are not apparent at first sight and which will serve to
lessen resource needs. In terms of an absolute increase of resources re-
quired over what are already invested in teacher-training programmes, the
demands may not be as enormous as they first appear.

Adaptability. Persons involved in a model-based programme will be re-
quired to undertslce a variety of roles and relationships and to be responsible
for a number of functions, many of which will be relatively new to them.
Instructional staff will work closely with management, for example, in
deciding programme policy and developing instructional systems.

Time. The initiation of the teacher-training model programme requires con-
siderably different lead-time than does a change of emphasis within a tradi-
tional programme. It is a lengthy process to prepare staff to implement
the programme, to develop and test instruction systems, to establish the
information management system, to arouse support for the programme, etc.
Authorities attempting to establish sti=l'a a programme need to be aware of
the probable necessity for maintaJrjag existing program es while directing
the creation of the new one.

The second part of the book gives an example of the application of the ri-ndel
in the Sudan.
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Translation

Subject analysis
Book on the role and functions of the training manager: seven basic
stages for training activity; need to identify the elements of the training
system inputs, outputs, processes and objectives; adoption of a systems
approach; constraints imposed on instructional technology.

Contents analysis
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New vocabularies, systems and techniques sweep across the training
arena every month. As a result there is no generally accepted scheme
which sets out principles which are equally applicable to operator and to
management training. Employing a two-pronged approach based on pro-
grammed instruction and the systems approach this book attempts to
establish such a framework. [This abstract outlines the over-all strategy
proposed by the author.]

Common elements can be identified in all training activity and the job of
the training manager can be broken down into seven basic stages which
form a cycle. The term "training manager" is reserved for a role
rather than for a specific job. The role is that of the person or persons
who decide on the detailed allocation of resources to achieve the objec-
tives of the training function. The seven stages of the cycle are.cutlined
below.

1. Define the problems .

2. Arrange thuroblems in order of priority.

3. Analyse each problem to determine the best combination of organisa-
tional change, selection and training.

4. Produce a tare:et population analyElis, a task analysis and a perfor-
mance analysis.

5. Design the training process (which may or may not be a course) and
produce the traming plan.

6. Assemble the training resources and implement the training

7. Evaluate the results of the training process and feed back the informa-
tion ti.s the people who need it.

These seven stages should be seen in relation to the "system" as a whole
and not regarded as isolated components. A "system" can be defined as

July 73 (cont'd)
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"a set of elements which, in relation to defined objectives, uses processes
to transform inputs into outputs". Any systems approach to training there-
fore depends on identifying the inputs, outputs, processes and, more im-
portantly, the objectives. No system is identical.

The inputs to a training system are trainees with certain characteristics:
intelligence quotient, education, experience, but more importantly an in-
ability to perform as required on the job. Other inputs include the nature
of the training problem itself, experience of the training management, and
the resources available for solving the training problem.

The outputs are trainees performing on the job and performing on end-of-
course tests.

The most important processes in the system are training courses, the design
and production of training courses, training development, on-the-job ex-
perience and further training.

The objectives are to produce people performing satisfact )rily on the job at
minimum cost.

The ultimate goal of the system as a whole is to achieve maximum internal
operating efficiency of the elements of the system. Thus, in applying a sys-
tem approach to a training situation it is essential that all the elements inter-
act so as to achieve the objectives effectively and efficiently. Such an
approach implies: (1) relating training to on-the-job performance, careful
specification of objectives, modifying training on the basis of results, de-
signing training to fit the people concerned; (2) shifting attention away from
the contents and methods of training courses and focussing it on the objec-
tives and achievements of training processes; (3) providing a framework for
describing and criticising a training activity; (4) providing a way of explain-
ing to line management what the training function is to do and emphasising
the job-oriented aspects of training rather than the educational or welfare
*c^nects which are more difficult to quantify.

Once this approach is adopted it imposes certain constraints on instructional
technology. It is the learning process in re...ion to stated objectives which
becomes important rather than training methods in terms of a battery of
gadgets. These tools may be a valuable adjunct to training but of thr.mselves
they do nothing [of. abstract No. 14/B 49771, Vol. 12, United Kingdom] .
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Translation How to give all teaching staff a university degree

Subject analysis Editorial reproducing an interministerial resolution announcing a series
of measures concerning the initial training of teaching staff, raising
the level of education of teachers already in employment, and ensuring
their further pedagogical training.

Contents analysis

April 73

The Ministry of Education (Ministerstwo Ogwiaty i Wychowania) and the
Ministry of Higher Education, the Sciences and Technology (Ministerstwo
Nauki, Szkolnictwa Wysego i Techniki) adopted a resolution on 15
January 1973 concerning the principles to be applied to (1) the initial
training of teaching staff; (2) raising the level of education of teachers
already in employment; (3) the further training of teaching staff.

The measures proposed in the resolution are to become applicable for
the 1973/1974 school e:..r.

1. Initial training for teaching staff both at the common basic schoo: aid
in secondary education is to be standardised at 4 years of higher edicz-
tion specialising in the subject which they are to teach. On completion
of this period of training they will be awarded a first-level universty
degree. For those who will be teaching general subjects this craning
will be given at a university or a pedagogical institute; those wh( will
be teaching vocational subjects will do their training at a specialsed
(technical, commercial, agricultural, etc.) higher education esablish-
ment [cf. abstract No. 11/13 42556, Vol. 101. Teacher trainees attend-
ing these institutions will receive pedagogical instruction right from the
first year of their studies.

2. Teaching staff already in employment will have to raise their level
of general education by taking correspondence courses, for vhich the
syllabus will be the normal 4-year syllabus for a (first-leve?) university
degree. (During the year preceding such studies, these tetchers will
have to take a special preparat,,ry course.) The total number of
teachers under 40 years of age is currently estimated at 130,000. The
establishments providing higher education will therefore lave to resort
to all types of information media (radio, telev :on) in older to provide
this instruction. It is likely that it will take some 12 to 15 years for all
teaching staff to have been able to acquire the desired wiversity elploma.

(cont 'd)



11/L 206 page 2

3. Further training for teaching staff is to be compulsory and will form
part of the over-all system of continuing or lifelong education. For teach-
ers who already have a university degree, further training will mainly be
concerned with updating their skills and knowledge. It will be organised
periodically (with intervals of several years) as part of their post-university
studies, and will lead to a qualifying examination. Teachers of vocational
subjects and instructors who have not had any teacher training will be under
an obligation to acquire such training which will be organised for them by
the Teacher Training Institute (Institut Ksztalicenia Nauczycieli). Every 10
years teachers at vocational schools will have to undergo a period of train-
ing on production work in an undertaking.

Responsibility foz providing these various types of training is to be shared
between the Ministry of Education and the Ministry for Higher Education,
the Sciences and Technology.

