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OPENTNG ADDRESS BY Dr. P.J. HILLERY,
VICE-PRESIDENT, EUROPEAN COMMISSION. .

I would like warmly® to wedlcome-the delegates on
' behalf of the Commission. I would especially like to
thank the delegates and experts who have participated
_in the preparatory meetings for this seminar and.those
. who have pre ed the national review papers, the case
. studies aqff%%i lead papers. f - :

We are witnessing an unprecedended expansion in

of the Community.:. s S

) In Britain, our host country. for this week, direct
public expenditure on training has gone.up from
L 30 million in 1968 to b 85 million in 1974, with the
number of Government Training Centres rising from.1l3
in 1963 to over 50 in 1974. e

. In France, the number of trainees helped by public
expenditure has almost doubl®d from 560.000 in 19 . <o
920.000 in 1974. This explosive growth could just as
easily be illustrated by figures from the other Member
States where direct public expenditure on-vocational
training now runs at between one armd two per cent of
the national budget. ' | «

Data on public expenditure is only the tip of the
iceberg. To training provided or supported by ‘the
state we must add the greatly expanded.in-company trai-
ning activities of industry and the spread of university .
courses with a direct vocational orientation.

< The importance of training springs from recognitiohn
' of the necessity of an active employment policy. Several
factors have contributed to this recognition. ’

. Y
. Firstly, the pace of economic growth and develop-

- - ment since the war has called for a high” level of labour
mobility - both_professional and geographical. It has:
been estimated that at least one worker in eight will
change his profession in the next ten years and that
over two million Europeans will leave the land over the
same period. | ’
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~ Secondly, there has been a recognition of the rlght
M of every worker.and of.every category of workér to be
7 trained and given employment %0 the full extent of ‘his
or her own capacity and talent. This is exemplified in
Germany's employment promotion-&ct of 1971 or the French
law on the-organisation of ‘permanent vocational training.
These give each individual the statutory right to under-
! take tralnlng\courses w1th the assistance of state grants.
The growing- partic1patlon of womén in employment
has called for a system of- tralnlng suited to their
partlcular needs. It is recogniséd in all the member
states that much has still to be-.-done to imprdve the
employment position and® opportunities of certain groups -
in parthular women, mlgrant workers and the hand&oapped
. ~
. : As Commlsslonez Yor Social Affairs I have initiated
Communlty measurnes to encourage the member states: to
tackle the most urgent problems facing these underprivi-
~leged groups Clearly effectlve programmes of vogational
“training'will also have a very 1mportant role in’ these
developmento. - . : o
~ v
Thirdly, there‘hasfbeen an increaaed understanding =
of the significance of vocational training in fulfilling .
other -economic and social goals. For example the
“achievement of planned regional development calls for
carefully thought-out vocational trairing in order to
addipt the manpower and womanpower of the regiOns tq the
‘needs of industries and enterprises. Again, the high
.levels of employment, which we have enjoyed until
recently, entailed high levels of inflation, caused to
by speclfic manpower shortages. An active
o power palicy, involving vocational retraining, has
contrlbuted substantially to reducing-inflation while
. still *enabling-a high level of employment to.be enjoyed.
Faced as we are with growing inflation, unemployment and
the struetural changes caused by the rise in.the price
of energy and raw materials, the need-for an active and
vigorous \ganpower policy becomes even mare_.cruclal. :
Vocational retraining 1s ngt a pass-time for the unem-
ployed ; it 1s a pnerequlsL for continued economic
development . < '

The Commlssion of the'EuropeanACommunities has Rept:'u
‘,apace with and sought to 1n1tiate, supplement and extend
Voeatlonal tralning . -

Through the- European Social Fund it has been intlma—
» tely connected with the training effort in the differ t

-
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member states, with the defining of common trainiﬁg needs
and with the coordination of national training policies.
The growth of the Fund has been remarkable to the point

_ where it now has an annual budget of some 150 m. and

‘where in 1973 Social Fumd monies going to Britain for

" example, represented 4Q'% .of direct spending on’voca-

tional training by the Department of Employment in
Britain. The introduction of“the Regional Fund yill
give .the Commission a furthQF instrument in comﬁgtting
vemployment_problems. - e
The Social Fund glves mpecial emphasis to the trai-
ning-of workers from less developéd regions, to agricul-
tural and textil® workers, and to prograhmes for the
handicapped and migrant workers. The overriding policy-
aim however is to assist genuinely promotional and
innovative pyrogrammes as well as raising the standard

. of training provided. .. .

In this context I am pleased to. refer to the recent
decision of the Council of Ministers to establish the
European, Vocational Centre as proposed by the Commission.
The role of this centre will be to coordinate research

ifito various aspects of training and éarry out its own '\\

specific projects. -It'will also organize courses and
seminars and will establish a selective documentation
centre on vocational training. The centre will be
jmanaged by. a Committee composed of representatives of
the Commission, the Member States and the :Trade-Unions
and employers. This will be the first time the socilal
partners will be involved in the active management of a.’
European Institution. This is a very welcome develop‘?@
ment . _ . . CJ
This seminar on the Evaluation of Vocational® *
Training comes at. a very opportune time’. It pro¥ides an
opportunity for senior training officials from the member
qountﬁies to come together to exchange their ideas and

' experiences, to identify commen problems and to work

togetherr to resolve them.- Vocational training is now

.serving a wide variety of goals and as a result its

évaluation has become increaé@ngly complex. ‘Parhaps as
result of the variety of bodigs concerned, and of the
rapid growth in trainingg¢—programmes have not always been

“well thought out or have not achieved the results hoped

for. Expansion may have leapt ahead of the application
of techniques of evaluation. - ‘ .

. The task of the seminar is to make this complexity

/



O

ERIC

Aruitoxt provided by Eic:

manageable for oftici:ls and others who must-take
deciszions about the scale, design .and implementation of

L“axnlnv progrimmes, and who must .ensuroe thd quality of
" ’

the training. . ) ’ v

BT ' . . T . : .
‘% The seminar wil! bemin gith an overall .view of the

deVelopment of the wceidl and economie role of sraining ;

“the participants will then disclUss papers dealing with

tht uses and probicms ~F cost-benefit techniques as

-1an1(¢ to Lrilnan programmes. The measurement of non-

monwﬁary varitable® auch as the impact of training on
adaptability, and tho confidence of trainces, are also
considered in a seMes of papers. Various techniques of
pathering informatigp about the outcome of specific -
training courses, especl ially on their impact.on the long
term career opportunities, are prescnted for discussion.
This is in keeping with the emphasis on training as a
stape, ora series of stages, In the career of each
wanﬂ'

The issues which you will be discussing in the
coming, week are of great importance. All of us who are .
invelved in wocatlonal training have the- responsibility
and the challenge of ensuring that the training carried
out in the Community is effective, in that it takes-
agcouqﬁ of the potential and the capabllltles of the
trainces, that it uses the best techniques for_ teaching <
and -that the training provided is matched to job-oppor-
tunitics. Finally, if this trainihg is to be delivered
to as many workers as possible 1L must be cost-effective.

The Lomm1sulon 1ntends to’ dovelop its work in the

.‘4reg of vocational training and I am confident that the

results of this seminar will be very significant for the
developmént of techniques of evaluation. T will be
following with great interest th% proceedlngs and, the
recommendat ions of this seminar. »

I wish yoq@well in your work. .
o e . '
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INTRODUCTTON

As an UIJQJWWHL of cconomic policy penflally and
employment poldicy in particular vocational training has
come to play an increasingly lmpOILIHL role in the member

states of the Community. =

Along ide with the growth and expansdon in tra aining
cutlined in the opeoning spedeh of Dr. Hillery, most
countries have implemeﬁtod substantial ahd far-reaching
reorganisation of their yuto s of vocational fralnlng
in recent years. This wac in part a response to the
fact that as a result of the variety of bodies concerned,
and of tho rapild growth in training, programmes have not
11w1;& heen well Lhouvhi out or have not achieved the

Julto hoped for. »

v Those developments ha- »d to the demand for more
“adequnte systems and concepio of evaluation of vocational
Lraining. The evaluation of vocational training is not
a new isnce, but rather involves an attempt to (i) map

out and tc organise’ the different clements. involved in
the exercise of evaluating a given training programme(ll)
to apply the flndlnﬂb and concepts of relevant sciences
e.g. economics, orpanlsdtlonal theory, psychology of
learning etc. ,

Evaluation can be uzsed (i) Lo holp in the control
and manappmnnt of what has a substantial and complex
activity (ii) to provide information for decisions on the
future scale and orientation of tralnlng Its signifi-
carice shas become particularly nru01al in the light of the
current emplaoyment crisis. The number of persons unem-

. loyed in the Member States of the Community doubled in
(597“ and has been conulnually increasing throughout most
of 1975. This crisis has lead to a searching reappraisal’
of employment pol cies and of the appropriate strétegy
and role for training. Should additional public expendi-
ture be devoted to training or rather to job-creation ?
What sort of training can be given to young persoris in
order to improve their chances of access to employment ?

How important is the placement rate in the assessc
. ment of the success of a training programme ?
Unfortunately neither the policy makers of the
Member States, ror of training Organlsatlons within mem-
ber states are. in a position to begin to answer questions
of this kind.  The explanation for this unsatisfactory

*
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gtate of affairs can be found.in the rapid growth of 0

training, the recent birth of new training prganisation, ¢

and the inherent difficulty in conceptualisy and T .

ogrganisating evaluatxon systems. P
The Commission of the European Communities has been -

closely watching the development of this situation parti-

cularly through its experience with the European Social

- Fund. In Autumn 1974 it requested a number of brief

reports on the situation as regards evaluation in the v
Member States Qg/%he Communlty A fairly consistend
picture emergud of - - t ,

e (i) regognition of the importance of evaluation
(ii) extreme practical dlffxculty in implementation

(111) a number of initiatives in the field, usually
conseguent upon.reorganisation of vocational
training systems. o o
Saome extracts from the reports are ¢
"The. b&lance sheet’ which can be currently established is
fairly thin" (France) ‘ '

"With regard to routine training intefiddd for young
people it is.even less gppartune o specify that there
is no classified congrol, sy , especially as there

is no specific initial plan”" (Italy)

"Thanks to the Training Services Agency there is, for
~the firot time in the United .Kingdom, the means to pro-

vide an overall view and to deflne a gIbbal ‘strategy

for the vocational tralnlng system. The rationali-

sation of budgetary choice set: up by the Agency in the

preparation of its objectives will allow the establish-
4 ment of evaluation criteria” (United Kingdom)

"It is difficult % forn a complete picture of the whole
area of further vocational training.

" "There is no methodological apparatus by which the value
of tralnlng schemes w1th1n undertaklngs can be gauged.

"The 1nformat10n available is a little out of date."
“(Germany) .

As part of its role in\étimulating the interchange
of ideas on common problems arid encouraging the spread of
best practices, the Directorate-General for Social

it -
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Affairs organt,vd a seminar on theusubject in, Manchester
Unlver51ty in-January 1975. The sehinar participants .
were some 60 tialnlng expert’s with respon51b11%t1es for

the actlvatlon and management of continual vocational
tralnlng measures (or, if such be the case, research in

the field of tralnlng) in private or public institutions,
in companies and in employers' and employees' organisa-.
tions, representlng all 9 meMber- sstatas.

The. Seminar programme Yas designed, to provide ,
m£x1mum opportunlty r all participants to contribute
ideas vand inf rma ion\based on their .own experience. . \(\\
After an initial' s®kssipn in which experts presented
.papers in plenary seégsdon, the seminar divided into
small working groups \Inj order to discuss .the issues
which had been raised ~and to produce their own reports

and recommendations. To facilitate productive discus-+ R
sion, the. groups were a551gned to one of three topic ) .
areas : ' -~

= v L - . ,
(i) The evaluation of training programmes at nat
nal or sectoral level, including the conside-

- ratiows which should inform%training policy
decisions -and the role of cost-benefit analysis;

(ii) The evaluation of the. training scheme itself,
\ - e.g. methods of selection, course design and
planning, teaching metmods and control
measuyres

(iii) The ewaluatlon of employment outcomes with
C respect to thé impact on-.the labour market as
a whole*and on the particular 1nd/§ﬂduals who
receive training.

Appropriate case studies were prov1ded for each
working group to serve as a focus for discussion, Group
reports were not necessarily tied to the problems presen-

. ted in the'ir case studies. - - ‘ .

There followed plenary 58551ons in which. the group s
reports were presented and dlscussed twa separate groups
reporting on-each topic .area so .that dlfferlng conside-
rations could be developped and compared

S

2y
_ The present volume is based on thg worklng papers
andfthe results of the discussions held at the “seminar.

This volume is in five chapters.

i Y
4 _._2

-



[
b . 5 . . iy

‘Chagter 1 déseribes and defines the different levels of
. . analy¥is which can be used in evaluation. .
! " .They-are : analysis in the domalns of socio- !

~ * economic pblicy, manpower’ pollcy, training .
‘r policy, evaluation w1th1n the training pro- J
* gramme Itself. . , .
I
Chagter 2 deals w1th gvafﬁatlon within theﬁxqpious N
doqglnp 1.e&\the evaluatlon of training pro-
.—=~._ grammes, ) .
R | v
«. Chapter covers evaluation within phe‘;ralning program-
T me e.g. the assessment’of trainees and of VoL
teaching methods ; T

4 . -
. o 1 ot, : <

Chapter 4 dlocusdes Cost-Benefit Analysis. technlques ‘as
. applied to Votational Tra;nlng

. .
]

- -~ - F‘,,Lnall ' ‘\v
Chapter.5 presents an Overview of Evaluation and its . ’
®  Practical Implementatdion. S
. . -
- A nurmber of .papers follow the 0verview given in
each chapter. Their aim is to give practical examples
of thé more theoretical-discussions in the text., Some- -
times- however they develop in greater detail, or present
under a d;fferent form some of the ideas contained in
-~ the main text. ‘
o
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. X , ;
b . CHAPTER 1 .
. ‘h . - —_
THE DOMAINS OF EVALUATION
< .
. . , . .
. In this cbapter we shall consider the various
levels of analysis into which different aspects of the- -~

\«// training system may be ordéred. The problems of eva--
luation ‘would seem to djvide -into ,

M

1.-Methods of assessing learning Y

g N
2, Methods of éassessing the effect of learning kn
terms of tasg performance

-3. Methods of assessing the employm nt outcome for
the individual . .

. ¥ .

-4, Methods of aSsessing'the 1mpact on the employ— -
ment situation as a whole -

5. Methods of assessing the broad socio-economic

. - outcome. ~\\\V/

Thus at the most specific_level are the particular
teaching/learning systems through which skills are
developed. Here a considerable body of systematic techs
nique has been developed during the last thirty years,
and the process of evaluation must reflect this. Beyond -
the immediate learning situation are the worlds of work
and employment out of which training activities ultima-
tely flow., While recognising the integration of these
different levels, it is helpful to disfinguish between
them at least initially in order to keep the practical
task of evaluation within reasonable bounds.

The accompanying diagram (fig.l) represents the
field as a series of embedded elements : the systemfor Y
controlling a ftraining programme is embedded within the
domain of training policy ; the system for controlling
training policy is embedded within the domain of man-
power policy ; and the manpower policy system is embedded
within the domain of socio-econbmic policy Evaluation
can thus beaseen as the operation of th® various feedback
loops (the diagram has been restricted to showing only
the principal, formal loops).

'\\




ERIC

Aruitoxt provided by Eic:

-

Social Result

.

Jay
9] ]

| | Rol
. . -
.
d - — o ,
\ MBnDO.WI!fPO“Cy ‘----‘--------‘
Objectives . ¢
- * N ' ‘
"
- — K e
b Traning Policy ammw
é\,: Objectives % 3’ ) .
- [ Manpower :
[ Succession
s A ] Level of
) 1 Employment
- . ] S «
. '“
. ol
P =}
]
. i :
I
—
pg .
v [ ]
o Urbani
2E Turnover rbanisation
c E Perf Social
E 5 erformance “,‘ GTOUD
- E . San‘s'acnon etc. . conflict ete.
¥
. . ]
Lo I I
[} i I
[ ¢
P !
L M | '
B !
3 .
‘ - ° 1 [}
- § . ]
i I
]
R . I 1
. ! 3
Employment R
Result [}
. 1
- J [
I
]
~ Y
Total Manpower L L LI L LY L d
Result >
S
-
.

»

N G5 G5 S5 G5 G5 SN GD 6B B S5 6N OGN 6N 4D 6N 6B a8 @ o

A T T N T R F g pp——

.
¥

[

4



Genevally speaking, evaluation rollows a time se-
quence across the dirferent domains! Within the inher-
most domain, feedback on the effectiveness of learning
operates quickly - within days or a few weeks - while
the feedback of information concerning employment out-
comes may well take months us a minimum, At the level
% the.manpower domain the elevant information may not
become availablegf{6h years., d this represents a severe
limitation on research in thié area., There is also a
clear tendency for the feedback data to be harder to
define and to obtain #is Rhe larger domains are approg-
ched. By comparlsgg% the dimensions of“relevant outcomes
aye easier to predict ‘in. the internal evaluatlion of a
training programme since the situation is more confined.
But as outcomes develop into the larger. domains they
interact with more “yariables or-a larger period -of
gime. -The result i% that, the evaluation researcher is
wncertain about. wha date to pursue. He less able to

* seek answers to pre-determined quesf{ions andymore
constrained t§wonder .what questions he ould be asking.
he difficulty, shows clearly in the unit$§ of evaluation
whict are apppopriate to each domain. These may: be
- represented hierarchically as : LY

- AR, ’ ’ "
1. factors in 1life : Ve

2. factors in work . A Socio-

. .
fastors in. careers \wﬁkbz
-

in employ-
ment

A8}

)
o)
Man- )
: )
)

Economic

=
e}
ot
O
0

\n
gk}
|93
«Q
ct
o]
"3
mn

2

)
) )
\ 2 powqr )
) - ®)
i skills) Trai- ) ning ) pollcyA\policy
% ning 3 ) )
progr. cy) )

‘__\
On
[
ct

"~

s oin-
perations B
& L
TJledll/, the virious domains of control have as
indi-~ated concerned themselves with particular groups of
factors. In a static situation, this type of division
of labour ma; present nc particular problem. But the
present need is for training to play a part in the mana-
gement of change, and to do this effectively the diffe-
rent levels need to be integrated in practice. Without
‘an effort in this direction there will continue to be
training programmes directed at lmmediate remedies for
immediate svmptoms., Training policy for agricultural
workers leaving the land, for example, has been to pro-
vide in struction drn 1nduotr1al operator sKills, super—

\ .
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vision and management practice. But if these tralning
programmes run concurrently and over a limited period,
they fail to meet the real needs qf change Suéh an
approach may be characterised as a training policy
sblution, By focussing on €raining.a ‘groupi of people
for a group of available Jobs, ,it, fails. to. 1low for th
fact that people and jobs are not static. manpower
\\\Eollcy solution" would be to integrate the various levels
f training over the approprlate time-span. From the
point of'view of industrial 'systems .this allows for the
needs of manpower succe€ssion and from the Tndividual's
pofht of view it recognises that he may. have a career

/’\\* rather than a series of jobs. (
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- CHAPTER 2
7] . . . )
¢
L . I
- EVALUATION OF THE TRAINING PROGRAMME ' .
(a) An overview . Lt : ;
A - Evaluation in ‘the Socio-Economic Domain : 3_ ] .

" In tkis broadest of domains, what should be sought
is most open to dispute, and.what may be achieved most
open to _doubt. The successive interactions of training
outcomgs with othig facbors in the*various domains de-

»

feat any attempt - .eﬁaluate those outcomes in a strictly
cqg;colled fashi o R@Lthe same time, the evaluation of
the ends of trainiiégé?het ate directly to.fhe sphere of¥
political decision.®’" T -
. . A decision to implemenX a certain‘training project

P /jay for example, entail decikions about where people live

nd hence-about housing poliches or_transport investment.
A Less tankible but just as real are. costs and penalties
*//’ arising perhaps from the splifting up of families by age-
group, urban congestion and life-style etc. Are the fami-
lies of inner-London inherently different from Wther
people ? Yet teachers are paid a premidm td.work in
their children's schools.. S , ..
. To take a more directly indus#rial example, if
'workers fight‘redundancy by taking over their factory,
is it worth ihvestilhg government nmoney in-training pro-
. grampmes for them ? Apart from the immediate financial
/conETRerations of expected tPading profit, savings, on
social security payments etc., what value is. to be g .
attached to the: new forms of industrial life’which such
events may lead to ? Or to the '‘Wifference in morale
between men who have saved their own jobs and men who

have been left unemployed. ? =

‘Evaluq%%on of human outcomes faces always the pro-
blem of putting on a common scale the concrete and the
intangible or, at best, the vague and the definite,
Political vision, exercised through -the ndrmal processes
cannot be replaced by any technique which social science :
has to_offer, but the evaluation of. training may be the
means of adding to political judgement'the techniques of

. sogial investigation. Its most’importadt effect T
i 1 &
. -l ) 2
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be not merely to extend the use. of social surveys and
sociological analyses by governmentsf but to introduce
the idea of Planned social experimdnts. Until now such’
"experiments" *have ‘scarcely merit the ndhe, being
precipitated by 1nterests which pre-empt the results.

Consequently, there is generally little serious attempt \-

at evaluation and it is left to historians to present
their results to .a later generation. Neither are small
ilot schemes enough in themselves. Paradoxically, fhe
gestricted project designed to eliminate some of the,
variables may be more difficult to interpret than a
large- scaliﬁprOJect In the s001al fleld as 1n others,
efifects do ot always "scale-up" ~
™ The task in the s001al Evaluation of Vocatlo 1
Training therefore is to pursue - the conseguénces’ ST
<Lraining across the normal divisions betfween pollcy
areas and to bring such diverse instruments as Cost
Benefit Analysis, attitude inventories etc. to bear on
a‘unified investigation of social events. Only by broa-
dening the 'scope of evaluation procedures cap decisions
. reflect the nature of the realities they are intended.
to deal with. The resultants of training actions can
be analysed into econgmic, socialk\nd human components
Having achieved-these distinetions™in prlnciple the
implementation of appropriate evaluation programnmes N
should not be allowed to founder on the obgectlon that
we lack the means to acquire the appropriate data. Zv
Social 1nve§t1gathon will never stand on the same .1 1
as a natural science =waiting for more "scientific"
instruments is \therefore pointless, The determination
to broaden the scope of evaluation is the primary need.
"The techniigues and. instruments. currently available will
supply -enough date to stimulate’ the ?)lltlcal 1mag1na—
tion. . - ,
. . ' 7
The paper by Raven on "Humar/Resour'ces, Theg'
4 Assessment and DevWlopment" raises wide issues as t the
kind of characteristics which shotld be developed‘'in ' -
trainees for our complex interdependent societles: It
discusses the. difficulties experienced by the educatio-
nal system, the motivation of trainees and the social
\ _selection and placement function of quallflcatlons,
i
\ The case-study from Luxembourg.is 2 good example’
,of how a training system can gkcome distorted from its
origihal goals. The study desgribes how it became
necessary to introduce a new Certlficate in Practical
——~ Skill in order to implement "a method of developing
practical skills, manual intelligence and skills for

2 ‘\ ) ,
| ' i9:
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certain profecsions whlch requlre no fancy abstract »
theorettcal Knowlrdge It was found that the existing

- Certificate in Vocatlonal Skills was too difficult for

tantial (up fo 50 %) number of' trainees, deéplte
{ng demand for skilled works. . .

inally a note from Denmark, contrlbuted to the .
seminar by C. Jorgensen argues that training will in

“the future have to pay more attention to educatlonal g TE

. unsatisfactdry. The prlmary need Ns therefore(for

needs, which he enumerates as

(i) Vocational/technical - the need to leardlto use (%
new technology~ . '

(11) The motivatiomnal problem, leadyng to the adop-
tion of Jjob- enrﬁ@hment and job- enlargemenb
schemes ~_

« (iii) The 56ciaL aspect - the ability to adapt to
chunge ; qo new educationul standards.

. *. * i

’ . L

B -'Evaluation in the manpower:pelicy domain : ) -

Slnce the time lag for feedbgck data 1is relatlvely
great in this domain, post-hoc eva vation by 1tse1f_1s

forecasting - technlques puidt up on previously acquir, d;,;y',”,A
data. At !present, fhe necessary data ids not avallab A :
andg, manpower foredasts have been rela&uvely unsuccess
fullX = Even where ‘governments have att?hpted to foreﬁésb
in?the field of publfic employment, thelr predictiors® .-
have turned out to be far from accurate. (c.f. teachers”,,
in-U.K.). A-significant factor contrﬂbutlng to this &
unreliability is technologlcal and soc1a1 change, for “\jﬁ .
instance the oil Qhortage and .consequent undersea dr'llﬁ P
ling, or the increase in air- travel dur;ng the 1960' .
Some of the social changes presently afrqulng the m&g
power system however are known and thelr future effects
can be an%lnlpated . -
i v
There is little détalled knowledge 81 the jo
patterns and careen'gtnuebures that are followed -by mjst
worklng people, So far, classification has stopped a
lists of JQD tltleg and oescrlptlons - another example
ofia strlct "training policy" -approach. o
The baper by. G. Ducray outlines the'grOwing diffi-
culty of matchlng training to employment in 'a modern
society. It reviews the various studles, partloularly
) o .
= : » N
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of 4 macro-cconomls nature, which have bedn carried out

. - in France since 1971 on this problem. Ducfray stresses
the flex1b11xty caused by, the role of the/enterprise in
ch0001ng what technology to

. geneﬁatlng specific manpowef and training) needs.

3\

While broad baseu trdlnlng has its own particular v1r-

‘itues ik terms of the quallt" orffthe individual's lear-
¥ ning, 1% does not g{fer 4 universal safety net. It is
satisfactory neith from She ‘point of view of the

Nt system nor from the point of viey of the

individual learner to attempt tralnlng which has vaguely

defined outcomes. Adult trainees in partlcular respond
sharply to the degree of perceived relevance in a trai-

ning pfogramme. .

P”oadly'based QFalnlng and predictive evaluatlon
in the emplQyment system are essentially complementary
.therefore, nly by increasing dur understane{ng of the
lahpur market can we define the Ye€téssary base on'w?ich
to broaden training for change. .

- R . o

C*- Evaluation within the training peflicy domain

d . Evaluation within the tralnlng policy system has

d implications in two directions. It is a sub- ordlqgte

element of the evaluation of manpower system outgamas

I and it is the ‘super-ordinate context for the eV@Eﬁation
of trﬂlnlng programme results ‘ /i)

T Studies in this domaln fgke as their 1ocu% 1no1v£l\%
ta

duals in the Jjobs for which. they were twalqu i;e da
collected usually ralls into one or more of “thre

f y gories : y <

b\ 1l - Measures of* job competence ; e.g. préduction
records or supervisors' ratings, promotion.
) \ e at :
2 - Measures Of\géb satisfaﬂﬁion or morale ; e.g.
"questionnair
- Mﬁasureb of employment Stdbllltv ; e.g. "sur-
A1val" rate of a groub of tralnees, exit
1“terv1ews _ . -

Category (1) data is aimed primarily at valiﬂating
the oonte%} and method of ftraining, while ca&zgory (2)

22 -

21

adapt to production, theréby

o

cate-

)

, lateness %nd absenteeism records.

{
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and (3) data™are doncerned more with the selection of
trainees for that type of training.

[ * .
The difficulty of drawing the approprilate inferen-
ces from labeur turnover data has already been referred
to. In fact similiar problems arise in the interpre-
tation of cat@gornyl) data. Job performance is one of
the most poténtially misleading sources _of training
validation. It has been found for instance that young
female employees who were fhought to be insufficiently
skilled after training were in fact simply ignoring the
incentive schemeé : they were obliged -to surrender their
wage-packets at home whatever their earnings. Group
production norms are also a frequent determingnt of an
individual's performance, especlally in the case of a
newcomer from the training school. Thus, whether em-
ployment datagis referred upwards to the super-ordinate

-

category (manpower sysfem) or downwards to the sub-
ordinate category (training programmes) similiar iffi-
culties of interpretation arise. -t
+ M . P

The problem of employment data in the context of
- the npower system has been discussed in the previous
sectipn. Data fxgm job-performance can only be inter-

_ preted in the light of the total influences whick act
on an individual performing his job. These inclu
climate of’ the %Qploying organisation, norms and’
expectations othﬁ% immediate work group, 1lncentive |
schemes, quality of supervision and the personal natyre
v ol the trainee himself. The nature of many of these
factors imposes the need for personal interpretation
the evaluator, but certain formal meattfes can be take

in ‘order to indicate what factors may\be significant in
any given situation ’ '

1. Measures-of performance obtained under "training
school" conditions-can, be compared with production
¢ performance. ' Large and permanent falls in perfor-
mance, particularly among previously high performers
indicate the need for an investigation of working
conditions, pay structures etc. .

2., Further evidence may be obtained from comparison

) groups. If persons with similiar training take Jjobs
in different producfion units or in different firms
there may well be differences between job performance
data from these grojps. Indeed it is normally to be
expected tq§t there will be such differences and that
they will often be supsbantial. It is this which has
led training researchers to regard. on-the-job p@ffor—
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“bétween variables (e.g. training method and Job

3 x | ,;\\\ﬁ'~

.
ST

" marice 45 o deceptive cr}terion ol traing%g. alidity
unless it-1s vwell Controlled and carefully intep-
preted. - L

The need for interpretation referred  to here arises '
I'rom the practical limitations of the purely experimental
paradigm. The rationale of experimentation depends -upon
the "control" of variables. That is to say comparative
data- should be available to indicate unambiguously what °
effects are ussociated with what circumstances. All
that is then left to interpretation is the conclusion
that the association is causal, i.e. that the circum-
stances cause the events. [ It i% however, seldom possible -
fo-a&chieve a h¥gh level, such control in human affairs,
Thuis +job perfdrmance spldies Z;i/nOt based on groups of

individuals whg ar entical eXfcept in one or two
specified ways : they are bas on groups of people whose
nature and circumstancef (or woyk, of fraining, of

educaﬁion etc.) differ iN many pays. The need to inter-
pret data 1is theréﬂgﬂb i

easeli so as to account for

" The study by P. Waldman skows how training aimed -
at "versatility" produces very di{ferent effects iR’ two
firms and underlines the essential relativis L trai-
ning evaluation. 1In different qircum%tancesm;???eginﬁ
relationships obtain between segérficially similia
variables. 1In this particula ~study the important
circumstance is the climate ofy\fhe Tirm : it couldw,
equalky be the production system the technology etc.
In any case it is vital that the ci cumstances from
which data arise be taken fully into 'account since it is
only the light of such an account that the relatggnship

rfor-
mance) becomes clear..

I
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(b) HUMAN RESCURCES : THEIR ASSESSMENT AND" DEVELOPMENT

1 - The Scope of the Paper and the Importance of the
ProBgem - \
A AN
I havel been asked { provide a conceptual\paper
on the shor} term evaluation of vocational training.
In order to\do this adequately, it is necessary to set
the discussibn in a wider context, and, in particular,
to set what I have to sag in &he conteAt ol a discussion
of such questions as . "What are the~ goals of the
educdtional programmes which are to/be evaluated ?"
"What are: the students expected tof be able to do bekter
ag .a result of the courses ; What /competences 4re to be
fostered ?" "What is the psychoXogical nature of these
competences 2" "How ‘can thes resence or absence be
detected ?" and "How is one. to find out what the long
term consequences of people having qevelOpea, or railed
to develop, thege competences may be 7'
-~r
Althougn the paper will- be broad in this Sénse, it

’

’ Nlll be very limited in two other .senses. Firstly, it

relates to summative evaluation designed (a) to provide
appropriate certificates for students and (b} to develop
a better understanding of the nature of the goals to be
achieved, the way they are to be achieved, and the conse-
quences which different types $f programme are likely

to have. This inforfnation is %;pected to be of value in
‘improving future educational pMgrammes. - It is not -

- intended to improve the particular educationa. programme
“in the course of which it is conducted. The paper 1is

not gpnperned with the many very useful types of formative
evaluation which could be carried out w1th11 a particular
programme in order to -Bmprove -it. .

Secondly,the paper is limited in the sense that the

main theme of ‘the paper relates directly only to tHe

gvaluation of one sub-séctor ol training programmes,a
sub-sector whieh, at presegg, forms only a minority of
training programmes. This sub-sector is made up of
_programmes intended to Ioster such qualities as versati-
lity, confidence in one's ability to master new tasks,
the ability to learn without 1nstructlod (a very diffe-
rent thing from learning to tuke further formal courses)
and the ability.to build up a picture of an overall pro-
gramme activity, and Sne's paft in the whole, without
having.to;be given detailed instructions.



. rity of programmes at present, they are likely t

In emphasising that the:paper relates directly to.
only pne sub-sector of vocational training it is not
meant, to imply that the“paper’s;relevance t£¢ vocational
training as a whole is j%ight. Exactly the opposite 18
the.case. There are twd reasons for saying this. The

‘Yipst is that cummative evaluations of tht sort which

will be discussed are essential]if educationalists as a
whole dre to break out of the treadmill'situation in
which they!jﬁnd themselves. More will -be said' about

¢his in a moment. The, second is that, although the pro-'

gramme to wHich the paper relates directly form:

* the majority in the future, More and more, our cpmplex,

initerdependent, 'societies -will-desand that pedple\think
widely and responsibly, take personal responsibililty-
for their decisions rather than refer to authority¥ -take
the initiative in starting chains of development, and
monitor the effects of the action so initiated~In order
to takewcorrective-action when necessary. Even today 1
‘ ants_an efficient bus service oge requires. bus

ens whao are ‘able to think in a wide and responsible
fAshion and able to relate effectively to a wide range

f different types ‘of people performing different roles
in society.(Van Beinum, 1968). And one needs-managers
and foremen ‘who habitually consider the soctal implica-.
tions of their decisions. ' '

Let me now amplify the first reason I gave for
focussing on this topic. Let me briefly try to Justify -’
the stateﬁFnt that more attention will have®to be 'paid
to summative, evaluation in this area 1f all connected

. with educatibn are to be able to get out of the highly

‘unsatisfactory situation in which they find themselves.

" At .the present time some teachers find themselves.tea-

ching toward goals they do not believe to be very impor-
tant and neglecting the goals they believe to be mQre

“important .(Raven, 1974).

~ In the next section.of éhe paper. I will explore the~
reasons/for this in more detd -1, and will suggest that
the same thing is likely to happen to those concerned
with vocational-training unless ;ﬁre atterition is paid ..
to evaluation in the areas which ve be mentioned.
: {\)ﬂ\\\

" What I.am suggesting is that..the Qentraﬂ and most’
critical problem in evaluatioh - in the evaluation of
vocational trai: g and in the evaluation of efducation in
general - is the prcblem of specifying the'naqﬁre of, and
developing the meqins with which to assess, the competen-
cieswhich it is most important that schooij and vocatio-

<

o



‘nal fralnlrb proﬂlxr v 5. should be concerned with rfoste-
ring. - . o

. . R S s
In the course of the paper it will be argued that
it has been the failure or educa t ionalists to tackle
this problem ir the pd3t which has led to everyone con-
nected with efucation - and not.just teachers and
.pupils - being Ql%tIQCteu from the goals they consider
most important and to their focussing on goals which are
less important. -m;' w . .
) In sqylng thiat not only teachers and pupils have .
been affected by failure to tackle.this problem 'mv lntep-)
= tion is to draw attention to the fact ithat vast areas of
social volicy have beerl affected-as well : grossly mis-
guided attempts have been made to counter poverty,»social
disadvantage, ‘and unemployment. precisely because educa-
tionalists have failed to consider theirs goals, the way
' i'n which they are.to be achieveds;. the way their achieve--
ment is to be asSessed, and’ the consequences of th
competénces . developed”to" ‘the 1nd1v1dua&s‘eoncerned agd
g the sopLety ln Wthh theﬂ llve . b

- Ir thlo oltudtlonrlu to be rectlfled it seems to Me
that we mustfdewelop wayd of” evaluating Progress towards
the goals OI'_ by tiep ‘which really are the most impor-
tant goals:, And : ems to me - and I have getrieved a
certain amount of evidence .tof back uo my positioen from
literature - that the -teache?fs, pupils, ex pupils and

\ parents thaf I~havé 1nterv1ewed are quite right when they
say that these goals include fostering such qualities as
the ab™ity to work with others, initiative, and cont¢ern

work €ffectively for the- ‘good of the communlty in
which we llve. e .

N b

“For reasons whi:zh I will digecuys “ﬁbment it
sgems to me vital that, if the sltdétlon I have descrlbed'
.1s to be rectified, und "if the same distortion is not to
occur in the section of education concerned with vocatio-
nal training, we must, in thinking abomt evaluation, and
"in carrying out evalqgtlon exercises, resist the tempta-
tion to retreat into measuring progress toward goals’
which, while casxer to measure, are less 1mportant -

We mudt resist this temptation because, in splte of
the apparently innocuous nature of a decision to follow
this path, the decision is, in f&ect, '};ﬁeclslon of im-
mense 5@01ologlcal significance. It bn;ng% in its train,
as surely as nlgh@ follows day, a whore”hostrof important

5001al conseguences., ;V.
€y -«

B &~
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, Failure to resist-the temptation will result in
educators, occupational selectors, staff developers,
organisdational devélopers, and policy makers who.deal
with issues ranging from regional development to/civil'
rights, focussing on the goals of education, and on thé
human resource qualities which are assessed, and gearing
their policies and thinking to those gualitie$, and

.. those qualities alone. As a result they will necessgrily

neglect to focus on, foster, and consider, the characte-
ristics which.are ruyally the most important from the
point of view of impgroving society as a whole, the orga-
nisations concerned, and the lives of the individuals
directly involved.

2.~ .The Soczial Functions of Qualifications

9

I have jwsSt stated ? The processes just described mrise
from the social, not the educational, functions ‘performed
by educational qualifications. Teachers and pupils are

in fact>well,aware of the social selection and placement
functions of gualifications, but the% havesrarely consi-
dered explicitly the implications of "this function for
their own behaviour. Even less frequently considered:
are the implications for the interpretation one -places
on the mushrooming demand for edycation .which we have

witnessed over the last quartef of a ééngyry.

Wh:;fffe my reasons for arriving at the ¢ lusion

b

Educational gqualifi<cations perform_thé function of
allocating people's life chances, and leg#timising the

’ way in which the flow of individuals into privileged

positions in society is regulated, regdrdless of the
value of the actual content of the programme on which
this certificatdion is based. In other words this func-
tion is performed without any regard at all to the .value
of what has been learned in educational programmes. As
a result, the level.of demand for qualifications -
wheéther that demand is expresse€d By students or by pros-.
pective employers- - cannot be treated as evidence of the
need for.educational programmes. It may be evidence of
the need for aqlegitimated allocator of -life chances,
evidence of the need for changes in the institutional
structure of society, evidence of the need for. economic
growth, or .evidence of the need for a re-disgribution of

wealth. But that is another matter. In and of itself

such demand cannot legitimately be construed as evidence
of the need for the skills and competencies foster-d in
the programmes forAinch theré is a demand.

»
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It is this selection and placement function of
educational qualifications which has led to the over-
‘whelming growth in demand for education which we have
witnessed for the last quarter of a century. This demand
for ‘qualifications has risen unabated by the fact that
the competencies fostered in those programmes were not
the competencies which were, in the opinion of the tea-
chers, pupilwm, ex-pupils, and parents involved, the ones,
which it was most important to foster, and in spite of
the fact that there was scant evidence that they would
lead the individuals concerned to be able to perform
their jobs more effectively or: to lead their lives with
a greater sense of fulfillment and‘satisfaction. (Berg,
1971, Jencks,, 1973, Raven, 1973). :

The fact that certification -!and therefore the
selection and placement functions” of educational qualifi-
catlon - was based on the attainment of the goals which
were €asieSt to assess, although the importance of these
als was widely-questioned, meant that teachers and
students had to focus on achieving the goals which were
.not assessed but which were most important. Had these
teachers and students spent their time working toward
the mo®e important goals, the students' life chances,
and the teachers' reputation, would have been jeapor-

" dised.

s . <

Confronted with ever increasing numbers of
"qualified" applicants, emoloyers reacted by raising
their entry "requirements" - still specified in the same
terms - ther-:y; adding fu€l to the fire.

, Employers, like teachers (who also knew that there
was something very wrong with what was happening in the
educationgl system, even if they could not quite put
their finger on it) continued to play their part in this
conspiracy with some degree of soul searching. Although
they often knew in their hearts that the criteria on
which they based théir selection procedures were not
those which were really the most important from the point
of view of performance, reliance on the criteria they
used at least enabled them to avoid the accusation that

\

they were favouring the sons of friends, or those who N

had "respectable" backgrounds, over and above ‘those who
came from less prestigeful backgrounds.

If, therefore, we are to make much progress in
assessing the need for training programmes, we would do

$ ' -

kS
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well to treat stutistics relating to student demand for
courses, or whlch deal with employers "requirements”,
w'th cuspleiorn. -

More thainthat. In any attempt to evaluate the long
term effects o! training progrzmmes we must attempt to

separate out the consequences which arise from the skills

developed in the courge of those programmes from the
consequences of certificagion and placement itself. If--
this is to be done - and this 1s the point I have been
leading up to - we must be able to assess the real -
human resource competencies - or incompetencies - foste-
red in the gourse of educational programmes in the short
term. We will return to a discussion of the nature of
these competencies and the way-in which they are to be
assessed in 2 moment. But first, I would like t0 have

a brief look at one more issue. ’

3 o~ The congept of Continuous Education -
RARS * )
I7 the arguments previously put forward are accep-
ted, it is necessary to seriously re-examine the thinking
whicnh has penetrated official reports-on ,the future. of

‘education such as the Fauwre report. The, radmittedly

imperfect, eviicrice collated by, the suthors mentioned in
the last '&yction strongly suggests that formal educa-
tional qualificacions correlate neither with job. perfor-
mance nor with performance in f{urther formal courses. It
is therefore important to seriously question whether what
is needed in the course of life-lonig education is further
formal courses of the traditional sort or whether some-
thing very different indeed is required. The sort of
cganges which may be needed can he illustrated by taking
a’'few examples.- Teachers generally assent to the propo-
sition that they wish to help their students-to "learn

to learn". However, further probing reveals that by this
they normally mean that they wish to 'help their students

“to learn how to take further formal courses: As an aside

it may be interpreted that Berg's work suggests that they
are not even successful in achieving this very limited
objective. 1In contrast, what they might mean is that.
they would like tb teach their students how to make their
own observations”: to learn how to learn without ins-

truction. This might be an a}together more useful quality

for pupils to develop.