The Ministry of Education will submit proposals to the Ministry of Higher
Education, the Sciences and Technology concerning the contents of the
various syllabi and will inform the latter Ministry regarding foreseeable
needs with respect to teaching staff for the various occupations and trade
specialities. it will see that there is a suitable network of model schools
(szko)awiczen) that the pedagogical and other higher education institutes
will use for practical work and for giving teacher trainees an opportunity
to acquire adequate teaching practice. The Ministry of Education will con-
tinue to be responsible for providing further training for teaching staff.

The Ministry of Higher Education, the Sciences a:1d Technology will be
responsible, with the assistance of the Ministry of Education, for the initial
training of teachers and for the further education of teachers already in em-
ployment. It will prepare all the relevant plans and syllabi. It will also
determine the work and duties of scientific personnel in the establishments
coming under its authority 99 part of the over-all scheme for the further
training cf teaching staff.
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1 INC

It is generally thought that better instructor training is essential to im-
proved vocational training, and the training officer's lack of adequate
training is often blamed for vocational training's failure to improve
rapidly. But improving instructor training is not the whole answer.
The measures introduced by the Decree of 21 April 1972 prescribing
the qualifications relating to trade instruction, teaching methods and
conditions of work [cf. abstract No. 11/L 191, Vol. 11] are not satis-
factory. The government could not conceiwbly delegate its responsibi-
lities, for example by making the industrial and artisan trades organisa-
tions and associations responsible for organising trade examinations.

In the Federal Republica of Germany, there are at present an estimated
1.4 million persons being trained in some 600 trades recognised as re-
quiring initial training (Ausbildungsberuf), in over 100,000 undertakings.
The industrial and artisan trades organisations have counted over
250,00u train:y.1,g employers (Ausbildende) and training officers or in-
structors (Ausbilder), or 1 for every 5 or 6 trainees. But only a few of
the training employers and training staff are wholly or mainly engaged
in vocational training. To reach a more reasonable ratio of 12 to 18
trainees per trainer, the number of trades requiring training must be
greatly decreased. The number of training employers and training
staff would then drop to between 60 and 80,000. This would clear the
way for a considerable improvement in their level of skills, which
frequently is not much higher than that which the trainees must attain.

Improving the level of skill of the instructing staff will not suffice in it-
self either. Their work conditions and their status in the undertaking
will also have to be improved. Neither the above-mentioned Decree of
12 April 1972 nor the over-all plan drawn up and issued by the Federal
Vocational Training Committee (Bundesausschuss fur Berufsbildung)
has succeeded this respect. There are therefore a number of steps
which still have to be taken. The most important of them are given
below.

(contld)
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1. Decrease the number of people working in the field of vocational training,
while increasing the number of qualified training staff. This requires pro-
viding training premises of reasonable dimensions, grouping together trades
recognised for training purposes and integrating vocational training in the
over-all system of public education and training.

2. Adapt instructor training to the standards set by the largest undertakings.
Using those of small and medium-size undertakings as guidelines impedes
teaching all training staff the best technical and pedagogical skills.

3. See to it that instructor training no longer leads to a dead end. On the
strength of their pedagogical, occupational and technical skills, training
staff employed in industry and commerce should be able to go straight into
the vocational schools or into responsible positions in production.

4. Be sure that the primary function of training stall within the undertaking
is to provide training. This does not exclude the teaching of specialised
skills and knowledge by specialists on designated training premises and
under the training officer's supervision. It will also be necessary to define
exactly how much of the training officer's duties consists of actual instruct-
ing.

5. Give the training officer in an undertaking a status equivalent to that of a
teacher in a school. He should have authority to decide upon the nature of
the training, and nit merely take such action when the employer authorises
him to do so, or when it is stated in the contract. To this end, the train-
ing officers' work conditions must be improved. They should be able to
participate in setting up the training programine and in selecting the facili-
ties.

6. Not only authorise training staff to participate in preparing training aids,
facilities and curricula and in drawing up training outlines and schemes but
also see that such participation is in fact. organised.

7. Institute free and compulsory lifelong further training for all training
staff, in pedagogics as well as in vocati.-mal and technical subjects. More-
over, within the undertaking itself, training staff should be enabled to keep
abreast of new technical developments.

Above all, people who are responsible for reforming vocational training
should be especially wary of believing that the training of training staff is
"the" solution for all vocational training problems.
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Translation The different needs must be taken into account

Subject analysis Article proposing a plan to standardise the initial training given to
vocational teachers, to rationalise their further training and to plan for
setting up new types of school for training vocational instructors.
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The training currently given to vocational teachers needs to be better
adapted to present requirements.

Three different typec and levels of school are at present providing voca-
tional teacher training:

(1) 3 higher colleges of pedagogics (wyisza szkaAla pedagogiczna) train
teachers of general technical subjects;

(2) inter-disciplinary teacher training centres (riiedzywydziadowe
studium pedagogiczne) [cf. abstract No. 11/2 25816, Vol. 81, set
up in so%ne of the polytechnics and in other higher education institu-
tions for agricultural or business or commercial studies [cf.
abstract No. 11/B 47130, Vol. 111, train teachers of vocational
subjects;

two large teacher training centres (studium nauczycielskie) train
teachers of trade theory and instructors providing practical training
in the mechanical, 9lectrical and building trades.

The inter-disciplinary centres constitute the best means for training
vocational teachers. They should therefore be systematically introduced
in all institutes of higher learning and their teacher training syllabi
shot 11 be standardised. As regards the two teacher training centres,
these should be reserved for instruction in teaching trade practice; the
scope of the centres could be expanded to include courses of part-time
further training for instructors already in employment.

It is planned that by 1980 all vocational instructors should have ve a higher
level of general and technical education. New technical teacher training
colleges will therefore have to be set up for th. ,n [cf. abstract No.
11/B 44078, Vol. 101. These colleges would provide a 3-year pro
gramme of higher technical education, pedagogical training and practical
instruction ior learning ir.w to teach the most common trades. They

(3)

(cont'd)
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would be open to: (1) workers who have completed a vocational secondary
school; (2) technicians who have received their training in technical schools
(technikum) whose syllabus is a prolongation of the programme of the basic
ZSZ vocational schools (zasadnicza skora zawodowa ZSZ); (3) techni-
nicians who have received their training in technical colleges accepting
pupilE, straight from common basic school, provided that they have acquired
at least 2 years' work experience in an undertaking.

Some of the new technical teacher training colleges would specialise in train-
ing instructors for the clothing industry and the food industries, for neither
of which is there any educational institution providing appropriate high level
training. The instruction given in these schools could be extended to in-
clude training of vocational teachers for these two big sectors, since the
inter-disciplinary centres cannot be expected to provide it.

Because of the great variety of subjects being taught at vocational schools it
is extremely difficult to constitute, at school district level, groups of voca-
tional teachers teaching he same subject so as to give them appropriate
further training. Three permanent centres for providing such further train-
ing, and in particular updating training for vocational teachers, should there-
fore be set up. These centres should be established at Warszawa (Warsaw),
for trades in the fields of electrical engineering, electronics, power supply
and construction work; at Katowice for the mining and metallurgical in-
dustries and for the engineering and metal trades; and at Poznan for busi-
ness and commercial subjects. Each of the centres should be equipped with
boarding accommodation for some 40 trainees. Together they would be able
to provide further training for some 6, 000 vocational teachers over a period
of 5 years (on the basis of one month per teacher).
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Translation Concerning the pedagogical training given to teachers of technical
subjects

Subject analysis Article on the organisation by a university of training for instructors
giving prevocational training in technical subjects at general secondary
schools, and for teachers of general technical subjects at vocational
schools.

Contents analysis The faculty of technology at the University of Silesia (Universytet
§ly.ski) runs a course in pedagogics enabling graduates of the course
either to take up a career as a technical education instructor or pre-
vocational training instructor in a general secondary school, or to be-
come a teacher of gendral technical subjects in a vocational school.

Giving the training at a university helps the students to see the purpose
of their future work as teachers from the social service point of view,
the relationship between man and machine. The pedagogical training
they receive is to a large extent based'on instruction in educational
psychology. High priority is given to teaching the students how to orga-
nise their instruction both in a classroom and in a workshop so as to en-
courage the pupils' interest in technical subjects, in manual skills and
the abilities they demand. The pedagogical training provided includes
practical work during which the students learn about the different educa-
tional problems which can arise. This practical work can take place in
a training school (szkoYa Cwic zeii) for which the pupils have not been
specially selected. The student teachers learn to plan their instruction
taking account of the relationship between their subject and the other
subjects in the school curriculum and, in so far as instruction in general
technical subjects is concerned, taking into account the place held by the
latter in the training given at other vocational schools. In addition, the
student teachers learn how to direct and supervise the socially useful
work and other extra-curricular activities of the pupils (cultural activi-
ties, technical groups, etc .).
It is customary at the university for the students, in preparing papers on
technical subjects for their degree, to devote at least part of them to
practical work on methodological problems connected with teaching tech-
nical subjects. In order that the school system can draw maximum
benefit from the research done by the students on the methodology of
technical teaching, the subjects chosen for the research should be

(cont'd)
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carefully selected. They must have a bearing on the syllabi of the voca-
tional schools and on the technical education syllabi used in general second-
ary schools.
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Translation Relating theory and practice in vocational training

: Subject analysis Article on the links between the instruction in basic science and technical
subjects given in vocational schools and the pupils' introduction to
productive work: suggestions for strengthening the links.
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There is an urgent need to strengthen the links between the theoretical
instruction given in vocational schools and the trainees' production
training.

Many of the trades taught in vocational schools cannot be properly
assimilated without a thorough grasp of the theory taught in the physics
course, especially in electricity and magnetism. This applies, for
instance, to the trade of setter in factories manufacturing capacitors
and to related trades. Special attention needs to be given to the study
of electricity, since this is best suited to building up the links between
theory and production practice.

Trainee lathe operators and fitters and those training for other
mechanical engineering trades particularly need the theory taught in
general technical subjects. It is a grasp of these subjects which will
also be the most useful for their assimilation of related trades later on.
The links between theory and practice in these subjects are based en
the trainees' observations during their production training and subsequent
analysis of those observations in class lessons. These links should be
strengthened by including in the course a general introduction to the
methods adopted in analysing labour productivity and the efficiency of
equipment used.

For their production training, the trainees are issued with instruction
cards telling them what to do, describing the operations and explaining

,- the procedures. This is a valuable means of relating theory and
practice. Using these cards accustoms the trainees to applying their
knowledge and to thinking more about what they are doing. If best use
is to be made of trainees' theoretical knowledge, however, the cards
should include questions on what they do in the training workships which
can be answered only after they have reviewed the relevant theory.

(cont'd)
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Plant instructors who round off production training by giving additional in-
formation, for instance, on the construction principles of high-speed equip-
ment used by avant-garde workers have found another excellent way of
linking theory with practice. Supplementary material of this kind should be
selected jointly by these instructors and the vocational teachers in the
schools .
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Ti-znslation Educational television in the Third Woriu
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Article on the potential of tele-education in the countries of the Third
World: present problems of national education systems; experience
and lessons of tele-education in the 1960s; conclusions and-recommenda-
tions for reaping maximum benefit from tele-education.
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The Third World faces many educational problems:

- rapid population growth has increased the percentage of chiidrim of
school age in relation to the population population:

- despite the allocation of an increasing percentage of the gross national
product for education, the available resources are insufficient ;o pro-
vide for even a minimum level of compulsory education;

- there is an acute shortage of teachers; the ex sting personnel are
poorly qualified and do not readily agro.e to leave the towns to work in
the rural areas;
the normally low level of economic development compels many children
to work at too young an age in order to supplement the family income;
either the parents do not send their children to school or the children
drop out of school too soon.

At the beginning of the 1960s, it was thought that educational television
would solve a fair number of these problems, perhaps even replacing to
some extent the traditional school. The illiterate would receive an
adequate training through the use of images, without knowing how to read
or write. The radio, and above all television, would soon provide
general education for young people, and would make possible real social
advancement by giving adults opportunities to make up their educational
deficiencies.

Since then, experience gained in various developing countries has shown
that it is perhaps the educational system itself which needs rethinking if
the best use is to be made of the technical and pedagogical possibilities
of tele-education. certain conclusions and guiding principles emerge
from the research and experience of these years and are outlined below.

- Radio and television are morn likely to succeeed if associated with
other forms and methods of communication (tape-recorders, film

(cont'd)
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strips, printed matter).
- Out-of-school education is effective to the extent that 3t is possible to

organise the groups of TV viewers concerned, with the participati.on and
guidance of teachers and group leutleib .:-11,) are professionally qualified
and specialised in the relevant educational teci.niques.

- Rather than teach, television should awaken curiosity, creating or stimula-
ting the desire to learn.

- Television programmes should be conceived for well defined regions and
groups of persons. If the spectators are adults, the programme should be
based on their knowledge and practical eyrierience. Lessons will only be
remembered if they strike a chord and the student can recognise their
practical value.

- The results obtained by a given programme vary with the personal charac-
teristics of the audience, their habits, their educational standards and
their individual anu group preferences; the more homogeneous the group,
the easier it is to tailor the programme and the greater are the chances
of success.