"help students to learn
uestions would arise
aqbe?s at/present seek

. \

29 o ’ )
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I{ this were what the phras
how to learn" meant a number of
(a) through what mechanisms do

+



' to help their students to develop this ability 2

(b) where is the evidence that their students do develop
this quality ? (c) how might the presence of this abi-
lity be more effectively assessed ? (d) through what
sort of programme might is be better\fosteyed ?

4 - What Qualities might.Students need td°develop in the
Course of Training Programmes ?

© The discussion in the last paragraph may be taken to
imply that one of the gqualitles students may need to o
develop in a course of in-service training might be "the
ability and the willingness to make one's own observa-
tions and learn without instruction". But how do we
know whether this 1s an important quality for partici-
pants to develop ? An impressionistic analysis of the
gualities required -to perform well in the Jobs entered
by school leavers, supported by data collected from pu-
pils who left school five years earlier, will be pre-
sented. This analysis and data supports the view, shared
* Py the vast majority of teachers and pupils, that the
main goals of education should be to foster such quali-
. ties as initiative, responsibility, decision taking
ability, Judgement and*forecasting and planning skills.
Attention will also be drgyn to the evidence suggtsting
that trEse qualitdes ar‘é%sential to the effective :
performance -of jobs as distinct as driving a bus (Van
Beinum), by medical practitiormrers (Taylor), by managers
(Egan), and by researchers (Taygor). Finally attention
will be drawn to the fact that assistance in developing
these competencies 1s particularly required by indivi-
duals undergoing promotion- (eg from researcher to -
research manager) and not only by individuals who find
themselves out of work for one reason or another. T

¢
This discussion leads to three conclusions :

»

a) That the qualities to be developed through educational
structures, beth child and adult, are more in the '
realm .of develbping qualities like the ability to work
with others, the ability to understand social institu-
tions and-get them to work effectively, and the wil-
lingness and the ability to embark on a necessary
course of action without knowing &11 the steps to the
goal in advance, but equipped with the ability to,
monitor what happens, learn from i%t, and take correc-
tive action when necessary, than it is to develop the
ability to manipulate mathematical equations, or a
brake, clutch and accelerator.

20
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b) The number of people who need to be provided with
opportunities togdevelop such Qualities greatly
exceeds the numb}r of "unemployed"

¢} The structures required if people are to develop these

abilities differ grexztly from the educational struc-
tures to which we have grown accustomed in the past. it

- 4

5 - What is the Nature of these Qu@lities ? f

If courses dlzected toward developlng these quali—
ties are to be provided and assessed we need to know a’
great deal more about their nature. After all, teachers
at present consider that the development of these quall—
ties 1is the main goal of education, but they say that,
in practice, they do little to foster them and that out—
comes in’this area are pitiful. fﬂ : ,

In. the main paper it will be argued that these
gualities are best thought of, not.as abilities (such as
intelligence or mathematical abllltY) but as mofivational
dispositions. In other'words the defining charaeteris-
tics of these qualities is that the individual engages
in them spontaneously ; they represent the willingness to
use such abilities as one ‘has to achieve a valued-goal.

If we are to understand their nature {or. index them) we
therefore need to understand two components of human
behaviour which have received scant attention from psy-
chologists or educationalists in the past. They involyve
understanding values and understanding qualities which
enable an individual to organlse his life to achieve his
valued goals effectively. ‘A detailed discussion of
valued goals and of the components of competence (whieh

have been hinted at above) w111 be presented.
3

6 - How can these competencies be fostered ?

It follows from what has been said in the last para-
graph that fostering these qualities Anvolves providing
people with opportunities to clarify their values and

- with opportunities to practice and devélop new styles of

behaviour which-will enable them to achieve their valued
goals. The  -former may best be -done by presenting them
with research data (most of which.we do .not have), while.
the latter may best be done through such things . as.role
playing exercises. ' ‘
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7 - How can, these qualities be asses$sed ?

If it is true that these qualities are best thouyght
of as motivational dispositions 'it.follows that the
techniques of assessment which are appropriate are those
appropriate to indexing motivational dispositions. 1In
.other words, it is necessaty to find out whether people
show a spontaneous tendency to engage in the components
of effective behaviour. °“This c¢an only be done if we
know which goals they value, for they would not be ex-
pected to engage in these complex gttivities in relation
to."goals- they did not value. Teiyéers' failure to ask
whéther students value the goal toward which they are
expected to work may account for the poor predictive
validity of the assessment§ teachers make once one gets
beyond the next stage .of education. 'In otheér words a
"pupil may display few of these characteristics in rela-
tion to performance at mathematics (and hence do badly
“at it) while being able to display many of them in rela-
tion to a goal he does’ value (such as football). .
Furthermore if he later comes to value performance at
‘mathematics because he needs' it to achieve a goal he
values he may come to do very well at selected branches
of it (Berg 1971). Stevens (1960), Bernsteln‘(l97l) ‘and
the author have shown that the majority of secondary
school pupils see little point in their school tasks
other than as a route to galnlng certificates which will
act as passports to high status occupations. ' When one
" also understands that many of them do not value entry
to. these high status occupations, the lack of "motiva-
tlon so 'often commented upon among secondary school
pupils comes as no surprise.

A particularly fruittful way of establishing whether

. people are willing to engage in the patterns of thinking,

feeling and behaviour:connotated by such terms as ini-
~ tiative, independence, and responsibility may be to ex-
" plore the c¢onseguences they anticipate 1f they were to
engage in these activities . (Raven 1973). It may be pos-
sible"to e licit and asgess these anticipated consequen-
‘ces more - -successfully following the methodology developed
by Fishbein (1968). Such assessments should reveal

. a) The strength of an individual's willingness to engage
in these behzviours in particular situations.

b) Problems which woeuldyneed to be tackled in in-service

courses. An indiwidfial may need research data to
demonstrate that certqin conse@uences do not follow

32

33



.h
from engaging in a particular type of activity ;
alttrnatively he may need assistance in developing
styles of behaviour which ensure that the currently
correctly anticipated consequences no longer follow.
¢) Changes which may need to be made in the organisatio-
nal climate of the employing organisation if such
behaviour is to be released : if an individual belie-
ves that the consequences of displaying initiative in
his firm will be his dismissal (and many people do
believe this) then it would behove the firm to re-
examine its promotion procedures. A recent study .,
showed that the army were in fact promoting people
who actually possessed most of the gualities gpey
explicitly recognised they did not wish to favour.

v

" 8 - How can the Conseguences of these Qualities be

assessed ? - \ | ,
The consequences of having developed or not deve-

10ped'these qualities deserves to be studied ut three

levels : (a) for the pattern of life accomplishment,

way of 1life and pattern of life satisfaction and frustra-

tion of the individual concerned, (b) for the organisa-

tion in which he works und (c) for the society in which

He lives. . .

Different methodologies-are uappropriate at these
three levels. However, perhaps’ more important, the
consequences will differ depending on the institutional
structure of the organisation and society in which the
individual lives and, works. Attention will be drawn to
a number of organlsatlonal and community climate varia-
bles which moderate the effects of these motivational
dispositions.

9 - What Alternatlve ways of Fostering these Quallties
might there be ?

As was indicated in the last paragraph, the
institutional structure in which an individual lives and
works has the potential to release or frustrate these
qualities. It also has the potential to foster them.

- We earlier spoke of the need for training programmes to
concentrate on fostering such qualities rather than on
specific occupational skills. We also draw attention to
the fact that 4an enormous number of people could be
expected to benefit from. such programmes. The paper
will conclude by remarking that some ways of organising
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firms, some ways of organising regional devélopmehﬁ
programmes, and some ways of organising community develop-
ment programmes, would be expected to have a®much more
beneficial effect on the development ofy theae glialities
than other ways of organising these things. All will
have an effect. The guestion is which ways of organi-
sing these things have what effects on the human resource
-competencies of the population - on their perception of
the institutional structure in which they ¥ive and work,
on their expectations of their own role in relation to
that structure, on their expectation &s to the role of
others, and on their willingness to take on themselves
personal responsibility for engaging in patterns of
behaviour which are socially important. 1In the end the
Social Fund might best be spent, not on running courses,
but on enabling organisational and. community polic1es to
be carried out in such a way that people learn "on the

~ jobv

10 - Summary : The Evaluation of Vocational Training
Programmes, Staff Development Programmes
and Organisational Development Programmes

The implications of what has been said in the course
of this paper for the evaluation of vocational training,
staff development, and organisational development pro-
grammes may now be summarised.

-

.

(I) There is an urgent need to focus more explicitly on
the sort of qualities with which we have been pri-
marily concerned, that is to say on human resource
competencies, on motivational dispositions.

(II) Since these qualities involve a values component,
any attempt  td foster .them more effectively must be
based on better research data on the personal and

socifll consequences of people possessing, or not

pos?gssing, these characteristics when these people
live and work in different institutional structures.

(III)If we are to develop effective ways of assessing

“these qualities we must pay attention to the fact
that it 1s their self-initiated, spontaneous, nature
which it 1s most important to assess. The critical |
feature of these qualities is not so much whether
the individual can engage in thenf as whether he
tends to do spontaneously. We must think of them as
motivational dispositions.. The methods to be used
to assess them are .therefore the methods appropriate
to assessing motivational dispositions. There is

| ( 34
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therefore a great need ror a substantial increéuase
in investment in reseurch and development in this
arey.
..)1
(IV) Means of assessing these qualities are essential,
not.$nly in order to evaluate vocational training
programmes, -general education programmes, and
staff and organisational development programmes.
* “ They are eesential pre-reguisites if an e whose
work impinges on, or involves, these quafiities, is ,
t6 be. able to pay attention to them. Ir/other
words, it is,dssentrgl to develop means of asses- L\\
sing these qualities if teachers, pupils, instruc-
tors, rstudents, personnel managers or organisational
develgpment consultants are to get recognition for
their efforts in the direction of fostering these
qualities, encouraging their staff to display them,
- developing regional policies which will encourage
them, or taking their existence and development
intb uactount in social work.Without meusures of
these qualities all these groups of people will pay
attention to the qualities which are assessed, less
important though they may really be. It will be
- only for fostering these that they will get reco-
gnition, and these less ilmportant gqualities alone
will figure in the research studies on which policy
i5 based and in the discussions of hard-nosed poli-
cy makers who are only prepared to talk about real
{ (ie detectable) gualities, rather.than the numbo-
jumbo of trick cyclists. )

It is not even possible to assess the long term
effects of vocational training, general education,
or staff or organisational development programmes
directed toward these goals without measures of
these qualities. Without such measures, the effects

L ’ of training programmes will be inextricably bound

upywith the effects of the social selectidn=and

placement funcfion performed by educational creden-
tials. To carry out an effective long term evalua-

tion one must first be able to detect short t&m

differences. :

.o

—
<

~

P P W
(VI) The long term consequences of people possessing, or
: not possessing, these qualities will vary markedly
with the nature of the institutional structure.in
which the individuals live and work. The evaluation
of training programmes directed toward fostering
these qualities therefore implies the development
and use of better indices of the nature of the -
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institutional structures in which individuals live
and,work. ‘ v .

(VII)The most eff¥ctive way of fostering these qualities
may in fact bé through the use of carefully struc-
tured staff development, communlty deV%lopment and
regional development programmes. To be effective
these programmes would have to be explicitly desi-
gned to place people in situations in which they
would develop these qualities, *and which would
encourage them to engage in. relevant styles of
behaviour. ThlSLpOSSlblllty should be carefully
Studied in any vresearch programme which might be
initiated.
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. (¢)THE 1NTRODUCTION OF THE CZRTIFICATE OF PRACTICAL SKILL

A Case-studx'\ ' .

(a) Background

It has been the consistent policy of the Ministry
of National Education, which is responsible for vocatio-
nal trarnlng, to give our country

(1) a modern educational system,i.e. a diversified and
graded system permitting both the best possible guldance
of trainees and the best possible general and vocational
training according to the actual needs and the employment
prospects of our national economy.

. A serious effort has been made to base as much voca-
‘tional training as possible in the schools and to coordi-
nate the various types of training clearly and systemati-
cally. With the consent and cooperation of the trade
chambers and .both sides of industry the Minister of
Education hds’ completely and systematically’ reorganlzed
the training programmes w1th the follow1ng aims
(1) to raise the general standard of profe331onal

* qualification and increase the technical. capac1ty
of the candidates

(2) to guarantee at the same time a humane, social and
cultural training for our semi-skilled and skilled
workers

(3) to allow continuous vocational and social advance-
ment of the candidates

(4) to keep up with the increase in technical knowledge
in all fields. ?hlch calls for new qualifications,
more exten31ve training for all professional acti-
vity and a more subtle and wider range of functions
and levels of training.

N - The role of vocatig;a(ﬁtraining appears in a com-
~ pletely new light :

- firstly it has -to provide future craftsmen and skilled
wor/ers with solid basic training on several levels ;

{1) Luxembourg
- ©y e
L o
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- secondly trzlﬁte< must be classified according to their .

prospects and their ambitions ;

,
[

- lastly vocational training must be used to the full to
guarantee success b0 young people in their chosen
career by giving them the best possible training for
their profession.

This obviously means that two requirements of a
modern economy clash with each other at school level

{(a) growing demand for technical knowledge (qualitativé
requirements) .

(b) demand for a ﬁp@rea51ng number of skilled workers
(quantitative /requirements), .

The number of failures has in facf increased with
the growing intellectual demand on tralnees One effect
of the reorganization of technical and vocational trai-
ning has thus been to limit the number of trainees who
meet these new demands. This is obviously in the inte-
rests of ‘neither the economy (increasing need .for
qualified workers) nor of the trainees and their parents
(social ambitions). :

(b) Aims " RA:)

-

There can be no doubt that childrern vary naturally
in their intellectualt*and practical ability. Should a -
Minister of Education therefore concentrate on a pro-
Lressive system of training (which may even be called
avant-garde in certain respects, an elitist,i.e. a
Jhighly intellectual system and completely. ignore those,
who can no longer keep up with the more demanding new

system althpugh they have the necessary practical skill.

for carrying out a.given profession because they laehQ\
the ability to assimulate the theorftlcal abstract
knowledge reldting to it °? .

We feel that a Ministry responsible for the educa
tion of the whole country is under an obligation to se{
up methods of training schools and institutes for deve-
loping thé quality of the population as.a whole, inclu-
ding the physically and mentally handicapped, and not

vmerely the 1nte11ectua1 e11te .

And it would be extremely strange 1f there Were no
room in the multitude of vocatiogal btraining methods fog
a .method of developing practical skills, manual e -

) - 38
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inteiligcnce and skllls for certain professions which
require no funcy ubstract theoreticul knowledge.

simply sent home, dismissed om our schools after-a
painful struggle from faillure to fuilure without any
gualification, when our economy and especially the craft
trades are crying out for labour ? The Ministry of
Education, in agreement with *the Chamber of Trade, has
therefore decided to divide craft apprenticeship into
two systems : an overall system leading to the certifi-
cate in vocational skills (CAP) and a practical system
leading to the certificate of practical skill (CCP).

Should pupils who cannigémeeﬁ the new demand be

(¢) Training programme , N

-

- A. The normal method leading to the CAP passes through

the centres of technical and vocutional edugation and
consists of a jolnt seventh year at thegage of twelve
(after six years of primary education), an eigith year
which serves as u observation period and a ninth year
when the actual vocational training begins: The follo-
wing sectlons are already in operation : metal, wood-
workinQ: painting, hairdressing, clothingtrade, building
trade, food industry and graphic art (printing and
photogmaphy ). ’ :

At the end of this preparatory stage, trainees take
an examination and then go on to the apprenticeship
proper. The examination is divided into a .general
theoretical section and a vocational section consisting
of vocational theory and practical training in the pro-
fedsion chosen. School marks account for a third of
the results. ’ ‘ ' o '

N inees who pass both parts of the examination
have thelx appreriticeship reduced by six months to onece
year, depelnding on the trade.

During the apprenticeship itself .their vecational
theory is reduced to four hours_a week for two years 1if
they have chosen a three year égg;enticeship and for
three years in the case of a three plus two or four year

apprenticeship.

Trainees who pass only the vocational part of the o

examination also have their apprenticeship reduced, but

must in addition to the four hours of vocational. theory '
L3 .

, ’ ‘ Sfjg o

10

The ned method of training was introduced in 1969/70.
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attenu relfresticr cources in general education so that
+  they can repeuat this .psrt of the examination. <
Trainees who pass only the general part ot the «
examination can either repeat the whole yvear or begln a
normal appreriticeship., Together with trainees ,coming
from continuation courses they.attend speciual classes
in vocational theory (four hours a.week) during the ffirst
‘year of thelr apprenticeship, So- hat’ they cun repeat the
vocational part ot the transitiondl examination. If they
succeed they will folloy the normal classes but will be
.one year behind their year of apprenticeship. Tralnees
who 11l the whole examination can elither repcut the
"last yeur or 'begin a conventional apprenticeshib. In
this g;seﬂjhey, tpgether with trainees wighuhave come
from the ‘continuation classes have specié{‘classes in
. yocational theory (rour hours a week) und receive general
educutipn in thelr spare time so that they cun take the
Zwhole of the transiticnal examination-again,

In tuture_all candidates for the CAP will have to
have pasted this transitional examlnation.

Trainee uppréntices in the accompanying cluasses
preparing for CAP (10th, 1lth and A2th year of part-time
education) must pass uan cxamination before continuing.
It they fail they may eithér, :

(a) fepeat the yeur which will automatically-extend .
their apprenticeship contract by a corresponding
period ; '

(b) or trunsrer to the training for the CCP which will

r allow them to pass on to the fqQllowing year. o

‘ ‘ ' N
The examiriution it vocational theory at the end of "(“
the apprenticeship will cover only the syllabus for the

last scnool year. : : '

In order to improve .coordination between school and -
workshop, the examining boards will act as supervisory
committees for each branch. In addition representatives B
of the schools will sit on the committees sat up to
assess the results in the examination in vocational
theory and the practical examinations at the end of the’
apprenticeship. : i T -

v
i Apprenticeship leading g0 the CAP is intended for

« ‘trainees who-are suificiently intelligent to absorb and
assimilate theoretical knowledge, and to allow_them to

v s - ~ A9 . - '
¥ [2 X
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continue their studies to obtain higher qualifications.
It is the normal basis for qualifying as a master and,
under certain conditions, .as a téchnician or even an
engineer, .

It should be emphasized that the ninth year is the
first year of a system of apprenticeship which gives
successful trainees the fcllowing advantages

1 - as they begin this year of study after eight years
of primary school, they finish their vocational
fraining six months or.one year earlier than appren-
tices who begin after they leave school ;

'2 - they obtain a solid basic training for a whole group

of careers which will make it easier to learn one of
this group and to change Jjobs later if necessary ;

%3 - the general lebelvof education in this and subsequent
years-1is higher and therefore more profitable to the
trainee than the level of the accompanying classes.

An apprenticeship along these lines is also possible
for trainee salesmen, storemen and decorators.

B - Conventional apprenticeship leading to the CCP.

Apprenﬁices who choose this method are attrécted by
direct entry into professional 1ife-for socio-economic
reasons or because they are not adapted to the traditio-

.nal school system. 1In principal the CCP is only an

immediate outlet into working life. It is basically
intended for less gifted trainees or those who do not
wish to receive theoretical training beyond what is abso-
lutely essential for a good workman,
Apprentices are normally recruited among pupils
coming from .complementary educationsand those in vocatio-
nal training who huve failed the éxamination leading to
the CAP. In addition classes will be organized to allow
gifted pupils to transfer to an apprenticeship leading

" to tHe CAP.

Apprentices intending to obtalin the CCP myst sign
a normal contruct of apprenticeship for the chosen career.
The accompanying courses will be onganized taking the
career irto wccount in order to teac¢h the trainee voca-~.’
tional taeory in a concrete fashion. They will be opga-
nized by 4 sroup of firms, by chambers ef trade or by

.
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the Ministry of Education either as weekly courses (day-
release system) or as periods of theoretical training
covering several weeks a year (block-release system). 4
The practical part of the final examination for the CCP
Wwill be at the same level as that for the CAP but the
examination in vocational theory will be comblned with
the practical part.