It follows that developing countries wishing to make good use of educational
television should:

- restructure the national education syi.'em as a whole, aiming at a well
articulated, comprehensive system adapted clossly to the needs of all the
sections of the community concerned and capab, benefiting from
modern teaching methods;

train teachers better; they should be masters not only of the subjects they
teach but of educational techniques, including television; they should have
greater opportunities for further training, both-in media techniques and in
pedagogics;

- experiment,and carry out pilot projects in tele,education, in order to
acquire a better appreciation of its educational possibilities; this implies,
in the short term, foreign technical assistance to construct "models" and
determine the methods to be used in preparing educational television dro-
grammes, and in the longer term it implies research im.) teaching aids
and methods;

- launch mass public opinion campaigns to prepare for the acceptance of
educational reforms, not :nly by the teaching profession but by parents
and other groups affected, who often consti:::te centres of resistance.

Finally, developing countries should see that international technical assis-
tance (model programmes, etc.) is genuinely attuned to their needs and con-
tributes to the evolution of their identity as a nation:
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Illiteracy is more widespread than generally realised and often causes
industrial accidents and defective workmanshipl.ecause of poor under-
standing of notices and explanations. Furthermore, an illiterate person
has particular difficulty in adapting to an industrial environment. After
four years' schooling a worker is 43% more efficient that someone who
is illiterate; after secondary schooling the figure rises to 108% and
after higher education to 300%. A system of basic literacy training was
tried out in Brazil in 1968-69 by an expert (E. Field) in co-operation with
the United Nr.Uons Educational, Scientific and Cultural Organization
CIINESCO).

Method. Utilising modern statistical techniques, Field calculated the
frequency WAth which different syllables were repeated: a :frequency of
20% covered 80% of the syllables in a selected vocabulary. Therefore,
the students br.mg adult, it was only necessary to teach them the spelling.
If they could read these 20% they could understand 80% of the vocabulary.,
the rest they could guess. The selection of words was made by tradi-
tional educational techniques and the management indicated the essential
phrases to be communicated. In the Brazil pilot project there were
about twelve phrases related to each of the following subjects: labour law,
occupational health and safety, human relations, positive work attitudes,
working conditions, vocational training, workers' attitude to management.
The list having been agreed, the phrases were expressed in words com-
prehensible to all. The frequency of syllables was then calculated and
listed in decreasing order so as to ensure that instruction was based on
the most commonly used syllables.

Typical lesson: half an hour per day, including 10 minute& intensive in-
struction. For 2 minutes the charge-hand reads the standing regulations.
The supervisor and the students discuss the work done the day before and
remaining to be done. The foreman engineer gives technical safety
directions. Literacy training as such follows: the instructor spends 5

(cont'd)
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minutes teaching the workers to read 5 syllables, 5 words and 3 phrases,
followed by 5 minutes of explanation. Then he reads the 3 chosen phrases
(the same for a week), which form the subject of group discussion for 10
minutes. This discussion, starting from socio-economic facts, is the core
of all the training and ensures the proper assmiliati on of the wore s learnt by
rote in the preceding period. Progress is gauged by means of a weekly
control sheet on which is shown a curve of the results achieved compared
with the theoretical curve. This type of control, basically statistical, is
an original aspect of the method.

Staffing. Literacy training should be the responsibility of supervisory staff:
the literate members of the work group are made responsible for the liter-
acy of the others, under the direction of supervisory staff who have received
appropriate pedagogical training. Ideally, the instructor comes from the
same social and occupational background.

Cost . Apart from preparatory expenses, the main costs are: (1) stir.lents'
wages and loss of production during lessons; (2) teachers' wages (one in-
structor can supervise 15 to 20 "teaching pairs" assistant instructor +
student); (3) cost of equipment and software, not a very heavy charge.

Conclusions

Difficulties. The chief technical difficulty is to analyse in a simple manner
the job content and its operational stages in order to explain it clearly; L xt
it is highly beneficial to the undertaking that this analysis should be done in
depth. It is often difficult to judge the literacy level of candidates, but the
method is adaptable to all starting levels.

Success factors. It is faster and cheaper to train the worker first in his
mother tongue:

- literacy tends to raise productivity (6%in Brazil); training should there-
fore be regarded as prodtctive work to be remunerated as such;

using auxiliary instructors who tend to take a deep interest in the ex-
perience is a positive addition to their self-development;

- individualised instruction and teaching words having immediate signifi-
cance: older workers assimilate this teaching better than traditional
instruction.

Advantages. Fllnctional literacy training is a human investment comparable
to the creation oi employment, but 100 tin is less costly. It puts the
worker quickly in a productive situation where his output increases. In
Brazil it was noted that requests for retraining increased and that the works
library was in greater demand. As a step towards true vocational training,
it should be integrated in the lifelong educational system, thus facilitating
better adaptation to technical, economic and social development.
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Translation Participation of youth in development, the role of television

Subject analysis Article on tele-education: advantages and uses (primary and post-
primary instruction, diffusion of national culture); cost factors; impact
on teachers and other staff.

Contents analysis

12
May 7 3

CIRF 2

To enable youth to play a bigger part in national development and to stern
the rural exodus to the towns of those who have had a primary education,
the Ivory Coast has developed a system of teaching by television. The
object is to establish a stronger link between education and social and
economic development.

Television provides a means of ensuring a reasonably rapid expansion of
elementary school instruction and the progressive organisation of a
form of non-school education, with which all other active age-groups can
be associated. It aims at integrating primary school leavers in the
local community, asspart of an over-all educational strategy which iy it-
self integrated with the national development strategy.

Impact on teaching

Television makes possible reduced costs, employment of bett,: qualified
teachers and the rlystematic tse of all the latest educational techniques
and methods. It therefore entails a total reform of the syllabi and
methods of education. For the teacher !t. can be a veritable permanent
training college. It most probably, constitutes the only means of resolv.:.
ing the problem of a g., ,eralised post-primary education for the nation
at large, providing at the same time educational advancement and
preparation for r. Eve life. Furthermore, the equ'. ment the tele-
vision network -- is fully utilised.

The problem is to obtain the best possible combination of media (tele-
vision, radio or printed) for a given purpose, so that in every case and
throughout the learning process the most effective communication and the
most appropriate medium are chosen, and are used in the most efficacious
way by the teacher. Since it is desirable that the personnel at all levels
within the educational system underStaltd their new role and feel involved
in the current changes, a co-ordinated programme of general information,
instruction and retraining is advisable.

(cont'd)
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The question arises of the extent to which television and radio make possible
economies in staff costs through reductions in the student-teacher ratio and
in time required for training teachers and staff. From the economic point
of view, a satisfactory balance must be str ick between the additional cost
and the improved performance of the systi .1, internal and external. If the
use of these new techniques increases the costs of initiating the staff and of
their further training, including retraining, till they exceed the concrete
gains, then their use is no longer justified, economically speaking. Current
research should be intensified so that eventually the teacher performs only
the tasks that cannot be done by machines or otlr means. This approach
will call for profound changes in organisation, hierarchical structures and
responsibilities, and in the roles of both teachers and students. But inno-
vations can only be brought about by the educators themselves.