Special classes will be organized in order to allow
holders of the CCP to take the theoretical examinations
at a later date and thus obtain the CAP. -

This method of training meets the economy's need
for skilled workers and also meets the social need. It
allows the recruitment of a necessary and useful labour
force and at the same time givés manually gifted young
people a suitable vocational opportunity.

_ Training leading to the CCP is therefore a complete
and coherent method of training meeting all the demands
on which our concept of vocational training are based,

by which we mean apprenticeship and the assimilation of
specific knowledge, regardless of thelr nature and level,
which a person must acquire in order to enter vocational
life or to improve: himself.

The CCP gives this specific knowledge : the practi-
cal exaWination is the same as that for the CAP, and the
theoretical knowlédge necessary for good work 1s also
examined but not in an abstract bookish form.

Furthermore the CCP is a stage towards the -CAP.
The candidate may at any giveun moment expand his theore-
tical studies in order to obtain the CAP. Evening
classes for this purpose began in 1974.

The CCP is an innovation in the field of vocational
qualificaticns. It arcose from three basic preoccupations
of the Ministry of. Education
(a) to meet the increased need ﬁor highly skilled workers

 and thug to reorganize the CP and the master's
certificate ;
(b) to meet the need for large numbers of good workmen ;
(d allow as many young people as possible to obtain a

vocational qualification giving them appropriate
chances in their chosen careewx.

42

43 - >



O

ERIC

Aruitoxt provided by Eic:

The CCP should be seen as the culmination of a
normal training period in the first degree of atwreal
vocational qualirication.,

A diplomginormazlly fiurnishes proof of a normal

training. The ‘value of & man on the labour market. de-
pends on his gualiricutions!

It is thercfore in the worker's owh interest to
cbtain a diplomu, ecpecially oreapproved by the State.
Many of the less gifteda rind thi& impossible because the
levél of knowledge required is out of their reach.

Regardless ol his talent, it appears normal that
every mun looking for a vocational qualification must
pe able to obtain a diploma, provided he makes an effort.

There must however be final or intermediary diplo-~
mas at every level of knowledge or skill. For this
reason we divide each level into stages, each with its
owrni certificate or diploma. The stages in vocational-
qualification in Luxembourg are as follows :

1. certificate of practical skill (CCP)

2.(a) certificate of voecational skill (CAP)

(b) certiricate of vocational education (BEP) equiva-
lent to the CAP but obtained after a completely
college-based tralning

3.(a) master's certificate ‘
(b) technician's certificate

t

i, Fngineer's diploma.

(d) ‘Control of results

Before the CCP was introduced betweer, 36 and 48% of
21l traineces failed their final examination.

The percéntage_df failures was reduced by 25% in
1970, 18% in 1971, 11% in 1972, 3%2% in 1973% and 31% in
1974, :

Objecbions;tb the CCP rall into three main groubps

< ) Lo - ) ’
(I) 'The CrP is a,method of training on the cheap by
which the capitalist bosses can easily exploit un

. 5134
AN

- - 43



O

ERIC

Aruitoxt provided by Eic:

untraine.d lubour force. .

One may reply to this that the opposite is
frue - which would moreover explain the bitter op-
.position of certain "capitalist bosses" Two thlngs
‘are possible if we do not introduce the CCP
either we lower the requirements and standard of the
CAP (which is againut our views : we want to.obtain-
and the trainees themselves demand it - complete '
equality between the CAP and the.final examination
from full-time schooling). 1In order to obtain this,
the level of the CAP must be raised ; either we
leave %0 to 50 % of our young people without any
vocational QUallilcatlon ending in an official di-
ploma or we introduce "2 new stage.

Obviously an unqualified worker can be more
easily exploited than a man with an official
diploma (CCP).

In modern vocational training there is no dis-

tinction between the elite and the others. There
are only long and short periods of trainingc

(II) By introducing the CCP the Ministry of Educ;tidn is .

neglecting and ubandoning the cultural education of
a large number of our young people who-are equally
entitled to general education. -l

Tnis argument is not valid since all trainees
studying for the CCP have had at least 9 years of
general education, 6 years of primary education
and 3 years of complementary education in which ge-
reral subjects occupy a large part of the timetable.
We must also reject any argument insinuating that
sur primary school teachers are incapable of giving

A valid general education.

Voluntary day and evening courses are available
to 21l those who Wwish to complete their general
education.

“Our aim i35 to allow all those with restricted- - - -

powers of assimilutior to obtain at least a minimum
voc*tlonq1 qualirication.

The C”P is the only way in which some children
of foreign workers can.obtzin a vocational qualifi-
cation becualuse their lack of knowledge of German and
Frencihh prevents them at first from following the
theoretigal education. When they have obtained this
knowledge they can later tuke evening classes and
ovtain the CAP.



.

(III)The tinal argument and the only one which really
worries us, concerns the attitude of young people
and their tendency to choose the easier option if
tney have the choice between two methods of appren-
ticeship.

i Some young people probably do think like this.

It should, however, also be considered that

the parents also have their own views and we have

~noted that parents tend to make their children go
in for the longest period of training leading to

_ the highest qualification. There 1s always a gre:.t
fuss if a child has td be removed from a class be
cause heé is unable to keep up. We have therefore
‘decided that trainees taking the CCP should first
of all follow the CAP class and not be admitted to
the CCP except if the school board so advises.

The introduction of the CCP'thus appears a lo-
gical conclusion for the tconcept applied when tech-
nical and vocational education was reformed. It is
purely and s$imply the corollary of the raising of
‘the level of the CAP, the master's certificate and
the technician's certificate.

Other possible solutions are

(a) the CCP should be reserved for those who pass
only the practical part of-the CAP examination.
They should however, have followed all the
classes, including those in vocational theory,
for three years ;

(b) a common basis should be introduced for all
pupils until the end of compulsory schooling.

»



(d)GENERAL OBJECTIVES OF VOCATIONAL TRAINING FOR ADULTS

N ’:',\/ .
\ ) ' .

The aim of this section is not to describe nor to
prescribe- the .general objectives of vocational training
for any specific cduntry. It should be emphasised that
vocational tralningﬁgannot be considered in isolation. .
The general aims of Vvocational training can only be for-
mulated in the framework of the overall social and econo-
mic goals of the country concerned.

It follows therefore that it is not possible to
rank or assign priority to the different aims of vocatio-
nal training systems in the different members states.
This ranking can ®nly be carried out once the social and
economic goals of the country concerned are defined.
B L] [ 3

However, dt should -be recognised that there are
important economic and social similarities in our coun-
tries and that an attempt to systematise the relationshop
between these overall economic anfl social goals and the
goals of vocational training may be useful.

I °hqu1d perhaps stress that by general objectives
I mean the overall aims and obJjectives of the total voca-
tional training system. By specific objectives on the (‘
other hand, - I mean the concrete aims of a particular
fraining coUrse, which are specifically concerned with
the future employment of the trainee or with %®he situa-
tion cf a particular group of frainees.

- Tr.e development of a coherent system of adult voca-
tioral. training is of rather recent date. If we accept
the need for a coherent system this will be.established
.by reference to two.factors :

1) the changing structure of "the labour market -

2) technological change which on the one hand diminishes

. . the number of Jjobs for unqualified workers and on the
other hand, transforms the work-situation for the
individual worker, so that retraining becomes neces-
sary in order to exploit effectively new techniques,
machines and materials.

These factors which are present in all member states
are or'ten not only considered to be important motives

T
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benind the vocational tralnlng of adults but indeed to
be the onty ones. That is, the general obJectlves of
voeat Jonul Lr ,nlﬁ" are

1) to fight unemployment which will occur if training is
not carried out .
2) to produce a labor Tofce which is able to carry out

-

the new techniques ~alled for. ~ .

. With only these objectives it may be possiblc to
reduce training tc short practical courscs with a rather
narrow content and aiming directly at the ex1stﬂng em-

ployment outlet. The fulfll ment of theé objectives
mentioned, to fight unemployment and to produce a labor

‘force adapted to the new technigues is of course neccs-

sary but it may be asked whether these objectives seen
from the vicw point of both the labor market and scclety
are really =ufficient to ensure eflfective vocational
training. . .

~

It is generally accepted, I beclicve, that the chan-

.ges which are occuring .on the labor market are not iso-

lated pnenomena but that they are, togelher with a number
ol otlier phenomcrua, symptoms of a meorc general transfor-
mation which characterises and will continue to characte-
rise our society. For many decades we have experienccd
chianging conditions both for the individual and

society, altered economics and- social rclation crms
and a**ltuﬁcg which scem to change cver a few yeargs.

It would seem neither rational nor effective to gy to

deal with the structural and technological chan®®s which
are taking placc in the lakour market without at the same
time trying to co- ﬂrdlnaue these training arrangements
with a broader policey oetlwng out tc give the individual-’
ac citizen and as employee the best framework possible
to enable him to live and work in a scciety under change.
It igs my vicw - which will be develocped for the rest

of myehglk - that training ‘which is implemented only to

fight unemployment and to secure the labour - force cur-’
rent¥y called fer, will nct be able to fulfill real
educational needs and thatit will be ineffective - this
means that using different but limited resources may
produce very much,greatq; results.

The real educaticnal needs - which may not be felt
by the trainees themselves - may be systematised under
threc hcadings : the vocational technical aspect : the
motivational aspect znd the aspect dealing wWith the
individuals reldgfionship to socicty.

\ -
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The vocational/technical aspect is concerned with the
fact that within a short period of time part of the labor
force will have to learn to use new technology offered in
a new function or 'in a new work situation. It is not
possible beforehand to know what requirements the indivi-
dual will have to fulfill and 1t must be accepted that we
have only limited foresight of the technological develop-
ments which may ocqur in the different sectors.

This, of course, emphasises the need to provide
vocational training but it also raises the major question
of whether it might be possible to limit the demand for
the individual to follow new courses if the tfaining
would impart not only the knowledge actually needed but
also a broader knowledge of techniques and materials etc.
within the sector in which he is or will be employed.

Is it not reasonable to expect that such a broad
training may make the change to another technical pro-
cess, or to another Jjob in the same sector more easy and
so decrease the demand for further training ? '

Attempts should be made to build this broader charac-
ter into vocational training programmes and I am sure
that such programmes could be given with limited resour-
ces 1f the overall vocational training system is planned
with this aim, - ’

One possible solution would be that some programme -
modules giving knowledge of the basic technology of the
different sectors are constructed and used in combination
with the more specific programmes. It is important that
these programme - modules are co-ordinated with program-
"mes in the vocational education of the young. This may
limit the demand for resources and in the long run create
an effective and co-ordinated training system.

Many research institutes and many private firms are
working, with the motivation - problem , that is the
problem how you can involve the workers in the life of
the firm. We are very clever in the construction of
effective ma ¢ hinery, but experience has shown how
difficult it can be to create a working situation which
can secure our effective co-operation between workers
and machines. /

You will often t to solve this motivation-problem
in two ways, either tHrough job - enrichment and job-
enlargement to create/a concrete job-satisfaction, op by
various arrangements” to give the workers influence on
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how thgq firm is managed.

I have had the chance to,follow some practical ef-
forts of this kind in Denmark. One thing has been learnt
from these efforts,; that they call for much training and
education of all the employees. You must train to impart
the knowledge for job-rotation and for instance making
local procedures of control. You must educate in order
to give the necessary formation of the technique—fuvr*—-—-
co-operation and for creating a positive attitude towards
co-operation.

If this work on the motivation problem is to develop
rather than*continue at the level of inte'resting expe-
riments, the experiences show us that it may be a great
help, if we, in the vocational training can train on a .
broader scale .in the technology of the sector concerned
and if we teagh subjects which .may give a background for
a closer and more responsible co-operation in the firms.

*

As far as.'the aspect of the individual and his
relations to society is concerned I think it is impor-
tant” to stress that the changes in societies for many
people means a general feellng of insecurity and anxiety.
It is well knowg, that an anxious and nervous person very
often will acf quite irrationally and will adapt attitu-
des which may%bg very harmfull both to themselves and to
others. ; .

May I point to the fact that that part of the popu-
lation which has had the least education, very often is
that group which has suffered bad.consequences of conti-
nuous changes and which - naturally enough - feels most
insecure and anxious. -

\

First I should like to point to that part of the
working force which is doing jobs requiring very few tech-
nical qualifications: The work itself gives no possibi-
lities for development and the lack of vocational
qualificatiens glves no possibilities for changing to
another less routine job. Being employed for a long time-
with a job of this sort will make it very difficult for
the individual to continue to believe in his future pos-
sibilities,. It is for instance very often difficult to
make these‘workers go to further training courses-

I should like next to point out that specific pro-
blem which the longer and better education of the chil-
dren to-day may raise in relation to the grown-up,
generally 'less educated, part of the population. This

30
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.problem has been called the generation gap and it may in
long run deepen the problems mentioned of the less
qualified part of the working-force. The d may come,
when the better educated young workers wilY take the
Jo¥s from the older workers - when the young generations
willl give the older generations a feeling, of helpless
inadequacy.

The vocational training system for adults gives,
some of the best opportunities to change this develap-
ment. It is however, necessary, if these possibilities
are going to be used effectively, that it is accepted

hat one general objective of the vocational training

is to try to lessen this inpact of development. The
task is difficult, but the aim must be to try to compen-
sate for the lack of knowledge of their own situation
in society. .

I have mentioned some in my opinion very important
« motives for giving vocational training a broader tech--
nical content and at ‘the same time for teaching subjects
dealing with co-operation and with society. These
motives must, even of the attainment of effect will no
‘doubt BT very difficult to assess, influence the general
objéctives of vocational training for adults.

Societies will in the future be characterised by
continuous change on the technical/economic and social/
political fields ; and "societies will, I believe,
experience ever growing difficulties unless they create
opportunities for individual personnel development -
this being eone necessary condition for the individual to
fulfill the requirements of changes in society.

The pace of change is - whether we understand or
not - a dynamic process. One condition to manage this
process is that man gets opportunities according to his
rich potentialities,

- .-History shows .examples of societies which where not
able to solve such a problem and very often the way has
been opened for destructive forces.

[}
Alvin Toffler quotes in his book A Future Shcok an
old worker who says "I wish to know something about the
future, I wish to die an educated man. -

*>
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(e) THE MATCHING OF TRAINING WITH -

JOB OPPORTUNITIES N FRANCE,

Technological instruction and vocational training
difer from acadgmic education in that they provide
instruction for a specific activity. In most cases. this
m de of specialization is achieved by more or less in-
tense training on the Job. In this .connection, technical
schools in France have for long set the pace. But
whether training was provided in school or on the Job,
the goals of teaching programmes have so far been rela-
tively satisfactory introduced by more or less direct
collaboration between training schools and enterprises,
Two recent phenomena have however called for a reappral -
sal of this relatively simple method of training the
working population for various occupations.

Firstly, the.development of mass education in
school and university in the 1960s extended the problem -
of adapting-training to the needs of the economy and.. .’
society. X -

Secondly, economlic growth and technical progress
make it impossible to confine training to the reproduc-
tion of known soclo-cultural models. On the contrary
training must anticipateé’ medium or long ferm trends.

Thus 1in relation to the two_developing spheres,
training and employment, the problemof adapting fraining
to employment has arisen ih the Community countries,

both as regards quantity and quality. This problem

which has been felt most intensely in the field of
instruction for the professions is tending toe spread

to the entire training system for young people gnd adults.

This question cannot be considered without knowing-
the Sbjective links between training and employment
varied as they both are. The Centre frangais d'études

"et de recherches sur-les-qualificatlons (CEREQ),  a publiC=i~~mm

institution with an interministerial task, responsible

" to. the Ministries of Education and Labour, has been

working since 1971 to improve and develop a system to
provide such Information.

Starting with the limitations of macro-economic ana-
lysis in this field, an indication of the direction



)

of main research under way to improve diagnosis could be
useful with reference to the work of the seminar.

» : I - STATISTICS AND THEIR LIMITATIONS
- x 7 J" e . \ . e “" '._ ‘: &
. - ,)’« oy . @ o

A - The qu tibn of the adaptation of trainintho
emplayment was firs§ treated from the macrg-
egonom;c.angle e ) ,

Ig‘f ‘\ % 3
Txiéystage is particularly well illustrated in

Fedice by the forecasting methods used for employment

‘Preparing. the IV, V and VI Economlc Equipment and Deves

lopment Plans.

» Plan IV (1960-1965) The first attempt to assess the !
: development of employment according to qualifica-
tions.

s _
Tool : unofficial conversion grid using the nomenclature
of individual activities and the six levels of qua-
oo lification defined by period of studies (use of the
s work done by SVIMEZ (Association for the development
* of Northern Italy) Rome 1960 ; definition of trained
personnel required by the Itallan economywin 1975).

Plan V (1965-1970) In 1966 a statistical committee was
: set up to determine the numbers of trained persoens in
) relat;on to the needs of the economy.

"Tool : a conversion grid using the nomenclature of occu-
K pations and the national vocational training-nomen-
e clature.

Plan VI {1970-1975) A specialised planning committee for
vocational training was set up.

Tool : furthér devefopment of ﬁbéiﬁhéhfiéﬁed'éﬁb&é'aﬁd-”
coordination with the central economic data system.

B : The limits of this approach are essentially due
to the material used and the difficulty of inter-
preting the results which it yields.

1. The data used on training and employment is made
up of ":
a) as far as concerns employment, essentially.
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1) Population statistics which at each census give the
‘ distribution of working population according to a
. " nomenclature defined in 1947, revised in 1954, which
S uses 12000 terms for adctivycies classified under
I000 typical occupations.

Criticisni : The nomenclature is'obsoleecent and dif—.
: ’ " ficult to bring up po date ;

individual statements are relatively
unreliable. ;

the lack of any Jjob description.
2) The annual s y by the Ministry of Labour on the '
. distribution ° Semployment by qualification in enter-
prises employing 10 employees or more, using a nomen-
clature of 300 Jjobs ; .
Criticism : variable field of survey ;

§ . interpretation by the enterprises of a
nomenclature based on convention.

.

: b) for training :

1) Statistics on training inputs and outputs, which have
been developed in considerable detail over the last
ten years, for initial tralnlng since 1954 for adult
training since 1966 .

2) Classified according to a national nomenclature dis-
finguishing six levels and 47 groups ofadlfferent
types- of training (1).

Crltlalsm : identification of iﬁputs and outputs ac-

e cording to a formal description of trai-
ning courses and the nomenclature used in
certlflcates

II. A statistical comparison of trdining resources and

' available employment only allows for a very limited
understanding of the adequacy of trainlng facili-
ties (2).

© (1) Dossier n° 8 of the Centre d'Etudes et de Recherches
sur les Qualifications, April 1974, La Documentation
frangaise .
(2) Dossier n°4 of CEREQ: Les possibilités d'emploi selon
les formations acquises dans les formations initiales.
June 1972, La Documentation frangaise
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Example :-figures for France for 1968-19?5

(annual average)

qualifications

employment
prospects available
(without job (schools and
- mobility-) universities)
= L e e [__.....c.'..-_..__.._; ________________
in'000's % in'0000'y %
Levels .I and II 88.3 4.7 67.5 9.9
|Levels IIT and IV | 158.6 26.5 1144 16.7
=] 4 N .
Level I 225.1 37.5 303.3 4.3
Total 472.0 485.2
-|Level VI 127.2 21.3 \ 199.5 29.1
TOTAL 599.2 100 684.7 100
Criticism s

(a) it is necessary to consider large agéregates, e.g. .
EZe addition of resources and requirements at
vels IV and III for technicians and sé€nior tech-

nicians."

(b)
of mobility =

’

it is, impossible to take into account the phenomena

- within the working population, particularly from
the point of view of job advancement and the ope-
ration of the labour market inside enterprises ;

- at the ‘time of transitioﬁ from training. to empioy;
* ment (utilization of acquired knowledge, level at
which employed, recruitment'policy of firms);

it provides no information on-the relevance of the

content of training courses to employment (knowledge

A
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acquired as opposed'to reqﬁired)

4 Thus technicians at level IV are at plese
defined with reference fo the technician's dipl

These limitations of macro-economic’ analysis
are even more marked with regard to adult vocational
training. In,this case the ij opportunities depgnd
on

A\l

- the decision whether to employ a young person Just
qualified or an-adulf ; ) .

- - the inclusion of a training course at an apprgp-
ppfate stage as a real career possibility ;

) - the, at times, very delicate assessment of the
specialization or further training required ;

- the ability of the adult to adapt to a:situation
new to himself and his ramily ;

.- - the, vulnerablllty of the labour market to changes
in t e economic situation. | — . o
\w—

‘But it may safely be assumed that diagn031s of the
adaptatlon of adult vocational tralning programmes only
calls for the collection and processing of more complex
data than that needed for the short guidance period of
initial training giv n to young people.

. II - THE SEARCH-FOR NEW ANALYSIS AND
I - FORECASTING- INSTRUMENTS

A
: '4In France an effort has. begn made to improve the
Yy links between training and employment and to drgw con-
clusion in the three .following ways: 1mprove basic

-t

information ;= . .
find methods to forecast ehployment Lrends ;
! . determlne teachi: s Loals correepondlng to -occupations.