Repercussions un society

Through television, the entire Ivory Coast community will be able to learn
and to see its own image. The systematic use of tele-education may be
expected to develop a reciprocal relationship between the national community
and the educational process. In villages and towns, the school television
set is becoming the expression of a national culture in the making, helping to

unitethe generations and to make every person feel himself a member of the
community as a whole.

To help adults adjust to these enlarged horizons, to engender aspirations
which will stimulate in them new attitudes, while at the same time drawing
youth into a common effort for development, additional communication
channels must be found, certainly in every nation State and if possible at
the world level.

The teacher as leader

With the aid of telvision, the teacher becomes once more a force for pro-
gress. His training mist fit him to be a leader of his pupils and of the local
community, skilled in the use of various methods of communication and in
the processes and techniques of instructing. He must know also how to
observe, analyse and assess the various characteristics of the social e-t-
vironment, to identify the resulting problems and establish the relationship
between them. Then he will need to recognise the dynamic factors which
might be used to effect improvements. Teacher training must there:bre be
interdisciplinary t ) the greatest possible degree, because life itself is inter-
disciplinary.
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Le realisme dans la formation
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Translation Realism in training

Subject analysis Article comparing the respective requirements of the training and the
undertaking: need to ensure their compatibility; effects on trainee and
trainer: basic elements of a training strategy.

Contents analysis

12
May 73

In, .2

Practical experience of training managerial staff, whether for operational,
manufacturing, administrative or sales functions, seems to show that the
trainees find they are expected to live in two different worlds:

- while undergoing training, time seems to count for nothing, but at the
workplace the time element.is absolutely essential;

- in the undertaking a decision is judged by As results; /3;st in training
it is the analysis that leads up to the decision that is more important;

- in the undertaking, decisions often have to be made on the basic of in-
complete information and partial analysis; in the training course, all
the data are there and the analysis seems to lean heavily towards
perfection;

- in the undertaking, success is often 'lie to intuition, but in the training
situation it tends to reward the theoreticians.

'The trainee finds himself torn between the two systems and has to live

with them. The training officer or instructor has to cope with the same
problem and to make sure that his programme:

- meets the undertaking's needs;

- matches the trainees' needs and hopes;

- is successful in transm.cting specific skills.

To do this, the training officer must try to simulate the at'nosphere of the
unaertaking, or even the economy as a whole, 'op avoid any glaring dis-
crepancy between reality and the situation he ?resents as a model. The
exercises arranged for his trainees must present simulated situations
which try to reproduce reality as closely as possible and which must be
coped with under conditions which are also clos,-; to reality. But this is
an illusion. In fat:, the model distorts reality, and the trainees have
trouble disassociating themselves from their own understanding of reality
and learning to takeirisks in facing a hew set of circumstances. The

(cont'd)
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trainer must therefore seek to create an atmosphere in which the trainees
especially management trainees will be daring enough to experiment a
little and to accept the idea of learning through improvisation.

The basic factors in such a strategy are:

- exercises which place the trainees in a situation they can relate to their
own personal experience and which will, at the same time, encourage
group inter-action and self-knowledge;

- the rules of the game must be stated exactly, together with the objectives
set for the training course;

- the trainees mun4 be given all the information they need about the specific
training shtuation, plus the theoretical background, so as to guide them in
their approach;

- the sequence of events must be geared to individual or group progress,
and to the contacts between trainees and train :Ls or group leaders;

the trainees and group leaders should be enc auraged to discuss the rules
of the gc ne and the objectives of the exercise while it is in progress;

- the trainees must b er.muraged to look for the criteria to evaluate the
results at the same time as they are looking for the solut.ons.

Such considerations lead to questioning whether it is not more realistic to
look for exercises and situations even games which are founded on the
trainees' personal experience rather than on a model that is bound to remain
rf.imote from reality and may add nothing to the effectiveness of the training.
Contrary to what has been said, however, the system for which .he training
officer is responsible is not incompatible with the system of the undertaking.
Provided each is properly planned and utilised, the two systems are com-
plementary.
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CRUNKILTON, J. R.
Testing of model for evaluation of secondary school programs of
vocational education in agriculture
Blacksburg, Va. , Virginia Polytechnic Institute and State University,
1972: Project No. 808366-I., 55 p. (mimeo.).

Translation

Subject analysis
Report on research carried out to test a school programme evaluation
model: application to secondary school agricultural programmes;
sample; data collected; findings; recommendations; appendix contain-
ing questionnaires.

Contents analysis

12
July 73

Research has been carried out by the Virginia Polytechnic Institute and
State University to validate a model for the evaluation of secondary
school programmes of vocational education in agriculture. The main
objective was to test the evaluation model with a view to its widespread
introduction for use by local communities. The sub-objective was to
test the applicability of the model to progr,:fmnes in the State of Virginia
and make any necessary revisions.

The decision W33 made to test the model in one school in Virginia the
James Wood High School and to follow-up graduates for the years
1970, 1969, 1968 and 1967. Some 100 former agricu .ral students
were contacted. Graduates were informed, either collectively at
meetings held expressly for the purpose, or individually at their homes,
about the objectives of the study. They were then asked to complete a
series of questionnaires. Other data were requested from employers
and the state and federal authorities. Attitudes to the programme of
the total adult population of Virginia were also investigated on the basis
of a 3% random sample of adults in the James Wood High School
district.
Data were collected on: individual school records; subsequent employ-
ment patterns; job s;-tisfaction; further education and training; social
activities; employer satisfaction ratings; act Ot education; relevance
of vocational training and application of knowledge acquired7 personal
data on current students; agricultural manpower requirements; popula-
tion served by agricultural vocational education services; placement of
secondary school graduates arn.: non-graduates; persons interested in
enrolling in agricultural courses; objectives of the agricultural educa-
tion programmes; financial analysis of secondary level and adult pro-
grammes; adult attitu.es to secondary level agricultural programmes;
local policies relating to agricultural education; local resources; state
and federal contributions other than financial; occupational patterns;
existing evaluation procedures.

(cont'd)
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The main findings of the data analysis are outlined below.

1. The evaluation model proved to be a viable means by which reliable data
can be collected to analyse secondary school agricultural programmes and
introduce programme amendments.

2. The co-operation of the state advisory council [cf. abstract No. 1/L 77.
Vo). Si is vital if the evaluation is to be successful.

3. The follow-up of graduates who have been out of school for 3 or more
years does not add significantly to the evaluation.

Certain defects in the data collection system were revealed, e.g. grou.::)
rr.aetings at the school were not totally successful, some difficulty wa._
experienced in explaining to the 3% random sample the purpose of the study.

The following recommendolions are made as a result of the study.

1. The evaluation model should be applied to other agricultural programmes
in Virginia.

7. The state as./isory council should be involved in implementing all stages
of the evaluation model.

3. .An advisory group should be canstituted to assist in determining pro-
gr-Inme changes based upon the data collected.

4. A letter of introduction should be mailed to the adult sample before the
interviewer personally contacts the individuals.

5. Schools implementing the model should ,,nly follow-up graduates from the
last 2 years.

6. Preliminary plans should be started to implement the evaluation model
on a statewide b shoulLI be prepared in handbook form to facilitate
use by local departments.

Conclusion: the use of the model should result in improving current occupa-
tional programmes so that they become more meaningful for students.
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La mo, tion, condition d'une simulation efficace en pedagogie
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Translation The use of models, a prerequisite ; .r effective simulation in teaching

Subject anxlysis Article on the general concept of models and simulation in teaching:
major movements in the instructional process from reality to the
model and from the model to reality; categories of models.

Conter, analysis

12
Dec. 72

A "model" can be defined as a tool of learning or of action relating to a
system and constituting a reproduction of that system. There are
models whose principal objectives are to explain, to illustrate, to
clarify to be in fact a tool of learning. A model represents reality,
but is not reality itself (a map is not the territory it represents). There
are 2 types of model: models of material systems (e.g. the movements
of mass panic) or of concept,a1 systems (gravitation, the spreading of
rumours).

A model is implicit in any s: stematic pedagogical siltation. The selec-
tion of a given learning situation is he result of presehting, in,-)re or
less clearly and more or less comW etely, as the case may be, a pedago-
gical objective. To sirlulate is to make something which is not real
appear real. 'Viewed in this light, any learning situation which is dis-
tinct and separate from real life situations, is a simulation. To put
something into a pedagogical context is to place it in a conventional situa-
tion: that is, in a situation which only takes account of those elements
retained by the teacher implicitly or explicitly for the purposes of his
model. Simulation is thus the use of the model through the teaching
process. Conventional learning situations are artificial ones of differ-
ent types: business games, case studies, T-groups, flight simulators,
etc:.

The use of models in teaching has progressed in two ways: firstly, in-
structors have acquired, greater facility in constructing models out of new
learning situations (e.g. T-groups); secondly, the actual contents of the
subject matter to be taught, has provided material for constructing
models.

The progress made in the use of itodels has encouraged and will con-
tinue to encourage effective simulation, which is itself the application of
a model in a given learning situation. The instvuctor, for instance, is
able to create, starting off from a model, a gi-en learning situation as
defined by precise parameters.

'11111M111120MiiEirmlfaitilmwitftwillbowslio.

(cont'd)



13/B 50518 page 2

By definition, a pedagogical situation, must be distinct from the real situa-
tion. It is therefore, not a question of minimising systematically the gap
between the one and the other, but rathe5 to take advantage of it fully.
Determining this optimal gap is perhaps 'the basic action in all instruction.
There is as yet no sure solution to this problem and perhaps it will never
be solved completely satisfactorily.

There are 2 pitfalls in constructing models: over-simplification and ex-
cessive attention to detail. Economic models used in business games and
applying excessively simple calculations have fallen into the former, while
some programmed instruction courses have fallen into the latter.

The cost of constructing the models is high: it is usually estimated that one
hour of actual programmed instruction requires some 100 hours of prepara-
tory work.

The term "discrepancy" is used to describe the qualitative modification of
the learning situation in relation to the real situation, e.g. as seen in case
studies, business games, etc. Discrepancy, which aims at deconditioning
the individual and extending both his frame of reference and his field of
experience, varies according to whether the objective is a return transfer
(transfert-retour) or an initial transfer (transfert-introduction). The
former implies a return to the learning situation from the real situation,
with increased opportunities in relation to the original position (a situation
of further training); the latter means an introduction starting off from the
learning situation, to a real new situation with new opportunities in relation
to the initial position (a situation of initial training). Indices of the degree
of transfer can be noted in the following fields: the greater or lesser extent
of automatic response of behaviour, motivating concepts, representation
and attitudes.

There are various types of model.

- The closed model, which is conceived as something complete in itself,
without any omissions or unknown elements. It is likely to restrict the
user to a static situation.

- The open model, which can be supplemented or modified The instruc-
tion moves from known facts to a research approach, tends to substitute
the latter for the former.

- The self-generating model which, from the basis of its initial facts tends
to create, by cumulative integration of results, new situations which will
in turn modify it.
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Translation

Subject analysis Article on an experimental course in functional English for immigrant
workers: background; selection of trainees; course structure;
assessment methods; follow-up.

Contents analysis School-based English courses for immigrants are characterised by high
dropout rates. Furthermore, such courses have little relation to real
work needs. An experiment has therefore been carried out to find an
effective way of teaching English to adult immigrant workers. The
basic hypothesis of the experiment was that the only feasible place for
teaching functional English to operatives was the workplace.

The experiment was initiated by the Rubber and Plastics Industry Train-
ing Board and carried out in a plastics firm employing some 350 people.
Advice was sought from the Pathway Centre of Further Education, set up
by the London Borough of Ealing. The Centre is primarily intended to
help immigrant school-leavers to reach a higher standard of English
before starting work.

The first step was a thorough investigation into the work of the assembly
department which chiefly employed women workers and where the pro-
portion of immigrants was increasing. Particular attention was given
to the views of first-line supervisors. The course design was based on
the experience of course tutors who were given on-the-job instruction
within the department. The instruction they received was tape-recorded
so that the vocabulary could be analysed. It was decided that a language
course likely to benefit the company should aim to: reduce the level of
supervision required for non-English workers; reduce the use of inter-
preters; improve the flexibility of the workforce through improving
understanding of instruction on the job.

A course programme was designed with a duration of 60 hours, to be \
given in 1-hour sessions for a 12-week period. Instruction was give
during the first working hour and reinforced during subsequent factor
work.

The total sample comprised 33 Indian women. Asked identical question
to measure their understanding and ability to speak English, their tape-

(cont'd)
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recorded replies showed many to be unable to respond to simple language
situations typical of a factory environment. The supervisors also listed
those with whom they had most difficulty in communicating another
method of determining language proficiency. The 12 poorest English speak-
ers were selected to form a pilot group.

The course comprised 6 main sections, each lasting about 10 hours (2 weeks
in one-hour sessions). These were:. (1) building confidence, establishing
teaching methods, remedial grammar, (2) standard language forms at work,
simple social conversation; (3) response to more complicated situations;
(4) the factory; (5) initiating communications; (6) extension and revision.

Emphasis was on participative oral work: listening and repeating after the
tutor or from taped dialogues. Where possible the company's products
were used as instructional material. At the end of each session trainees
were given notes, with some explanatory words in Punjabi, to enable them to
practise at home. Reinforcement of the instruction was considered highly
important. Consequently, supervisors were encouraged to attend the
classes and both they and the English operatives received a bulletin of the
week's progress so that they could ask suitable questions during work.