A. 'Improvement of basic information on actual working
conditions and job mobllitj S @

1 - Le repert01re frangais des Emplois (1) (French
directory of occupations). Since 1974 Fyrance has-

(S

(1) CEREQ bulletin N° 18 " A




been developing a national system to identify and

- describe occupations corresponding to typical jobs
and intends to continue this in the future. Moti-
vated by the same concern as that which produced
the English Classification of Occupations and
Directory of Occupational Titles, CODOT, or the
American Dictionary of Occupatipnal Titles, DOT,
this effort '

(a) involves 30.000 surveys of businesses between
1974 and 1978, organized by CEREQ and carriea
out by 9 inter-regional centres created through

. the association of the University and the
employment offices ;

(b) uses a System of identification common to all
occupations, each sign making it pdssible to
calculate the distance from one occupation to
another ; '

(¢) makes provision for the codification and recor-
ding by computer of the data collected ;

way of access to a post-and particularly on

;’j(d) adds to the job description information on the
training received by the holder of the post.

2 - Job mobility (1)

(a) Up to now it has only been possible to analyze the
phenomena of job mobility in Frarkee very roughly,
mainly by means of a national survey called "Trai-
ning, qualification, advancement" of a sample of -

' individuals. -

(b) In oraer tc discover worwing behaviour associated

with vocat . or 1l © nainin.. TE EQ
in the la:: : uJr yezrs nha~ ma.2 a series of natio-
nal surve: s cn: ~ondiziorne U .:zcess to employment

after comr.etior. -t «liTerent —ypes of training

¥

(1) Bibliothégue ... CEREQ - Veluws n® 5-- "L'analyse
des qualiricat. .n3 et les cla.sifications d'emplois-
Septembre 1973 - 773  :.ges T.gumentation francgdise -
29,31 quai Voltai:. - 53 _ PARIS CEDEX O7.
Bulletin n°® 1€
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relating to : skilled workers, technicians (1),
senior technicians (2), students ;

in 1975 set up-a permanent observation system of
levels at which employment takes place and career
paths which will gradually be extended to adult
fraining courses.

B. Review of methods of forecasting employment with
gualifications

a

The aim is to situate the occupations of men and
women in the system of constraints which governstheir
activities. The unit observed is the socio-technical
system constituted by the enterprise which through its
organisation determiries the distribution of work and the
tasks of the manpower employed.

Tool : Previous models were improved and liﬁked to the
central economic accounts,

B. This approach. is limited mainly by the materials used
and the difficulty of interpreting the results pro-
duced. ’

I..The information on training and employment consisted
of .

The employment structures of sub-groups and groups
of varying size inp a given economic branch (mechanical
engineering, chemicals, construction ...) have been
described. They are as far as possible associated with
the analysis of different factors of development : tech-
nical, social, economic., Areas of change?are thus high-
lighted and sufficiently defined to make possible statis-
fical checks using surveys by sealed questionnaires sent
to representative samples of enterprises. The occupations
of computer and automation specialists managers ; the
technical building trades have beenisurveyed in this way.

(1) CEREQ dossier n° 5, "Accés & la vie professionnelle-
enseignement technologique long"

(2) CEREQ dossier n° 7, "L'Accés & la vie professionnelle
a la sortie des Instituts universitaires de techno-
logie".
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C. Aims of trainine 1in the light of the analysis of
work situations ' .

It is difficult to determine the ﬁ%IEtionship
between training and‘emplbyment, because/apart from the
difficulties of forecasting mentioned earlier, there is
no direct of simple link between job requirements and
ftraining content.

In the belief that a training contains Jjust as im-
'’ portant an element of personal ereativity and adaptation
as does professional work, research in France has not
adopted a determinist and inflexible approach in which
the training programme would simply be a transfer or
reproduction of the skills required in an occupation.
The task which arisz=n 1is therefore to analyse work
~situations in such a way that the trainer may identify
"the occupational aims to which his programme and teaching . .
methods should be adapted. '

In this connection the CEREQ may be considered to
have had sufficient experience with an original method
of observation of work to be able to undertake the next '
phase of systematic observations associated with projects
to reform the education of young people or adults. The
method roughly consists of the following steps

- in the enterprise regarded as a socio-technical system,
to sdeda stage in which a project (product or service)
~1s processed or prepared by an identifiable team ;

- analyse the activities of this team ;
- translate these activities into language ;

- determine the knowledge brought into play in the utili-
zation of -this language.

As shown by a study carried out jointly with the
Association pour la Formation professionnelle des Adul-
tes (AFPA), it is essential thaty the trainer  should
collaborate in the preparationAand formulatlon of* the
conclusions so that he can carry out his own task of defi-
ning the educational requirements. Furthermore, it is
clear that training programmes associated with the spe-
cific pollcy of a firm must be adapted more closely to
that firm's general aims.

ax
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However, the salient point is that this type of 3
research on the skills actually used in an occupation,
has cast direct doubt on the traditional divisilon
betweert general and specialized education. Furthermore,’
this functional analysis of the division of tasks spe-
cific to an organization has exploded the craft concept,
this being all the more pronounced the higher the level
of qualifications and- positions.

The new instruments of knowledge being tested by
CEREQ, go beyond a general macroeconomic analysis and
are intended to serve a more qualitative and selective
training and employment poiicy.

fiI - DIAGNOSIS OF IMBALANCES AND PREPARATION
OF SELECTIVE PROGRAMMES

r

Neither employment data nor economic forecasts are
sufficient to enable the educator so to define qualita-
tive and gquantitative training requirements, that the
programming and planning of fraining will follow more or
lens-of their own accord. This illusion must be con-
demped because it still continues to affect attitudes
and even policies.

Moreover regardless of the scope and pace of change

in our societies not everything changes at the same time.
B /

The primary concern of a coordinated training/gnd
employment policy must thérefore be to prevent or correct
the imbalances that can always arise in a free economy.
For this reason early warning signals are important for
those*responsible for public or private soclal welfare
programmes. ’ .

A. Definition of indicators of effectiveneSS of training
on the labour market

On the assumption that a given training is effective
from the economical and social point of view 1if it gives
normal access to*an equivalent post, observation of the
effects of training on the labour market takes on impor-
tance. . Using the various. surveys oh the placing of
graduates, the CEREQ has plnp01nted some significant
indicators (1) such as : ,

(1) CEREQ, ?yped document, June 1974



- rate of activity at the time of thL survey

- time spent seeking first employment (immediate
employment in leas than one month, or more than six
months)

- geographical mobility (percentage of activities found
outside the training region)

- extent of correspondence between the training given.
and the post obtained - . ey

- levels of remuneration (average by speciality, sex,
region ; distribution by income bracket)

- occupational classification of the first Job

- distinction between permanent employment or interim
Jobs. '

On the basis of these preliminary analyses, a series
indicators which are simple but significant in combina-
tion, is being prepared, regarding the effectiveness of
a training in relation -to actual needs. It will be
systematically applied to successive batches of trained
persons beginning in 1975. .

B, Preparation of selective programmes

Whether concerned with the systematlc detection of AT
imbalances between training and employment or with more . «~. .= |
refined studies seeking to coordinate the two trends; L A
the programmes are intended %o relnforce the 1nstruments . C

of economic adjustment with. .more specific and ab- rea— v T
chlng operatlons affectlngﬁphe “aetual stfuctures of U
quallflcatlons, namely the stribution of skilds through
the* population apnd the dlSt but;on of tasks in ernter--»
prises. ¢, Four types~of programMes %wp be dlsthgulshed e »

. F A & . ’ ';
_1) Sectoral programmes»-_ . L ’1 o o
2 e N f " 3, T . - ® A
o They call inup questlon both 1ndustr1al<poiicy,§hat CL ?
# 1g‘the distribution of work associated with the efn- T
pLoyment structuﬂeé ﬁn afcordance wikh uﬁe 1Q;erna— _ :Q‘

and strategles for

tional ulufﬁlon»of labdur
agions. he task

~tgschn.or] %Slﬂal &nd 5oc1a?~1nn

o

. .her@\%p deflnegtralnl pyogrammgs for availabl . B
' _‘or emqugea manpower: whi duld T#cilditate tran51t;§ .¢%; -
: from ,tiye¥present, suat-ion _to) the desire ifuation, .” RS
- f’q whlle agfebuardinb Jobasecu,wﬁy and socigkygrogriag L .
T j . pﬁ%. . _uvg '
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2) ﬁegional programmes

The difference here is that the location of enter-
prises and the characteristics of the local popula-
tion are an additional source of at times sporadic
imbalances, in situations where occupational mobility
is incomplete.

3) Programmes for particular groups

In planning training programmes for women, young
men and young women and physically handicapped per-
sons, additional constraints will have to be taken
into consideration.

4) Programmes for enterprises

In this case it is assumed that all the instruments
linkirig training to employment are subjected to the
company goals.

It is clear from the foregoing technical analysis
that company strategy is the key to adapting training
to employment.

For a long time technology and its development has
been regarded as the prime factor in determining qualifi-
cation requirements that are met by suitable adjustmenbs
in vocational training. But all the research made in
France tends to restore technology to its true place as
one of the factors of production.

Certainly technological evolution has a widespread
impact on the volume of the population employed in the
various production sectors, by making different uses of
qualifications depending on the machinery or processes
utilized. But the entrepreneur is constantly having to
consider whether if he introduces a new.’technique he will
be able to make use of the skills of the manpower avai-
lable to him. The widely differing conclusions reached
in such cases under satisfactory conditions of competi-
tion on the market show that the margin of initiative
is unexpectedly wide. This aspéct of the problem deser-
ves attention at a time when both the qualifications of
the population have evolved considera®.y as a result of
changes in the educational system anc may be still

¢
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further changed through lifelong education, and when

the constraints on our production system are increasing .
the pressure to develoOp technical and organizational
solutions to labour problems which will make the best

of the skills and abilities that a population or nation
‘may have or may acquire.

.
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» (1) TRAINING FOR VERSATILITY

Backeround -

, The project concerns the training of young sewing
machinists in the clothiling industry.

Due to changes in market conditions, the lengths
of production runs is decreasing and the variety of
styles is increasing. :

This’ créates needs for different kinds of skills
to those devéloped by conventional training systems.

These demands are imposing struains on organisations
and are believed to be largely responsible for higher
labour turnover, recruitment difficulties,-increasin :
labour costs- and problems of work organisation. I -
also implies that conventional training has lost
validity. ' ‘ {

These problems highlight the need for re-defined
training objectives and methods and, above all, for a
soundly based internal evaluation of training.

Part of the background to this project 1s more
theoretical, But is vital to the conception of the pro-
blem. Our-experiences have led us to assume that certain
aspects of the organisational climate are likely to
affect the development and utilisation of versatility
in the labour force. Furthermore, it appears that these
climatic factors may be more potent than either the sim-

"ple effects of a training scheme or even the particular

form of production organisation. The eva}uation of
training therefore cannot be designed without these .
factors being taken into account. '

P

The Project

After some preliminary development of training

-ideas, training schemes of comparable designs were im-

plemented in two different clothing firms. The broad
objectives were to develop versatility and self-organi-
sation of work groups.

The most important differences between the firms
were -

G3
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Firm A . ' Firm B
Location Rural | ] Urban
Size Small Medium | .
Variety High Mediwn;
Product Ladies fashion Chilirens outer
garments garments
Management style Adaptive Inflexible
General ability . High Average

of recruits .

In addition to developing the operator training
scheme, the project also had the following purposes

(1) To validate predrétors of versatility and group-
working potential for the purposes of selection.

(2) To re-define the,role of supervision so as to
facilitate maximum development of group autonomy.

(3) To develop courses for instructresses and super-
visors to prepare them for their re-defined roles.

(4) To develop the broadest, methods of assessment of
production performance. o , .

Operator Training LT 3 -

i ‘7 of machinists.
0 . v

The learning objectives of the operator training
scheme were ’

At the end.-of the course, trainees should have  the
willingness and ability to - :
cope with a variety of unfamiliar operations ,
require decreasing periods of re-training
minimise production losses due to change over to
new operations

work within a self-organising production group
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The assumptions underlying the training design were:

the basic skill of versatility concerns the
development of favourable attitudes to work,
group-working and self-organised learning

the learning environment must facilitate and
support trainees in the development of thise
attitudes L

learning objectives must be clearly stated for
each operation to be mastered

the style of instruction must be Learner orien-
tated and have "counselling" characteristics.

Instructress Training

‘The obJectives of the instructress/supervisor trai-
ning dourse were

(1)-To promote the establishment of "counselling relation-
ships" with trainees

(2) To promote the 1ntroduct10n Sf opportunities for
"self-organisation”

The training method is based on the systematic
.examination of "Praining Events" by instructresses and
supervisors, the hypothesis being that, by examining
these products of their own attitudes, they would be
able to see the possibility of alternative attitudes.



CHAPTER 3

EVALUATION WITHIN THE TRAINING
- PROGRAMME

(a) An Overview

Introduzkion
7

In the previous chapter the various factors - social
and economic. policy, manpower objectives - which result
in the decision to implement a training programme were
reviewed.

In this chapter we shall deal with the various ele-
ments which should be taken into account in designing
and evaluating the programme itself ; there exists a
comprehensive literature on teaching theory from the
field of education, on task analysis from the field of
technology and on testing from the fields of psychology
and statistics. The problem- a recurrent one in the eva-
luation of training-is to relate the insights gained
from other disciplines to the specific situation of the
training programme and to liwnk up these different ele-
ments in a systematic.and manageable

Once again we introduce the materi al by means of a
diagram (2). This is an expansion of the innermost
elements of diagram 1 (p.}¥). In this section the evalua-
tion of the more Important elements will be dealt with

in turn .
- Task analysis
- The setting of learning objectives ¢
- The assessment of trainees,
" - The measurement of what has been learnt
- The application of teaching theory.
Diagram 2 is of course only one possiole co-~-ptual

framework within which the different elements can Dde
located. During the seminar held in Manc:.2ster one of

Go
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Qutline of the elements involved it the desivgn and evaluation of a training programme.

Diagram 2

Task Analysis

Assessment of Trainees

. __d

1
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N

Learning objectives

——

Learning/Teaching
Theory

—

Implement Teaching

—_—
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Test Learning
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Test Task
Performance
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=
the working groups adopted its own framework which 1is
of considerable interest and is annexed on p. 68.

The material in this section will be found to be
fairly theoretical and not easily digestible at a first
reading. The anncxed papers however constituté clear
practical examples ol some of the issues dealt with in
the text. In particular,section (c) may serve as a
useful simplified introduction to this chapter. This
paper gives practical advice on how to evaluate a traji-
ning programme and examples of questionnaires used by
a group of Dutch industrialists to evaluate their inter-
nal training programmes. ’

=t

@, .
- % \\

Task Analysis : Problems and methods “

Due to the degree of skilégd/gkfort required for
adequate task analysis, it is fiot uncommon to find a
training programme based on an analysis which was car-
ried out in the past but has been superseded by events.
This tendencdy 1s frequently re-infoyced by a desire to
economise on training plant, thus leaving trainees to
maste? skills appropriate to machinery no longer in
productive use. ’

LR

It often occurs that the task to be analysed is not
just that of one type of operative working with one type

- of machine but rather the task of a group or category of

workers. The paper by Dr. Kemp shows the complexity
involvei in carrying out a task analysis on "industrial
master-craftsmen”. The task analysis is clearly shown
to be the prerequisite of a system of examination and of
certification and hence of access to jobs. What is at
stake, therefore, -as the paper points out is not jJust
the tecnhnical problems caused by task analysis but also
the problem or reconciling strong professional and eco-
nomic interests. .

4

There is also aQ,increased interest in adaptability
or versability as an objective of training. These compe-
tencies have received formil recognition but little '
practical attention either in training or in the educa-
tional world. Consequently there is little in the way

“of farmal.evaluatlion technique wihh respect to such fac-

k)

“tors. Additionally, the organisational milieu din which
“they are developed is of crucial importance and this
wider perspective must therefore be included in - the. -

evaluation gf training programmes. o
_
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, Analysing a task can be either a selective or a
comprehensive prc. ~dure. For manual tasks an exhaustive
description known .5 "Skills ‘Analysis" (1) is frequently

P . used. This entails a detailed charting of each hand

s or. foot movement and the sense modalities by which they

are controlled. This type of exhaustive analysis.is
now frequently replaced by a "critical incident" approach
which is designed to select only those factors which ma-
ke the difference between a good and a bad performance.
These are revealed by comparatlve observation of* good
and bad performers - particularly learners. Apart from
being more economical than exhaustive description, it
is more widely applicable,- being suitable for. managerial
‘and manual skills alike.

Setting learning objectives

. A statement of learning objectives is useful inso-
far as it provides a clear criterion against ‘which to
assess learners or provides a goal for lBarners and
trainers to aim at. The modern terndency is to write »
"behavioural" objectives. To qualify as "behavioural"
an objective should state :. ’ o

(1) What the learnen has to do.

({f‘ Under what c%pdltlons ‘ ‘

(iii) To what standards. 7 . v
. (c.f. Mager(2)

This apprOach derives mainly'from training in tech-

nlcal skills army is most suited to that form. The gailn

in'precision between the follow1ng two examples is

obvious
4

(a) NQnﬁbehavioural - "Learn to do simple milling
operations"

(b) Behav10ural - Learn to :

— ‘ .
(1) Seymour W.D. "Training for Manual Operations" Pitman.

(2) Mager "Setting Education Objectives"

- -

¢Y
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(1) Perform operationsx, y, z.
(ii) Using metals q, r, S.

(iii) To a specified dimensional tolerance and
. a specified quality of finish. ‘

: Unfortunately, tHe validity of this type of objec-
tive has been overgeneralised. It is not always -
realistic to try to be so precise about e.g. supervi-
sory trainings® In this case objectives need to be
written so as to focus attention on the topics to be
engaged, rather than as.hard criteria.

-

The derivation of learning objectives from a task
analysis is via the assessment of the learner's initial
competence. This step is frequently omitted, with the
consequence that the ‘training programme is burdened with
unnecessary material in which the learner_ is <lready
competent. To an extent, this is inevitable when groups
of learners have to be taken as bthey come. But where
possible the programme should cater for significant
differfnces between learners by classified entry and/or
by adaptive programming which permits yaried starting
points (and varied paths). A fixed training period- may
be a reflection gnly of fixed ideas and an evaluator
should watch carefully for the uncritical implementation
of a task analysis as a set of learning objectives. -

At this stage it has also to be . .embered that the
analysis of a task may well yield crucial elements which
require action other than training. T.F. Gllbert has
coined the maxim "If he could do it to save his life,
i1, is a performance problem rather than a training pro- ‘
blem". The distinction here i% between I#nclination and \\\‘//
ability. There is certainly a valid point in that
certain aspects of performance may best be facilitated
by incentives, Jjob re-structuring, equipment. re-design
etc. Reference has already been made to the importance
of the organisational milieu both in defining the perfor-
mance required and in sustaining it. However the surface
distinction between training/non-training is misleading
and implies a narrow view or training itself. 1Inclina-
tions are also matters of learning, but not necessarily
of pure technical instruction. It is. necessary therefore
,to make distinctions between objectives best served by
“echnical instruction, those best served by other kinds
‘of learning and those for which alteration of work gon-
ditions is most suitable. Using the terminology of
J. Raven's paper (Ch.2, section b) we could express the

N
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%istinctions as becing between

technical competencies
personal competencies/attitudes

working conditions.

A common feature of training programmes is that
fhey cater for the first, demand the second and ignore
the third. o

The paoer by M Pearn "Wider Opportunltles for
Unemployed Adults" (section ¢€) describes a training
course whose-objective is not to give skidls training
as such: but is rathep aimed at ensuring that when the
trainee leaves he should \\M» . o

be motivated to seek employment

b) be familiar with the work outlets in his area and
~be realistic in his chgice of Jjobs

(c¢) know how to seek, apply for and hold a job

1) learn to use his initiative to assess the needs of
a job and learn to perform it successfully.

THE ASSESSMENT OF TRAINEES

‘4

T eé of Test
.

Selection tests are freouently used and sometimes
used well. Faulty technlquo iﬁ this area can reasona-
bly be held responsible f large amount of waste -

both of training effort a d oI ability.

Standard tests fall into two main groups : tests -of
ability and aptitude ; and tests of values such as

“attitudes cr interests. (The term "test" for this latter

type of measure is particularly misleading since it
suggests "passing" and "failing", which is inappropriate’
in terms of attitudes). Ability tests themselves
sub- lelde into attainment tests, which measure a
person\s developed eompetence in a particular area (e.g.
trade t st in car mechanics) and aptltude tests which

-are designed to estimate a person's potential to become

competent (e.g. tests of mechanical aptitude). Intelli-
ge:.ce tests attempt to estimate a general aptitude over
a wide ran%F of cognitive tasks.

!

oA
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Fig. 3 : Types of Tests

- Tests
Ability " Value
Attainment . :Btitude Personality Interest
=) profiles  [ventortes
Inventories

Interest inventories are generally used in gui-
dance, though some tentative use has been made of them
in the field of selectidn.