Ten out of the 12 trainees made significant progress. Evaluation was from
3 sources: opinions of course tutors and supervisors, and measurable
factors within the department.

The average over-all increase in earnings for trainees after the course rose
by 7%. Those with the greatest increases were those judged, by both tutors
and supervisors, to have made the biggest improvement in English. Work
standards improved and were maintained. Although during the year following
the course the labour turnover of the department as a whole was about 50%,
for the group of trainees it was zero.

A one-day seminar has also been designed for supervisors. It includes such
topics as: why the immigrants are here, where they come from, cultural
background, etc. The course is difficult to evaluate in terms of improved
job performance, but opinion is generally favourable. It has been proposed
that the topics in the course should be included as optional subjects in the
courses run by the National Examinations Board in Supervisory Studies
(NEBSS).
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Translation

Decret no 72-1218 du 22 decembre 1972 relatif 5. la creation, au fonc-
tionnement et au contrOle des organismes prives dispensant un enseigne-
ment a distance
Journal Officiel de la Republique frangaise, Paris, Vol. 104, No. 303,
20 Dec. 1972, p. 13758-13760.
Decree No. 72-1218 of 22 December 19Y2, concerning the establishment,
operation and supervision of private bodies providing tuition by
correspondence

Subject analysis
Decree on the establishment, operation and supervision of private bodies
providing correspondence courses: contracts; conditions to be met by
teaching staff and heads; supervision.

Contents analysis

12
March 73

NI 2

[Act No. 71-556, concerning the establishment and operation of private
bodies offering tuitIon by correspondence, and the advertising and can-
vassing done by educational establishments, was issued on 12 July 1972.
The Act defined tuition by correspondence and prescribed the terms of
pupils' contracts, the conditions for authorisation to teach, for inspec-
tion and the disciplinary control supervision of the district Council
(Conseil academique). The Act also regulated advertising by corres-
pondence schools and prohibited canvassing.]

A private school providing tuition by correspondence is one which pro-
vides such training as its main function or in connection with other in-
struction. No such establishment shall offer tuition before receiving
from the Rector of the competent Academy an authorisation testifying his
acceptance of the statutory declaration required of the school. This
declaration shall contain: the name, address, status and domicile of the
person making the declaration, a list of the management and teaching
staff, the courses it intends to offer and in each case, the syllabus, a
description of teaching methods, equipment and textbooks to be.used, and
the periods covered by the courses.

In accordance with the prcvisions of the Act of 12 July 1972, a contract
must be concluded with each pupil, specifying the terms on which the
instruction is offered; the contract must be accompanied by a prospectus
giving the syllabus and stating the basic standard needed for entry, the
standard which it should lead to and the duration of the course. The con-
tract shall be transmitted to the pupil by registered post. If the contract
is terminated for any unforeseen or unavoidable cause, the pupil shall be
similarly notified. The charge for the tuition shall be proportionate to
the time elapsed from the date of conclusion of the contract. Any
materials provided shall be suitable and up to date, especially as re-
gards scientific and technical materials.

(cont'd)
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Any appointment in the service of a private body offering c )rrespondence
courses shall be subject to certain conditions. Teaching staff must: pro-
duce a statutory declaration of judicial record dated withi., the last 3 months,
together with copies of degrees, diplomas and testimonials; the standard
required shall not be less than that needed for appointment to a public estab-
lishment providing the same kind of course; in addition, the place of resi-
dence and employment record over the last 5 years shall be declared. The
Rector of the Academy may require a written statement of engagement and
advise the representative of the Ministry concerned if the subject of the
course is not covered by the Ministry of Education.

A principal of a private correspondence school must submit proof of having
5 years' teaching experience. Special conditions shall apply in the case of
persons who are not French nationals, in particular as to the equivalence of
foreign degrees and diplomas produced, irrespective of whether the appoint-
ment is to administrative or teaching duties.

Supervision of private bodies offering correspondence courses shall be the
responsibility of the Inspectors of the Ministry of Education or of the other
Ministerial departments responsible for the type of study. In the case of
higher education courses, inspection shall be carried out by teachers of the
public institutions of higher education assisted, as need be, by other compe-
tent persons. Inspection shall cover syllabi, teaching methods and assis-
tance, due performance of their duties by administrative and teaching staff,
the proportion of teachers to pupils and any premises where the pupils
assemble together. A body subsidised from public funds shall also havt, its
bookkeeping checked.

In any case where comment is called for, the Rector shall notify die persons
concerned. If disciplinary measures or prosecutions are involved, the
Rector may inform the Ministry concerned with that course of study.

Any breach of the provisions of the Decree is punishable by imprisonment
and a fine.

The Decree includes transitional arrangements for bodies in existence be-
fore the 12 July 1971 Act, and the arrangements for its coming into effect.
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DUM6ENICO, N. ; GUTOROV, G.
Tehni6eskij progress i gruppirovka professij.
Professional'no-tehnieskoe Obrazovanie, Moskva, No. 11, Nov. 1972,
p. 14-15.

Translation Technical progress and the classification of occupations by groups

Subject analysis Article on work being done to classify occupations in appropriate groups:
examples; advantages of the scheme.

Contents analysis The occupational research being done by the Institute for Research on
Vocational Training has made it possible to group various occupations
together wherever analysis has shown the presence of common factors
in the training required for practising them. These typical factors
which are common to several trades, can be used as a basis for drawing
up broad-based training syllabi to cover the whole group. It is, in fact,
increasingly recognised that identical or almost identical jobs are being
performed in different branches of the economy and that they can be
combined in a single trade classification. "Bulldozer operator", for
example, is an occupation common to mining, the building industry and
rural mechanisation. Basic training for it should therefore follow a
common syllabus, leaving only the subsequent specialisation to be given
r.,,cording to partly differentiated syllabi.

The use of training syllabi based on the common factors in occupations
of the same group has been found very practical in the vocational schools.
1.;le enterprises collaborating with these schools usually do not announce
their exact needs for workers in a given speciality until the trainees are
in t1r3ir last year, in fact when they are just about to finish their training.
It is obviously an advantage, therefore, for the school training syllabus
to cover the skills common to all the trades in a particular group, and
for specialisation training to be given only once the needs of the collabo-
rating undertaking are definitely known.

It is also evident that new occupations are constantly coming into being,
and it would be difficult, if not impossible, to work out separate training
courses for each one of them. New trades should preferably be fitted
into occupational groups already in existence. The basic training
syllabus, which must cover all occupations in the group, should there-
fore be drawn up in such a way that it will remain unchanged over a
fairly lengthy period, and the specialisation training for the different
trades could then be subject to more frequent adaptations and revisions.

(cont'd)
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Appropriate grouping of skilled trades is a necessity for the standardisation
of training syllabi. The vocational school.; at present cater for 1,200 trades,
and the vocational secondary schools for more than 500.

The Institute for Research in Vocational Training has worked out 5 basic
occupational descriptions for workers' occupations, each directly dependent
on training in one or more specific general subjects or on certain common
factors: (1) chemistry and metallurgy; (2) radio and electrotechnics; (3)

machine operation; (4) metalworking, general mechanics and assembly; (5)
biology and agriculture. For each, the teaching of the general subjects,
while in principle the same, should be so planned as to emphasise and
deepen study in the key subject(s) of the occupational description (chemistry
in the case of the first, physics (with main emphasis on electricity) and some
aspects of mathematics in the second, etc.).

The Institute's sole purpose in this regrouping exercise has been to improve
the training syllabi. It is not intended to influence in any way the nomen-
clature or job-content of the occupations listed in the "Manual of qualifica-
tions and wage rates for workers' occupations" (Ediniyj tarifno-kvalifikacion-
nyj spravoCnik rabot i professij rabo6ih).



In referring to this
abstract please quote

N B 49771

Trainee Sector ISCO CIRF

14

Country
United Kingdom

42

Author:
Title:

Bibliographical
references:

OATEY, M J.
Effectiveness and costs of instructional media
Staines, Mddx., Air Transport and Travel Industry Training Board,
1972, 58 p.

Translation

Subject analysis
Report on an approach to media selection: media and the effectiveness
of instruction; media characteristics; costs and cost effectiveness;
cost analyses; exercises illustrating the cost analyses described; need
to test and develop media; cost tables, bibliography.

Contents analysis

12
May 73

This report is based on research supported by British European Airways
and the Air Transport and Travel Industry Training Board over the
period 1968 to 1971. It describes an approach to media selection for
vocational training, with particular reference to cost-effectiveness of
instructional media.

Effectivem:ss in instruction is defined in terms of the achievement of
givtn objectives, e.g. prescribed level of performance on a terminal
test, required behaviour on the job after instruction.

Cost-effectiveness relates to the minimum cost that is capable of achiev-
ing the given instructional objectives and is always related to a defined
instructional situation.

Media are the physical source of stimuli presented to the learners and in-
clude the instructor as well as videotape, film, paper, the blackboard,
etc. Methods determine the stimuli presented to the learners (by media)
and responses and activities of learners. A list of method "factors" can
be drawn up and used as a basis for making decisions on methods, e.g..
whole or part learning, use of pictorial and verbal stimuli, participation,
simulation, testing, course length. It is methods rather than media which
determine the effectiveness of instruction. It is therefore essential that
decisions on methods should be clearly separated from decisions on
media. Only if this is done will it be possible to avoid the danger of the
media rather than the instructional objectives dictating methods.

For any given instructional objective there will often be several equivalent
media combinations that can achieve it. Where there is such a choice,
the media combination involving the least cost should be selected.

Costs result from the processes of production and presentation and can be
placed in the following categories: master costs (M), duplicate costs (D)
and presentation costs (P;, each of which can be divided into fixed (f) and

(cont 'd)
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variable (v) cost components. Costs will cover such items as equipment,
maintenance, instructor training, materials, labour, transportation, rental,
etc.

The relative costs of equivalent media in any situation will depend on the
amount and type of instructional content that needs to be produced, and how
often that content can be expresJed in terms of the "number of instructional
segments" (s), and the fiequency of repetition in terms of the "number of
presentations" (p).

Thus to take a simple example:

If s is the number of segments in a project, and Mf is the fixed master cost
incurred by the project, then total master costs M are: M = Mf + SMv
and if Pf is the fixed presentation cost resulting from the project, then total
presentation costs P are:

P = + spPv

thus total project costs are: Mf Pf + sMv + spPv

Such formulae can be shown graphically and can be used to work out costs
for different media combinations, thus providing a basis for final selection.

Having selected the media combination involving the least cost, the next step
is to carry out practical tests in a learning situation. At this stage the
possibility of substituting other media should still be considered. Such tests
can also be used to check cost estimates, check on the practicability of
alternative media combinations, evaluate effectiveness, and evaluate learner
and instructor attitudes.
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Since 1968 the Institute for Research into the Employment Market and
Occupations of the Federal Employment Institution (Institut far Arbeits-
markt- und Berufsforschung der Bundesanstalt fiir Arbeit) has been
systematically collecting information on research being done in the fields
within its competence. In 1970 the Institute published a bibliography of
such research which gave a general view of not only completed projects
but also those in progress and planned in the Federal Republic of
Germany, together with some projects being carried out in Austria and
Switzerland [cf. abstract No. 15/B 41708, Vol. 101. Since that date 5
other bibliographies have been issued to supplement the first volume.

By 1971, when the third volume of the bibliographies was published, the
number of completed research projects had grown to such an extent that
they constituted 40% of the volume, This factor, coupled with the long
delays between completion of a research project and publication of the
relevant reports, led the Institute to bring out a new bibliography contain-
ing only information or completed projects. It is planned to bring out
a new edition annually.

The volume reports on 905 projects terminated during 1970-71 with, in
some instances, an overlap so as to permit inclusion of projects termi-
nated earlier and some concluded in 1972.

As with the earlier volumes, the bibliography is divided into 2 parts.

Part 1 contains descriptions of research projects classified under 14
main headings (statistics, economics, social policy, education and
training, sociology, medicine, national and regional data, economic
sector, general occupational skills and knowledge, specific occupations,
institutional questions relating to education and training, vocational
guidance, pupils and other persons undergoing training, problems re-
lating to specific social groups), and some 360 sub-headings. Each
research project is described according to a coded list of 22 items

(cont'd)
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including, for instance, the names and addresses of the institutes or persons
responsible for the research, the title of the project, its financing, a key-
word description of the projects, the research method used, the document
basis and reports published.

Part 2 of the bibliography contains alphabetical lists of the institutions
responsible for research projects, the research workers and the di,-,otors
of research projects; lists of the places where the research prr j,-ts are
being carried out, of the persons or bodies that commissiorA the project,
of the key-words or descriptors, etc.
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The ILO systematically collects information on new developments
in law and practice in vocational training from 120 Member States,
It 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 international
standards concerning the organisation and methods of vocational
training in general (Recommendation No. 117), training in agri-
culture (No. 101), the vocational rehabilitation of the disabled
(No. 99), the vocational training of fishermen (No. 126), the
vocational training of seafarers (No. 137) and special youth
employment and training schemes for development purposes
(No. 136).
More than 400 ILO experts are at present giving technical advice
in some 80 countries to help governments, workers and employers
in their efforts to raise the skill levels of the population and,
through training, contribute to national economic development.

Using this documentation and experience, the ILO provides a
training info. mation service through the CIRF research reports
and periodical publications:

CIRF

Training
for Progress Monographs