Use of Tests

v

Because of the direct relation between training
content and test content, the attainment test is the
simptest to use. 'Judgements based on aptitude tests
are.fiore prone to error since correlations between trai-
ning performance and test score are often surprising
and unpredictable. The complexity of the relation
between test fc :tors and training performance is even
more pronounced in the case of- personallty profiles or
attitude inventories.

Whichever kind of test is used, certainibasic

procedures are necessary ‘: ' :

1 - Before any testing is done, a reliable And valid
criterion of task performance mist be é€stablished.
A valid test 1is one which is appropriéte one which
in fact measures what it is supposed fto measure.
Without this, testing is no more than a supersti-
tious ritual. .

2 - Before tests are used to select trainees, trainees
must be used to select the tests. For an initial
period, all those tested must be accepted so as to e
provide the necessary criterion data by which fo
validate the tests. The establishment of test-
criterion relationships is rarely straightforward
and usually requires expert assistance.

-

e

73

O

ERIC

Aruitoxt provided by Eic:



O

ERIC

Aruitoxt provided by Eic:

PR

3 - Any change in trainee intake, or in the training]
programme is liable to upset the operation of
selection testsv Periodic checks are advisahle.

Without the kind\of data referred to here the ef-
fect of testing on a training programme is as likely to
be zero or negative as to be positive.

: 5

The underlying rationale of testing is found in the
experimental method used in the physical sciences. A
short note on the assumptions undérlying such research
and their application fo the evaluation of training is

on p. 114,

The interview compoment of a selection progrémme
can be validated in the same manner as formal tests.

Tests of Learning

Following general practice we can divide learning
into three general aspects ’

Cognitive (intellectual, knowing abouf things or
systems). :

Psychomotor (muscle skills).
Affective (attitudes, values).

Whichever type of learning is involved, the testing
of what has been learnt is a crucial element in the
training process. If is determined by the initial task
analysis and selection of training objectives. If for
any reason the testing of what has been learnt is invalid
(inappropriate) or unreliable (subject to irrelevant
variation), the operational efiectiveness of the training
will be severely impaired. The teaching process will be
deprived of some important feedback, quite apart from the
efrect on decisions about trainees and their subsequent

Johis,

Cognitive skills - .

For cognifive tasks, the translation of a task ana-
lysis into learning objectives can prove problematic. An
analysis shows only what is done in a given range of
situations. That is, it is concerned primarily with the
surface structure of behaviour rather than with the deep
structure (i.e. understanding).

£
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\If all that 1 eeded is the recall of, say, tech: ,,;'-
nicy- lnformationz he’ suriace structure will be a sufﬁ o
L f}c1ent uden a '‘more generallsed,abllltf

requi dethat the surface structure becomés 1nadequ
by 1tsq§f . - / ;
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that theré is a tendeftty for iephnicaI Instgackors to PRI
;recapitulqte tﬁe{theogy.gipeq in‘QpeJ% own Ehﬁggical &?};
training *; whether or not thls 1s~approprlat >the“©
tralnlng task If. hand e e o e ' '<
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Tests emphaslszng recall of in oymatlon are not Y‘V RO

necessarlly 1napproprlate - the. obgectlve may simply,
require that. But a severe- load oh - ‘memorising is fné;ﬁd v. .
quently indicative of something wron% in the task anaiy— \
sis or the setting of learning objectives. This is
particularly important since, not only does a mgmorising
test fall to assess the deep structure (understandlng),
but there are theoretical grounds for supposing that it
may well be negatively related. Thus a trainee scoring
highly on such a test may in some cases be demonstrating
that he has assimilated little.

Affective Learning

Testing for learning.in this (ield is notoriously
the most difficult and elusive =of all kinds of psycholo-
gical assessment. Any instrument such as an attitude
inventory on personality profile *can be faked to somg
degree, and even if it is answered sincerely is likely
to be unreliable. Partly this is due to short-term
fluctuations in the way a person feels, and partly to
ambiguity in the questions he is asked. However care-
fully constructed a question is, there always remains
the possibility that the question the person is answering
is different from the questionithe test-writer thinks he
is asking. Added to this is the fact that people are not
always aware of their own implicit attitudes or values.
Thus the information which may be obtained is limited to
what the respondent is willing and able to give, and even
‘then it may change over a short period of time. Finally,
the answers as given have no absolute significance,
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being susceptible of.differing interpretations. There
are available standardised questionnaires which overcome
some of these difficulties through extensive validation
studies. But these still require careful interpretation
by a person with adeguate experience.

Because of these Zitfficulties, observational data
is frequently uscit. Here, attitudes ete. are defined
in bervioural terms and the person is observed (by
himsell or others) while actually at work. This yields
a behavioural check on underlying attitudes or values,
but "behavicural" should not be confused with "objective"
(in the sense of "non-subjective"). The assignment of
meaning to behaviour is still,a tentative, interpretative
procecs. Tne question of afi®ctive learning tests is a
matter largely of what 1s not known and an expert is
expert only insofar as he entertains adequate doubts.

At the practical level, what can be emphasised-is
that any procedure which is in use as a test ofattitude
developnent etc. should itself be subject to well desi-
gned validation. There is a tendency for some trainers
to use such tests with enthusiasm rather than discrimi-’
natiornn. Since the ‘ethical questions about such tests
are sensitive ones, it is not only a matter of operatio-
nal efficiency which is at’ stake.

)

Selection of teaching methods

Despite the controversial state of learning theory,
there are available a number of practical guidelines to

. the relationship between methods of teaching and various

Kinds of lcarning objectives. However teaching methodo-
gy 1s not an exact science - ir it is even a science
at all., The guidelines discussed are offered as a basis
for thinking about method, not as ready-made criteria

for instant application.

Teaching I'or psychomotor skills

These sk
riezs". The w
difl'erent kin

v a craftmen's muscles respond to cues of

i
ay
d

115 are characterised by their "private-
sz is not easy to communicate verbally. -

. The words 40 not exist, probably for the very reason

that a skilled person cannot bring to consciousness how
he achieves his regults But, surrounding a craft-skill
of this kind there is diways a matrix of knowledge which
certainly can be communicated by symbolic means. The



O

ERIC

Aruitoxt provided by Eic:

. -

eifebtiveneuu of training ls-severely impaired if the
distinction between these two aspects of craft perfor-
mance is lost. -

On one side, it is futile to expend time in tel-
ling, explaining and showing a trainee how to do
something which he can only learn by doing it himself.
The emphasis must be on practical exercises, and these
should generally be graded (a matter for careful .expe-
rimentation). The type of mistake referred to here
frequently shows up as irritation or loss of temper on
the part of the trainer. Frustrated by his impossible
task he is led to blame the trainee for "not paying
attention", "not concentrating", "not listening" etc.

The corresponding error - of treating job-knowledge
as a psychomotor skill leads to equivalent waste. Using
practical exercises to transmit what can be told or
demonstrated is an uneconomical use of time. For ins-
tance, in teaching the use of machine tools, lengthy
exercises involving.the cutting of metal are often
used to transmit ideas about setting up work which can
well be embodied in exercises with diagrams dr models.

Cognitive Skills

t

The crucial distinction_hére<is,between rote lear-
ning and meaningful learning.. -

- Rote learning is, ‘like psychomotor learning, largely
a matter of practice. The imporftant variable affecting-
the efficiency of learninglis the provision of immediate
feedback. This has the effect of preventing the consoli-
dation of errors which are frequently difficult to un-
learn once they are established. Lecturing is thus
generally a,poor method of teaching for this type o -
material. Written instruction is better in that it per-
mits selfpaced work, which is of considerable importance
for adult learners. Programmed instruction is particu-
larly valuable since 1t has also built-in testing and
feedback.

More important is meaningful learning, i.e. learning
to understand theories, principles, systems or processes.

Errors are commonly the pivot of learning about
ideas. The concentration of "educational technology"
on error elimination by the use of carefully programmed
small steps has benefitted that kind of training where
the task is mainly one of assimilation of new data.
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However, where learners need to accomodate to new con-
cepts, the aiking of errors provides focus and stimulus
to the learMng process. The treatment of error-making
is in rfact a key characteristic of training method. To
be effective, errors should constitute a genuine problem
of the learner's own making. This implies the use of
problems and exercises which connect with the learner's
existing knowledge sufif'iciently for him to feel. able to
produce a reasonable answer, though not necessarily the
correct one. This approach tends to minimise lengthy
verbal explanation which is in any case unsuitable for
many adults. .
By avoiding these difficulties, the method may in
fact yield a direct saving in time. The process of
devising appropriate problem sequences is also a strin-
gent discipline on the training designer and encourages
the elimination of superfluous material. Against_this
it is true that learning by probfém solving may ta more
time than it takes to cover the same materiel by dire}t
telling.

3
The guality of learning that is required will deter-
mine the choice. ¢ .

The assessment of cognitive teaching method can be
représented 2s a checklist

. 1 - Do the learning objectives imply meaningful or
rote learning ?

ro

- It meaningful, is the learning mainly a matter
of assimilation ot data within an existing
structure of ideas or accomodation of ideas to
a significant new form ? i

% - Are errors minimised or utilised ?

4 - Are errors produced by genuine attempts at
problem-soving by the trainee ? .

5 - What is the previous competence of the learners
in the subject ? .

5 - How old are the learners ?

7 - What is the level of memory-lead.imposed by the
training methods 7
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An archetypal "bad" training method would“yield the
following results : o

"Learners in middle life, approaching a new subject
with difficult ideas are given lectures or tech-
. nical notes designed to enable them to produce
correct answers straight away". -
<

Affective learning

The approach to attitude development is very va-
riable, each trainer using his own personal criteria of
success or failure.

N

As a general compment it can be said that significant

learning in the affective sphere is always of an accom-

modative rather than an assimilative nature. Thus it
implies personal discovery or insight rather than
"being told". Apparent changes can be brought about by
direct persuasion, but they tend to be superficial and to
require a supporting enyironment to sustain them.

The analogy with the problem solving method in
cognitive learning is close. The essential process is
the generation of problems by the..learner himself as the
focus and pivot of learning. The process is likely to
be even more difficult to manage than its cognitive
counterpart since the problemsare less clearly related
to "public" phenomerfa, being more unique to the indivi-
dual. The very uniqueness of what is being learned .
makes it impossible to specify in any detail how such
learning should generally proceed. However, it is per-
haps possible to pick out a few'external characteristics
as being typical of successful learning/teaching
situations. ’

The'}mportant dimensions of such learning situa-
tions are :
- the self-generated nature of the learning material.
- the degree of control of the process by the learner.

- the teacher's, role as animator and facilitator of the
learning process. ‘

- the balance of challenge and support.

In relation to affective learning therefore, objec-
tives can only be indicative, not definitive. The

78
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learning objectives serve to indicate the area in which
the trainer may choose to challenge the class - and in
wriich they may challenge him - but they cannot define
how the challenge will be. taken up or with what final
result. Y

As 4 natural consequence of these conditions, the
evaluator's attention is inevitably shifted away from
the specific content towards the processes in training.
This 'is appropriate not only to trair ng courses where
the objectives are predominantly and explicitly affec-
tive in nature, but also to training courses generally.
Behing many apparently specific, technical skills are
personal abilities such as autonomy, judgement etc.
which are the products more of certain kinds eof training
than of particular training content. The recognition
of this is an important change in the modern conception
of learning and training. )

\, Ty
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(b) REPORT OF A SEMINAR WORKING GROUP (B2)

The group, adopted a model proposed by one of their
membeys, Mr. P.J. Edney. This model was seen as an ac-
ceptaple general spectffcation which, while capable of
highly specific in situations where adequate
line information was available, also had the advan-
tafe of handling, though in cruder fashion, training
schemes where the necessary data base was less quanti-
fiable. ‘ '

The following is an outline of* the model.

Original Training Interface
operational ____ s Criticality____ 3y Analysis 4
System 1. Analx§is 3 0

e e e - »-—‘—~--~-——-1l Enviroment

e

: v v
! ='> Simulatione«—Learner
v v

Modifier<ﬁ-: gu? -
' o )
N oo
Informalg 8 Formal
Eval 6 £ & Eval 64
B
Sub-Evaluation & T Changed Operational
System 7 oo —— > / System 2

» - R
u

The basic assumptions are that

(a) Evaluation needs to have a base line from which .
medsurements or Jjudgements can be made.
N ] ' .
(v) Training is a change agent buty there are many -
.- others - e.g. Organisational Development, incentive
schemes. . :
~(¢) The setting of the base line is an integral part or
evaluation and 1s a continuous procéss throughout
Lraining. - .

: | | \

)
< |

S
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Qprkaiﬁ essential functions emerge in an evaluation
.sy§tem. These are described below and. refer to the num-
bered components in the diagram above. ) P

L

(1) Original QOperational System V/
Ié is necessary to describe in as prec{se terms as
possible the components and behaviour of the system
before training is carried out. This system may be a
group of students prior to fraining, a factory, or a
school system possessing many interlocking occupational
groups, seen as a totality. '

(2) Changed Operational System
.

This represents the system d? behaviour that is
needed after training. It will be described in exactly
the same terms as the original system and provides the

Ttarget™ of training.

s

(3) Training Criticality Analysis

The {function of this component is to identify the
degre 5f behavioural change, and the nature of the
changgggTequired between System 1 & 2.

[ 3
In its refined state, it 1

(a) GQuantifies the contribution that each element
of change (through training) will make to System 2

(b) identifies those elements of . change which will
not produce significant contributions to opera—
Tional effectiveness

(c) enables the effects of each change to. be seen #n
production or flnancldl/;@rms if requlred -

() 1identifies those changes that are more effectively:
produced by other change agents

Y

Some parameters used in the computation of this
analysis would include
(a) The size of change required in each element.,

*(b) The frequency * th which any change will be used
by the new system.,

(c) Weighted date in casg of special requirements -
.i.e. safety, error risks, etc.,

. L
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- (a) Welghted data showing elements which, although
smmll e critical to the operation of many

others
4

(4) Interface Anal¥%sis

The function ol this component is to translate into,
ideally, behavioural training objectives those elements
of change which have shown themselvqp to be highly

. critical to the operational effectlwgness of System 2.
The analysis also considers the 1nth§ctlon of the ele-
ments in practice, agd the interaction of various
occupational groups -for example, the definition of
training objectives for management would be considered
in the light of the training_objec:. vives for <those that.
are managed,, and vice versa.

(5) Simulation. .

This defines the most effective specificationof
training needed to achieve the objectives, both in
learning a:.i cost terms. It uses three major compof o
nents. )

a

(a) The enviromental factors under which the training
will take place

-

(b) The characteristiés of the content of learning

. (¢) The characteristics of the learners. v
‘,3 S
Sophisticated models can provide a very accurate
! definition of the learning process and include time - to
learn, both group and individual optMmun time-tabling.,
effective use of facilities, etec. ad vefinition of
longitudinal or modular courses, tcaching methods etc.

- . N

"(6) Informal Evaluation *

Enables'tﬁe quality of each element of learning to
be evaluated as 1t 1s designed.

* (6a) Formal Evaluation

a

~ Evaluates the'syﬁthesis of the individual elements
of learning into cohesive groups - or courses.

()€
(@]
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, A . B
(7) Sub-Evaluation System

SN Tﬁis‘provide: the essential sensitive link bétween
N the training System and the new operational sQ&%em. It
does this by .

(a) Receiving continuous feedback from the tyaining
course in order to assess WhetQFr it is continuing <~
to dchieve the objectives.

sq ,

1

C . i
(b)- -Receiving continuous feedback from theinew opera- *
.“tional system (System 2) in order to evaluate the
_ : -validity of the changes produced by the ‘training
¥ o system, and to assess whether 'the criticality
analysis (Component 3) has been, and continues
to be effettive. From its findinge it uses the ¢
mod¥rier to.change the working of.either Compo-
nent 3 4, 5. or 6. : '

" Therefore the -evaluation system employs 5 compo-
nents = Nos. 3, 5, 6, 6a and Te

-

;ﬁ2222222§
rs Ly .
~ . 1) The model} we have considered was devised 1n order
"’ to deal effectively with the training of large
. occupational groups.and also with-total systems
such as ractorfes. where a wide variety of Occupa-
tional Groups was"recognised-as a ?ingle system.

L Though we belié?é thg%modél can Belsed to deals with
s p?gglems relating to, f?g;example ; ) ]
training for public services
training of the unémployed ' e -
training of redundant workers in ney, skills
- A xJLQtrQiniﬁg*for upward moblility, .

it obviously needs to be studied’ so that appropriate

techriiques for dealing with such problems can be

devised, within its conceptual framework\‘

2) Repeateq reference was made tO ‘the lack of adequate

measuring instruments for.determining the "humpan fac-

P tor" elements such as-attitudés, motivation, ability -
to CO-operate, and so on. "It is recommended that- =
éiggfopriate research and pilot studies for the dever

T e pment of such instruments be undertaken. {

14 . -

{ |

\. . . .8_
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EVALU ATﬁtéﬁIﬂIbf l?ENERAL

________ __-.._\_..__
. 4“ 4

INTRODUC’I—‘ION : PRODUCT}':AND P,RO‘CESS LUATIog

PN 1o

"EvaluatLon when applled to cducation means : ;#%23.'
anpreCLatlnb tr '1n1ng programmes with a view to making
\\\ well round ledxdecisions . pOSalblG For example : such a
decision could be to make 1mp;’ovementu in a course.

The¢ﬁnaining process may be regarded as a production N
process, the product being the effects of learning. The '
measurement ol these. learnlng effects is sometimes calle*
DR@DUCT EV»«LUATION PO ; n‘y

For a long tlme evaluatlon in cralnlng remained
 limited to this klnu or- evaluatlon Great efforts were s
puf - into ueveloplrg accurate ey instruments, such '
as tesvs which were bo provld five measures of the .

effects of Iedxnlng

pFu

2

. Gradually: the convlction Fea .fn that simply "
checklng the reoqlts of learnirg was not enough. IIr one
wants better tralnlng programmeb, it is also-necessary
to 1ncluoe the’ le rning~teachlng process into the pic-
tp ep For it 1°«1n(that very process that the causes of
wH#lc learning effects mpct be:"sought. -In PROCESS
EVALUATION them, " aTly. agp@cts of the learnlng teaching
pr‘owwc aﬁe exﬁmineﬁf- , .

o
a

'\ﬁi Whab 19 t efplapefox proceé° gnd product evaluation '
wrﬁhln the tra1n11g4§r®¢é‘ For this consider the -~ //'
: elr T S A

~ ¢

0.

N .
A _
o pﬁ*y drawing up || giving evalua- R
o Knﬁwleuge . the  plinstruc- 4 tion
‘}@’ obJectlves ’p%ogramme tions
SR T T
L Boxes 1 2 anq»} together form the stage of curri-
culsm develqpmen Box 4 is the actual execution of the
X . } : ‘ .
i - R
2 d ) ‘ .
T 51 |
85" -
N . L .
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}training actlvity. The instruction is followed by an.
_inguiry into the learning effects, e.g. an achlevement 8

tgst, which belongs to box 5.

However, box 5 implies more than this p# ﬁuct k )
evaluation. For.issthe results are not satlbfactory; W
one will have to look for #n explanation in’the way e
instruction was given. This again may bring to light,‘
what went wrong, in box 3. If great shortcomings are 5
found, one may have to revise the main outlines trom,,
box 2. Ther again insufficient learning elfects may‘be
traced back to a wrong estimate of the students' entry
knowledge (box 1).- e

Finally, one may also have gained insight into the
fea51b111ty of the obJectlves, their motivating poweéer
for the students, their relevance for .real 1life, .etc.

It is very well possible, even probable that the obgec—

tlves will have to be revised. i S

” - .

EVALUATION oN A SMALL SCALE . : oy '
In thes 1ptroauﬂtlon we touched upon ‘the’ Fvaluation’7
.of the entf%g @earnlngyteachlng process, th@t 1s, eva-
luation on:a large scale
We would like to p01nt out that on a smgll scale, .
too, evaluation must continually take place. Here the ' " QL;
_activities repeatedly run through the same cycle. . e
T
determine i %" .

cta ih . R
rting p01nt execute process evaluate
and ° IS -t

Tintshing point

Ed V; ] L . B -/

Ll ',‘:' . 0.

Every process is pIeceded by a reflection on where
to start and what one wants to aghleve Inghe same way . % .
every process must be closed off, with ‘a consideratlon of ’
how things went, whether the 1nitia1 situation was cor-
pect%& estlmated and qﬁgtherﬁphe obJectlves were reached

4’ knew and on what is supposed
m. Once the design is

on what the students al
to be brought across to

; u’&
W The des:Lgn of a le@tls preceded by & r‘ef‘lectlon
e

-

\

- N T R \
LA *"') : . :



finished, one must go over the result to see 1f the
presumed entry knowledge will be sufficient .to learn the.
subject matter -; or to see if not too much subject mat-
ter is packed into this one lesson ; etc. This
immediate check is not only important for improving the
lesson, but also useful for fliture lessons to be desi-

gned. ' , o

. -
. The actual giving of instruction should be preceded
by a preparation. The teacher Juakes up his mind about
how to check up on the required -entry knowledge and how
to make sure that the objectives specified can be attai-
ned in thegtime avallable.
. 7

After the lesson he-should evaluate whether the
required entry knowledge was é%tually present, whether
all subjectd were treated in order, whether-his way of
treating them was acceptable, etc. This® immediate check
is not only important if the lesson is to be given a
second time. .It is also relevant for later lessons when
subjects that were omitted in this lesson will have to
be treated in full. _ -

In a similar way the cycle applies to

- designing a series of lessons ’

- giving a series of lessons

- drawing up the main outline of the way a subJect
will be treated

- teaching a subject in the course of a ggholastic

year
- etc. ete.
WHY IS EVALUATION NECESSARY ? -
One may wonder : why evaluate ? 1Is it not aff

luxury ? -Or in some way superfluous ?

. - “
Evaluation is needed when designing a course for the
simple reason that practically nobody is capable of
doing anything perfectly right for the first time, let
- alone something as complex as a training programme.

Moreover, immediate evaluation of the first part of
thet*design may save a lot of unnecessary work during
the design of .later parts. One learns from mistakes
and shortcomings. :
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qhallty of tha* course.

-7

~

Evaluation i constantly cailed for when g1v1ng‘
lnot;uotlon - ,g - / )
~ to- keep lprormed .bout the students, progress &

~ go draw the atte-tion L. "less fortunate actions of
the teachgps and - tak: corrective measures

.ghe objectives are still.being
- - EE :

’ BN

Evaantlon is also necessﬁ:y to keep the quality of a.
training Programmt "up to date o

~ . a$s teCthlOgy changes With® tlme ’sbshould the con-
tents of ¢he courses 'f

~ changes 3, students' preyious fraining cause va-
riations ;. their entry Jevels *

~  the stUdgpts' mentality chanées, as does their
abllity, gocial background, etc.

~ the menty ity and other gualities of the teachers
. cHange. .

In genéry] wWe may say that ‘both during the design

or. a course anpg-during the repeated running of a course
Vajuation is gssential to optimize and preserve the

L RODUcT EVALUATION .

p‘a‘ Infthe Cyge of Drodunt evaluation we examine in how -
Nr .ghe Planngy objectives have been attained. These o

,f§y ‘hgVve beeén gpecified for the course "as a whole or - 5%

S a.series or lessons or even for one particular les-

I\‘lodu’t eValuatlon ls possible 1f and only if the ge-

ral @im, th, intermediate goals and the specific :
§bJecC1Ve> haye been laid down unamblgquﬁgy and
\y tematlcallj

LN

-2“.,‘

V“; W - » .



. P b . o
. {—oral hcaring of the lesson .

" * |- talk or lecture prepared and dellvered P

by the student. .

‘- greup lecta§e,by tyo or more students

; e - essay
ope uestions . :
L. open q = ns 2 short answey type
;t"‘r r ‘ A &
- - ranking

- , . .. | - sorting
closed queetlons | - true/false quest}ons
: L— multiple choice [#

L

'é. Auto-descriptive techniques. The students are asked

. to glve their. oplnlon about  the objectives through :
e . gndhiries : S 4
‘- interviews of single students a
. of groups of students (tw, or more)

3. Observation techniques. These are applied by obser-,
vers. They may use '

- cheeklists
- rating scales. '
& ¢ : »

REQU&REMENTS that godd achievement tests must fulfil are :

'~ The students must be told well in advance what will
be expected of them during the test. &

¥'They must know the minimum achievspent level that.is
still regarded sufflclent

v - The tests should as-. m ch as possible.cover the entire
subject mattep and not be limited to a part.

- Very- good students «should be able to make all tests
well in the required time.

:J?W_T‘The ‘scoring must be as obJectlve as p0551b1e, that
2 is, independent of the person who does the scoring.

v of great igiportance, “espegially for product evalua- @
tion, would be the following : To obtain information from .
EX-STUDENTS (i.e. from students several years after
having finished theilr training) on the question in how ‘
far the subJject matter learnt has proved useful in actual

ractice. Thls canwbe doﬁe by means of enqulries or - "

nterviews. s
- - 0 N ) ’7
- 88 - ';‘ ’ Y
& . - Ry
v 3/ N 89 e go . -
[ %, m ot .
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.J”ﬁﬁ$11 iingly eriough this is hardly ever done. The
nflongCan e -attributed tq a varlety of reasons

- It is ulllicult to Jdistinguish whaf one has learnt
within the conteAt of fhe course from that outside
‘that context. ¢

- Subsequent cours es obscure the learning effects of
previous courses.

- Subject matter OT learning contcnt that is appa-

‘. rently superfluous may indirectly have a strong
bositiVe influence  (e.g. higher maths that the stu-
dent, does mo longer use may contribute to a better
overall understanding or help him read the litera-
ture on his subJect)wiy

"~ Many ex-students finish up in a dlfferent dlsc1p11ne

42 through a change of function or position.
™ - Many ex-students are untraceable. ) \
</7 '8 :
> PROCESS EVALUATION L
R "

On the tase of process ‘evaluation the learnlng—
teaching process is copsidered in all its properties,
such as methods, contents, materials, motivation, Jjob
orientation, etc.. ) .

Product and process evaluation often go toge ther
and are intertelated.

, \

) Process evakuation takes place c‘ntinually during
the. design anu iMplementation of a course. By far the
: st way of ‘doing this is having an experimental group

“&f participarits go through the learning process while

actuall& designing the cdurse. The first lessons are
immedlagely given a trial run and thus provide useful .
in Tm@tgo-<for later lessong, so that mach unnecessary
cvoided.. .. A B

ERE I -.‘-\

he tﬁ&unlng programme has reached'a‘stable
nuul ‘evaluation is required during subsequent
ursF This to ensure espec1ally :

chat th 5ann&ug sltuatlon remains. well adapted
"to the studengﬁ entry knowledge .

'that the varlgﬁs elegents of the 1earn1ng 51tuatlon
are -mutually balarice as for instance a- good’ co-
ordination of the dlf//?&pt lessons on one subject

I
{- 1

£ | | .
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- that the l(arnlng Meads tg the desired
effects in an eifluf@ﬁ% way - )

- that the learnlng gffects do not gradually diminish -

- that the obJectlves, contents and methods do not
lag behind modern developments

- that the lessons are job-oriented, that is remain
dlrected towardb "practlce in real life after the

. LOLII‘SQ
L

The METHODS used in process evaluation are largely
the same as those used in product evaluation. There are
, descriptive and observing techniques, Achievement
7 Jfechniques however arg of no interest here.

1. Deg:ripti've technigues

- inquiries for various categories of people, such as
¥, the students, teachers, spetialists, educational A
" scientists; people from the students' working sur-

roundlngs, etc. ..
- interviews for the same categorles

- analyses of the learning conbent to be critickzed
by specialists on the subject.

- o
2. Obggyvation technigues

) .

To be czarried out by observers duriﬁg the lessons
or at the time that the students are to apply what xhey S
have learnt to practice’ e e,

‘ ’ ol e .3

&,

EVALUATION CRITERIA & T T

N

Evaluatlon if it is to be dome properly, must. me&t
certain requirements. These may eoncern the.quality of .
- the 1nvest1gatlon or the method of application. .

Tl
- A - The guallty of the 1nvest1gatlon

alldlty (—vthe extent to which an 1nstrument meaﬁ
©SuUre t it is.supposed to measure)

An. eVaYuaUQon must be valid. This means that it

Must. be unambiguously clear to both-tHe inguirer . bt
ana\the reéspondent what the evaluatlon questlons o
mean. Such questlon° qmay contain 8 Fh O
- ’ " WA
\ e ® - statlng a fact or facts Lo
' v @ R Byt R & ;
- - e s ‘4
ES . . o
df. ‘” * - . .
B ‘.:ef'« %"L\‘“ ¢ 9 O ' Bk .
W ooyt p X Y-
‘. . 4' )
K . o
! ' o @ -
& v - .
e £ 5.
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- stating a relation between'cause'and‘
ct'f'ect

2) Reliability (= inditference to circumstances)
The reliability of an evaluation. implies that the
result i~ not influenced by the circumstances in
a which it is done. These circumstances may -be rela--
ted to Person, Place and Time,
Examples : ] e a
y Y
- The stydents in group A must-mnot- be evaluated
in a different way from those in group B.
Teacher X must not Jjudge-his students in a’’
different way from teacher Y.

- The evaluation in Amsterdﬁm mnst not be done
’ in a way different from that in Eindhoven.,

umn as well as in sprlng, evern years
ﬁe evaluation should take place in an
1oentlca1 way. Y

¢

. .
-~ o S

B - The application \

1. Relevance (= usefulness) S ,w'%
B 7%“?l4 The‘flndlngs must not Jjust be "nice to know", but
Hangy they must be applicable to practice.

‘I"V \‘lr‘“

ehét Timeliness (ready and Suitable for use) - ' - ’

A e

The findings must not come too late, or in a form;
that makes it 1mp0551b1e fon them to be translated
into_ action. =

3. Communication (of findingi to all concerned) ’ .

N For instance, the results'qf evaluating a tourse
while in progress- should reach the grganizer ,of the
course in time as well as all other; concerned such &
. . as*the teachers, assistants, admlnlstrators, ate,

b
Iy, Subport ) Lt
' valuation should Hagp the ruli agreement and sup—."

S port of the directors as well ag all tﬁo. concerned. ¢
M If not, it may have the wrong e fects and especially
the rellablllty will suffer, ’

- e

. _9.1 : 'laﬁk

-
v
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Eran

5. Efticiency

It is obvious that the cost-benerit relation is
lmportanh for evaluation too : for instance, it
may be too expensive to obtain results in time.
Moreover, it is ilmportant to -consider beforehand
how to organize the evaluation to save unnecessary

. ¢4 work : try to reach an understanding with the
people concerned on an efticient planning of the

ol evaluation.

DOCUMENTATION AND EVALUATION OF EXTERNAL COURSES

So far we discussed evaluation in general. As a
whole it 1s applicable to training programmes organized
at home.

We shall now consider the evaluation of extérnal
training programmes. They are not as easily influenced
as those at home. -

i

O

_It is recommended to set up a DOCUMENTATION and
EVALUATION of external courses visited by employers
from different firms and different branches.

hd .
The DOCUMENTATION is needed for dbg 'vey'of all
training facilities. This is a useful. tool for tralning
officers who have to givé quidance.

The documentation provides ”orgdhizational data".
These can be collected on one card per course (both sides
are used) in one central place. For an example which has
proved practical after many yearg of teaching experlence,
see pages Y and 95. el o h{

It is of the utmost importance® that documentation B
is standardized. At the moment there is a jumble of ' -
different information leaflets and prospectdises which
only too often - each in its own way - try %o camouflage
shortcomings. It -cannot be urged too much that all
institutes present their data in a standardized way in-

a standardlzegysequence .

The EZALUATLON on the one hand allows-for a selec-
tion qf thé best and mogt suitable couroe? This too is
an 1mportant help in giving quidance.

. 92

- . L ]
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~ Secondly the evaluation data may provide" the
necessary suggestlons for improving existing courses

‘that- appear to be lacking on many points. Like the

documentation data these evaluation data can be recorded
on one single card per course in one central place.
For an example that has al o proved practical, see

pages 96 and 97.

The evaluation data are collected by means of
INQUIRY FORMS. The questions on these forms are arran-
ged and worded according to the data required on the
data sheet. The inquiry forms are intended for the
following respondents

1. NON- participants
2. Partlclpants (students)

T, WS

The forms for category 1 are only Weant for a small
number of people.

The :orms for category 2 are meant for large numbers of
~tudents. It is therefore necessary that they
zan be processed by computer. R
» The observations of non-participants and partici—
pants together make for a plcture of a course which is
as complete as possible.

g

b
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COURSE DOCUMENTATION "~ DATA

', date

- Title of course or
‘conference

- Institute/Schooi

. . ¢ .
Aims of the: Cbufée :
or Lonference A

1. Previous tra ning
" required -

"2, Categories of people

the course is,. inten-
ded for i
D&ratlon ‘of "course
or conference

Starting and ending
date(s) of course

=

5. Costs per partici-
pant per course or
conference

6. Place{s) and
Address{es) where
lessons or Teetlngo
are held - &

7. Curriculum survey,
showing subjects and
teaching methods.
applied

~

1nstltute/cour c/code

e

Name R
Address : e

Teleph@ﬂe :"jw

CTA e RS R

meals and acanmodatlon,
fees

materials

examination /

total




Ve

Name coursc or

contf'erence

8. Number of partici-.
pants per class or
group

9. Number of lessons
©_ 0r sessions a week
(a month)

o
$3

.

10.Total numbers of
lessons or ses- .
sions per type

" 11.Gudance or codaching
or participants

B,

pMinimally

M;ximally':

. written a ..
oral a .
workzhop a

written
oral
workshop

i

!: : Ve

Yes/No ; fo#m of quidance or

csaching :

12.Skill training on
the job

E.

practice on the job during the
day supposed td be presgnt :
yes/mo ; on whot terms : '

13.Method and frequen-

L ] - .
cy oft testing ‘.
+r, acquired knowledge,
- skill, etc. . ”
14 Examination date(s) | - o ;
place{s) .
________ J—-—-——————-—_—.%?‘;‘__—_-_
norms e
. 15.Materigls composed’ |part .......... in year ......
or reviged for the ' |part .......... in year ......
. last’ time - part .......... in year ......
oTesr o .
R DN ,
a8
) ' ey
95 - o
, %
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=5, Value of diploma

~ COURS

<

E EVALUATION - DATA

‘date

institut;:coun§g/c e
SENEENIRES

- Title of course or

4 o8
conference - )
Name
- InstltupngChool rddress
“‘c Telephone

- A1ms of §§€\e ar

i confe
1. quulry ln%o sul— method and done by 'whom

tability of -parti-
cipant

Previous training
required as eviden-
ced by former par-
ticipants

2.

3 Information about

.content and aims
of courses of con—
.ference \

4, Examination
requirements

b

quality of inquiry
. A . (too much
prescribed previous (sufficient
training - (insufficient

better altérnative (1f hecessanx):

gives gopd “/ gufficient / bad ins o1
t- what' the course offeﬁt

qual level ‘than supposed
lowen

6. Possibility.of re-
applying the efforts
_.made 1if the coursej
appears too heavy

7. Investing risk,
regarding

ve

\

BHge
4&ﬁratiog of

go g less dlfflcult course

t_*"'
aﬂ o

oo

eachi
gage reac ln%all/medlum/lar'ge

small/medium/large
'costs small/medium/large
JOb orlentedness small/medlum/large

rse

8. Average number of |
study hours outside
course and working !
fime ’

v

Yan,

o8

97







-

7
Name course or

code

©

conference,

ARNIRERERER

'
: -'/\z Iy
\

T

¥
For the evaluation

9. 7- .
> 2 participant§§]1nstructors/Specia-
the following peoq y;¢q / educational scientists
ple Have been “industr R
consulted w Ly . _
10. Level of : conteny low / intermediate / advanced
. participants low /.intermedia%e / advanced
11. Content is in progressive / up to date /
. general behind the times _ g
2 ".Content was last subject ..... in
modernized subject ..... in
: . subject . in year
subject ..... in year
subject ..... in -
. subject caene in
1%. Evaluation of = -.\_
course content Ag ) -
| | N
~ 14. Evaluation or! \ '
N learning-situation . "
. teachers | ____ _ _ _____ el
Instructors methods v
- . applied
7 e e dmmmm oo
i student guidance-
A . - T o S e e EE et ——
. - accommodation . o
15.) Evaluation of - |- c A
- course organi- N
sation
16. Evaluwation of job.
N * orientedness
f —
R -
A a . v
e ' 0% ' - \
" 9 . 2
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EVALUATION BY NON-PARTICIPANTS

- 4
‘The category of persons for whom these forms are

v
~

“interlded include :instructor staff, experts (on the* sub—

jectsitaught), educational sclentlsts and "1ndustry
To Speclfy s/ ,
,’ : 3 "
- trumor staff are those who are requlred to glve
instrucclon in a way prescribed by others and with
‘means prescrlbed by ‘others. . , ,’

vafTh@ expert envisaged here is a person well versed in

the subJect treated in the course.

- -An educational sc1ent1st is som®ne whose, expert se
ligs in the field of educatlonal technology, ped gogy .,
. learning psychology, etc.

"Industry" here is meant imply : industrial adminis-
~ tr&aflon ; the training officer ; the personnel manager:;
#Fthe articipants' superiors or colle%gues

'Kelpful to illustrate the point. n( 3y

- Asdnstrwtor one may approach a perso

.8

\ One may wondér which of these categories can be
approached in practiced ¢ The following examples may be

7 .

in the company
who lectures in the course. Or a tutor who cbaches
individual students in case of correspondence courses ..

‘./w
7

- An expert could be a tutor or cvach mentioned in the

" preyilous paragraph., Or he may be a specialist in the

,company who 1is much concerned with the thorough forma-
tlo the people working in his department ‘Again
&; ¢be an examiner, number of a board of examiners

or appointed observer

- Moré dlfgﬁghlt to find is the educatlonal scieptist. . ..

It should be possible to find someone in. the ce tral

training department who 1is w1lling to evaluate a course7

- An industrial evaluatlon form should be filled out by
.one person if possible. This?may be the tralnlng of- .
ficer, the personnel manager, Or the partlcipants de-".
partmental head. The idea ‘is that the person who fills’
in the inguiry wonsults the- other ategdries mentioned .
in order to come to an “evaluation that .can bessaid to
be . representatlve for that figm. '

»3
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~ It not all of these  respondents can be found, t#is
is no serious Handisap : the specialist's opinion by
itself e.g. may be guite sufficient to come to a general

-

conclusion. N

FVALUATION BY PARTICIPANTS

Th@.ﬁraining officer receives the forms in dupli-
cate.. Both of these forms he hands out to 'the partici-
pant .together withH a copy of "explanation for the’
participant”, with -the request to fill in-the forms with
care and send them back to him in a week. .

The training officer may keep the YELLOW forms for
his own administration. The WHITE forms are to be sent
to the processing‘pentre.

Some thrée months after the finishing date of* the
course the results will be sent to the training officers.
They show : the degree of precision of the ‘objectives,
thé pedagogical merits or demerits, organisation, acco-
modation, jgb orientedness, learning effect.
~ This makes it possible to compare different courses
or to ‘compare the course with.another one of average
quality. ot

L4

APPLICATION FOR GUIDANCE ' 2

The forms for participants are also suitable as a
. means for guiding or coaching individual students while
they are_tdk%ng a course. . Guidance is of special impor-
tance in case of long training perilods.

, If, for example, a training programme lasts one' or
more years, the forms may be used at intervals of, say,
10 weeks informed agbut progress made. In these cases’

7 : you may keep the.forms and interpret the data yourself.
Tr, however a substantidl part ol the course is completed,
e.g.‘one\term or .year, it is advikable to send the forms
to the processing centre % ' e ' -

* The evaluation data on tkat part of the course

“will then be sent’ to you. B '
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(d) THE STANDARDIZATION OF.THE TRAINING
OF MASTER CRAFTSMEN IN GERMANY

"Industrial Master Craftsmen" have been trained in
Germany for severaV decades. ,The training form descri-
ped below concerns the further training. of fully trai-
ned skilled workers by means of speclal courses, which
are provided by various bodies and dre very varied in
éontent. Itﬁls,poss1ble to take the "Industrial Master
Lraftsmen" examination through one of the 80 or so
chambers of industry or commerce.’ This examination is
generally -recognized throughout industry although it is
not sngect to state control. g )

Ny

‘Significance . »

, Examinations for the qualification of industrial
master craftsman were originally relatively insignifi-~
cant -since most master cgaftsman examinations were
taken in trades skills (about 32,000 per year) and the
majority of these master craftsmen were working in

- Industry. In course of time the industrial master

craftsman examination has assumed increasing importance
because: it is orientated towards the specific problems
arising from employment in industry and because the num-
ber of master craftsmen in industry.who had taken this
exam had become considerable. Many undertakings, parti-
cularly the larger onesg have for, a while required of

“ candidates for a post as master craftsman that{ they -

, should either have already passed- -the industrial master

craftsman's exam or that they should take 1t without

> delay. In.addition many companles train industrial mas-
ter craftsmen ‘themselves or finance their training.
Since "1969 participants in such training coursgs can

. .also oRtain grants for subsistence, instruction, tools

3

and trayning materials through the Federal Labour Office,

and condiderable use is made of this possibili%g

Sfatementh of problems

.

1. Problem ¢ N6 uniform arrangements :‘@

v
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Industrial

-

[

//

master crat'tsman training is orgunized

neither by the Stute nor'by private industry. Only the
German Industry and Trade Council (DIHT) - the central
association of all chambers of commerce and industry in
the German Federal Republic - published in 1956 an out-
line syllabus as a recommendation which is, however,

only thar

‘ning.
of trai

basic ¢
result

is notp

ed to Qy some of the .bodies organizing trai-

ossible .to speak of a uniform pattern

9 nlng The Ilnql examinations set by’ chambers of
lndustry and commerce ure.also similar only in certain

“eatures

Similarities, however, are only the

of the bubje t being examined, rather than as &
‘result of regulations or aggpemento.

N Since 1969, on the basis of the Law CWlVocatlonal
Training (BBiG) the Federul Minister of Education and

Science iis empowered to fix by decree uniform arrange-
ments throughout the. Federal Repub%4c¢ concerning the

- content 2f-training courses, : .

'.anm SN
- ehamlnatlon requlrements, - L

- examlnathn procedures, .

- dudmission requirements and the title of the final
qualification for the industrial master craftsman

exami

nation.

‘! N

As a result since 1973 the Federal Institute for

Vocational Training Research has been carrying out préli-

minary work on behalf of the Federal Ministry of Educa-
tion and Science in preparation for the publishing of
theoe examinastion regulations.

~

.. Problem

Different 1nterpretatlons of the, concept

'of industrial master craftsman

It is dlfllcuL@tx>carry out preliminary work for

tHese examination regulgtlons since in the German Federal:

Republi

¢ a master craftsman in industry can be engaged in
numerous activities which differ in specialist content.

If they were asked it is alsg cgrtain that even more
branzhes of industry would report the need for special
tx\_?lng for industrial master craftsmen

In addition to this w1despread dlfferentlation as
pec1all¢atlon differentiation as regards func-

regards

~tion has

mas%er

developed in the ackiviktiéh of the industrigl

crdftsman

in small and medium- 51zed‘undert kings

v, - °
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master craftsmen have more comprehensjve. functions akin .
to those of managers, Whggh may even extend to the fol- - - -
lowing areas R T oo .

- yecruiting, paying and dismissing staff ,
- supervising out‘manufacpur&ng-and;pfqduction WOorK: ,
- calculating cost and material requirements—} .

=~ purchases, sales and other dealing§ with-oustomers.
On the other hand industrial master craftsmen in
large or thoroughgy rationalised undertakings are.no : !
longer concerned with this side of activities, since
they have had to cedg many of these tasks to others.
Normally the above-mentioned wodrk is ‘carried out by the
personnel department, the planning department, the pro-
i.duction department,- the preliminary costing and ex-post-
facto costing departments, the purchasing department or
the customer service department and other departments.
In these departments there are master craftsmen _pwclali-
zing in the specific related tasks. :

As a result ther® is talk of a devaluation of the
functions-of the master craffsman. Hewever, it should
not be overlooked that even in highly organized underta-’ -,
kings there are still "industrial master craftsmen" who
continue to fulfill an important function. It 1s clear «
that this lowest level of management cannot be dispensed .
with. Thus the question here is what functions the, ‘ )
industrial master craftsman retains and which have been .
adqed to his oniginal functions.

It‘is of course netessary to provide .answers to .
these questions before they can provide the basis for the
developnment of qeew, uniform exXamination regulations
throughout the Federal Republic.

- The complexity and complication of” the problems

with which we are faced will have become apparent.

.Unfortunately the problems are, at least in appearance,

complicated even further as a result of the fact that

we are required, before taking any step, to seen the .
' advice of an expert Joint commiftee ade' ‘up of represen-

tatives of the employers' organizafionsand the trade ! \\

unions and which also includes tegchers from vocational

training schools. Thus it is easy to see «Chat whengthese

questions are being decided we are not concerned alone

with questions of specialized cqntent and functions. but

S

~
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that very strong- cconomlc and p”oiebqional 1nterests
‘are involved. .
‘\' -

3. Solutions _ ..

‘First Stage " " Vs

.

‘In vieWw 'of “the range of probléms déscribed- the
« uniform arrangements for the training of 1ndustr1a1 T
~ master craftsmen should in our opinion proceed step - o
-by step. . This means that the issue of a State order

must be preceded by a fairly,long stage of several years

dur g varieus=model methqds of « training industrial
er aftsmen are tried out in different trades and -
~ o at differe: functidnal levels on the basis of recommen-

dations and the corresponding examination requirements
. should.be orleh&ed to suit practical and social require—
> menés. ‘ . .
b - ’ - N -‘ ~ ° .I
‘“In this process coppromise would be unavoldable,
which might possibly. r%n counter to our scientific =

ipl
princip es. .

LN N . -

Seaénd Stage‘

~ ’

. Division of industrial master craftsmen according
.to field.of activity must be kept to a minimum. The
° draw1ng up of arrangements for varlatlon in courses
content according to the subject must be left to special
7 _ expert eommittees from the trade associations.

2

’

The Instltﬁte for Vocatlonal Training has to concern
itself Primarily with the aspects of training and exami-
nation of master craftsmen which transcend the require-
fmentsof'lqd1v1dual fields. .

We -consider for instance that the following quali- ,
fications can _be required of a modern. industrigl master
craftsman: 1n addition to his speclallzed qualification : B

—

- organizational ébility\\\\\

. - ability to communicate
N
. o 3

- ability to impart infermation - )
-~ - ébility to cooperate f' o .

- adaptability ) : o v

. i . . | ) A -
“ 2 . | | -
' ST
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- capacity for lcadership.

It is clear from this#list that thase abilities in
part ‘depend upon eaeh other. At present the aim of our® -
work 'is to express these abilities in terms of the cur-
riculum. Added to these qualifications which transcend - -
speciallized- Knowlenge is upClellZed knowledge in the *
individual subjeclts. Where#s this latter knowledge can’. .
generally 'he impar&gd by -means of courses and. testedin P |
examinations witho great dliilculty the problems of K \T
imparting the qu41111catlono in the dbove llst by means

of courses are very great. - ] .
Lo !

v

Third Stage: -+ o .
I N
The dlfierentlatlon as regards specialised content .
and between various levels of function is based upon a
pattern of industrial- wauter craftsmen Wthh is best .
shown in thc form of a matrlx :

a8

. : -

- the matrlx could’ perhaps take the .form“given in Table. ~

This.matrix can be read and evaQuated as follows :
Yr we refer to the sector entries (vertical) then
a training which comes under one of these headings Lul-
fills alT the functions represented would produce a type
!' f master craftsman who could be described as a secto-
rial mastér craftsman. He can e expected to be.able to .
deal* with any problems which are llkely to face a maoter
craftsman in this sector.
L4
This woula mean that a magter. craftsman so trained
.would be able to demonstrate his full command of - pdanning,
.production, macdhine installatich and tooling-up, ‘direc-
tion of personnel, and dealing wlth customers in this
sector. ~
‘0

- p is often maintained t§§t the present-day master

o

craftsfian Culfills these requirements. But if his-trai-

, ning is examined then we digcover that it is prlmarlly
oriented towards produoh&on\taskb, knowledge ®f machi%-
nery and the training of apgrentlces Questions such as
organizatidn and-plannlﬁggtechnlqpes, direction of per- -,
sonnel and problems of cooperation with customers, supe-
riors and colléagues occupy, reélatively, a very subor-
dinate p1ace ¢ ‘

2 J
: .
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If werexanmline the function entries (horizontal) in

. - the matrix and It we lmagine. that the tpraining follows
oy " the pattern pres cented in these entrles then we could
_Uj9< Cascume an industrial master crat'toman who would not be

B .'mdinly,congc;ncd with the produet produced by the sector
S bu€“with the: work thit has to be done before the proguct
can be pmoLugoi Thus it would be possible to deduce *
uukindg of mister ‘crattomen concerned with certain func-

. t;ons, e 5. a master ¢rattsman-in planning, in produc-
A tion,'ln maghinery, in supplles and in customer servige
u etc. Such 4 view of the lndustzlal master craftsman is
" ofteh rejected by those whg ave responsible for the
training ot maateg%crattgmen They regard ‘this as
“turning master .cr@ftsmen into technicians. However, if
the carc¢er pattern ot the average industrial master
crat'tsmen ls examined,!then one notices that although
master craftsmen who have specialized in a particular
function in one sectom often change sectors they equally
ot'ten keep to the same functiodn. Obv1ously,then there
ts a pdtential of greater -mobility. As regards -the,,
future this development is further encouraged. by the
fact that raw material is being processed less and less
by men, 1.e. speclalist workers, directly, but rather,
by machines In the Federal Republic this trend has
-~ already made itself- very clearly apparent in the trainihg
of apprentices and has ‘necessitated.considerable changes.
The basis.of the argument is. that in the cadse of indus-
trial master graltsmen, too, there Wwill be a falrlyn
strong tendency’ to develop 1nto functional ‘master crafts-
men, although the problem is hot definitively clear.
Unfortunately the question cannot be answered directly
by means of the system represented above, since like
J ~ any cystem it presents only a very simplied plcture oi
a possibilities.

Concluding remarks

e LN :
It is probable that the trerid is moving in several
directions aniﬁthe result will be : . . s
~= gectorial master craftsmen . :
: % N _ i o
- functional master craftsmen . . )
- snd master eraftomen concerned partly with the sector
and partly with functlono.

”>~T Qur tdsk namely to’“wo out suitabie’training pat-
terns, where necessary w1th spveral variations, and in
due course. to test them out ith the ‘help suitable

ERIC
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Matreix for the grouping_o Irduutrial Maoter Craftsmen by sector: and

function Lor purposes of developing appropriate furthey trulning prfogrammes
. ¢ 1 .

\

—4
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107 | Testing X . |
" | Sales o | | X L] el
| N 1 }

Examgle = Combination of
o master craftsmen with par-
tial functional responsibi-
lity and yartial sector
responsibllity, -

L)

xample : Master
craftsmen for all sectors -

of the mefal working
industry,
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() WIDER OPPORIUNITIES SCHEME 1'OR UNEMPLOYED -ADULTS

Y - - \\‘.
’ \ ' ' o u l‘

- Background ' , )
\ . - ° ' !

' CThisisa Uhaovoxnmnnt 1nlhlat1vu 'rom the Manpower
Services Commis lOH to be lmplLHCHLCd through the Trai-
ning SGPVLCCu Aguna The basie ideds is to provxdc
courses for gncmploycd persons 4o that they acquire the
4bility to create, dnd respond realils ‘Wically to, their: )
own Jjob opportunifiey. - Thu scheme Is experimental and -
five pilot-courses\ ane to be mounted in areas ot high \\\x\
unemployment., An dyaluation plqn is to be built into
the scheme from the \Wadtset.

-~

The Olfl(lql Obj**t1v0‘

>

— . .
(As skills tralning ‘is not given, persons on the cour
are referre.d to.as clitents rather than as traineées).

¢ When the client leaves the cougse he should :
(a) be motlv;ted to seek employmgnt ; .
(b) be.familiur with the work outlets in his area, and ’
\ be realistic in his Fh01ce of' jobs ; . o .
(c) know how to secek, apply £ér, and hold a job ; ‘
(d) learn to use his initiative to asses 5. the needs of

a job, and learn to perform it successfully.

Related to\ these official ObJOCthEQ are the less
tangible aims which are embraced in the notion of social
education. This involves acquisition of the sociabiltity
and comportment skills which are necessary for. coping
with life generally. Social skills are required for

- interacting efficiently and smoothly with other people
* -both outside and withdin the work situation j e. g. tal-
king to otrangers, faking ‘instrugtions from supervisors, .
communicating® efficiently. By-contrast life skills do.
- not necessarily involve intergeting with other people:
but include all those thlngo that are necessary to con-
'ddﬁting onc's life ; e.g. calculating a wage ‘packet,
home finance, gettlng .information, making complalnts,

J

O
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& finding accommddation, mov1ng to a new areal - 5

't

‘The general ObJeCtlve is to enable the inddVvidual |, '
“tg find, secure® andrnetain full-timé employment, and at oo
the~same time smake realistic career.decisiodns based on ~«
- §nowledge rather than guess -work,7 :cbupled. with a more
dequate adjustment to life indééne al! _
——— ) i N @ X {\ - , . o . =, .4

Nid ® . ~

.Target Pd%hlaxion -, . Cte T e

R -~\;‘ The unemployed and~ freguent job changers, gpnerally
. -
at .the subZapprentice leveL but extluding the phyS{Eally

;and’mentally handieapped The clients fall into two .
\ _groups Y e . ) . )
(a) unemployed school< leavers, bo¥s and'-girls '
) 2 aged 16-18 3 o -
. %b)Aunemployed addits, aged 19+, men‘nuiwomen. 4 k“xv
m .

f%ey are unemployed for a great variety of reasons.
) These include problems of social adjustment, a lack of
- interest in work;, lack of confidence, a. negative atti-
' tude to themselves and sotiety, ignorance of the know-
how for getting Jobs, theg effects of tradlitional or -
intended unemployment, or general social and educational
d#fsadvantages.. Many of the clients will also have.
criminal regprds. The range of ability will vary ‘consi-
derably ,though most will be of low general ability.

»

- Clients are recruited for the course by the Youth
Emplo*ment Service (or Careers Service) -for young people -

) and the E S . for adults. _ 4 .

—~—

| iDurat‘on of courses \i

‘In each dourse there will be a maximum of twenty
clients with three full-time instructors. There is no
block entry. For adults the maximum duration of the
course | is twelve weeks, and for young persons 1t is
twenty- “Four weeks. Clients are, howevep, encouraged ‘to
leave the course as soon as they feel™fhey are ready. . 1

v There is a small financial incentive to attend the
course as the training-allowances are 1n excess of
unemployment benefits.

-

Job Plaggment

1

It is npt the aim of the courseé%o place each indi-

vidual in a job. \The idea is to deveélop the ability and
® , -
. s - . @ .

»




initiativg to do this for himself onhleaviﬂg_the course
~and in the future. :
. . ) “\‘ o .
Training of the ‘Instructors

. . T . . /
Instructors for the Wider Opportunities Course were
chosen\§yom existing Skillcentre ins%ructors according
to specifications which dealt with both their craft ’
ability, and their temperament and personality. Instruc-
“ tors were not chosen aecording to trade or craff requi-

rements but rather fo? their overall suitabiflity for
‘the Joby /Training consisted of.-a three-week- course

of class-room instruction, discussion and

two 5]
prac?&l work separated by on€ week of ‘practical préo—
Ject k.’ The maip topics included understanding the P)

objectives, the use- and destgn of discovery learning, \,
the use of a learging taxonony, fthe nofion ?f’Iggrning—

to-learn course, content material, discussion learning,
,motivation, interpersonal dy amics,; sogcial skills, and
techniques ,for assessing and guiding the ‘individual.
The gereral aim was to equip the instructprs for the
especiat nature of € W:0. course and their specilal
(perhaps unconventiodal) role in it. To this end’ the
course was designed to give them some of the skills and
insights normally possessed by "professionals" ¢.g.
psychologists, training designers, §ocia1-workers.l\\
ar ' .

ey

-

Nature of the Course

(a) The section -

Ideally this should be located under one-roof,
preferably in one large work-shop. The secfion typically
contains a representative selection of widely used in-
dustrial machinery e.g. centre lathes, capstans, milling-
machines, drills, power saws and presses. There should
also be metal and wood-working benches, welding-bays,
drawing-boards, desks and office equipment-such as type- g
writers and photo-copiers. In addition there shoufd be 7
opportunities for painting, decorating, brick-work arnd
horticultural work. There should also be-.rooms off-set
for written work, office simulations, discussion groups,
ahd self—admiﬁistered instruction packages.

[N

(b) Role of instructor

Because no formal training is given, the instructor
has an unorthodox role, His main function is to guide
and counsel the client.” On the basis of assessments made

Vo |
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by the instructor Lsee Skill Samples below) he helps the
client choose from the many alterna%éves available to
l.im ©n the course. -The Instructdr encouraged to

aevelop.a warm, close relationship with the client, .
* taki care to .avoid the traditionai formal relationsh p

with its emphasis on the instructor's position of autho-,

L yity overl the trainee. Discipline is maintained as far
’ as poBsible though trust and mutual respect. Conser {f
" quentlyea flexible attitude toward lateness and poor '
< attendance 1is adopted,as it is assumed that for these
-clients, at least, punctuality and attendance are pro+#-
blems they need to resolve. Clier can be Hismissed/as ¢ i

béhﬂ

”"

a last resort, but only if their viour is upsetgy»g )
or disrupting the other clients. ,/
, SO ’ . /.
“*?*) Course Content ) 2 L / .
'y % here is no set’syllabus. The . list'of éQuipment A

aboveé giVesnﬁome indication of the range of activities

that are ‘available to the client. The activities in-

. clude bench work and metal- working, clothing,repair,
gardening, electrical work, sewing, electronic assembly,
¢lerical work, working in concrete, pipe-fitt ng,
pthanaphy, sailing, calculator operation, h ita1’
work, delivggy Jobs, cleaning jobs, hotel and catering.
Thisalist gives some idea of ghe comprehénsive range of
skills, Jjob types, apd job locations which the client

_can experience. jHe can choose on the basls of both his
interest.,and his abilitx/tq\%earn the basic skills in-
volved. He can spend up to ree or “four weeks in

- one area before king a ‘further ch01ce to try othgrs.
On the other Hand, he might give, up one‘area after a i

few days and try something else. .

(4a) Methods .

There is considerable emphasis on person-centred -
learning, with considerable opportunity for individual //
fnstruction at the learner's own pace. Wherever 1t is
appropriate discovery learning méthods are used, and
there is also extensive use of self- administered program-
med texts and project kits. -
‘ On entry to a counseﬁthe client discusses his work
experience, interests and aspirations with the instructen
As a resullt of this discussion the instructor will admi-
nister -a small number of skill samples. These are-pe-

N riods of learning a representative sample of a skill. - »
The ¢lient is first taught the task (e.g. 2 half-lap T
301nt) and is then asked to_ perform the task without help

1ii
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" to his self-cogfidenc
. { .«

-/ i ) - ° —
', o : I .

from the instructor»who;then\fatés the clients ability t
learn the skill against a standardised error check-1list,

(0]

Using the*results as an aid the instructor can advise the
client in his choice of project work. Equally the client

can get a taste of thz task to a job are% withopat threat
© o« . .

’
\

Foll&Wing the “Skill saﬁﬁ}es the clienttmay cdhoose
to undertake a few Trial‘?rdjecbs~which are simple tasks

.involving a couple of™days work making an object, with

Ljects.

If a client is pargligularly interedted in one project .
he may go on to a full project which. can take anything
up %o four,weeks. .Having-comple®ed this he may try out
new skillsggn the form of Skill samples and Trial Pro-

only a small amounthof instruction in bgslic techniques.
i

< AlT®rnatively he may be sufficiently interested .in
ong -area to undergake %ob Reheaqsalg, i.g. one week

periods working fi;één employer and at e gnd\yrdwhich
he may returngto.t course, or as sometijnes may happen,
Jbe thaken on permanently by the employerﬁfiAtpitﬁde,deve—

lopment and social skillls are taught by mearn$ ef-“discuss-
$ion groups, films, role-playing and.fonmal‘exé?cises.

—y

’ Cohsiderable emphasis_is placed on léé}ning the

3

skills of job-getting (e.g. looking around, telephoning,"

being interviewed). Thiﬁiis considered to ‘be a very
important part of the cou

&

-
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(r) RESEARCH METHODOLOGY AND TRAINING

. C .
v

' A .
Educational and trainzng research_hawg to a’ large
extent been carried out by analogy with the:phy51cal
sciences. Evaluation makes usé of such reSearchand is
itself often a part of it. The properties and-limita-
tions of research methodology are therefore crucial to
the proCess;of evaluatlon PR
A

/’ The typical expaglmental paradlgm 1s': N
4

", * Pre-test - : Process,/" Post-test
Group 1 X1+ g Methodaﬁ_ Xp '
o o ‘

Group 2 Yy Metho& B - Yo

> Y

The assumptlons ornl whlch the experlmentar method
is based are that indiwtdual test results may be’ ave-
raged ; that groups of individuals with the same scores
may, be theated as the same ; -that different methods may
_be objectively defined and manipulated. However, it is .,
now often recognised that such assumptions are difficult
.to realise 1n practice. . The pre-test can ensure only
to a limited extent that the two groups are comparable.
Even individuals with identical scores are almost certair
to be unequally equipped to learn the relevant material.
Similiarly, the post-test will glve only a partial mea-
syre of actual learning and may be distorted in various.

ways.

An even more demandin% task is ensuring that the
teaching processes differ only in the intended way. It
is usually difficult to change 'a method of' teaching
‘without at the same time changing the content in some . .
respect. Neither is the¥xe a satisﬂactory way of con-
trolling the "teacher variable" Either the twa methods
are run by different teachers, 1n which case the two
variables. "teacher" and "method" are confounded, or the
same tedcher must use both methods. In this case there
will be an interaction effect between teacher style etc.
and the method. It is well established that- the prefe-

. rences of a teacher have a potent effect on the way he

a2
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uses: a method and the results it produces It is fhus
dlfflcult i not lmpOSSlble, to eXperlment with
"method" as a pure variable. _And this leaves omt of
“%.  account the interactions befween lqgrner style ard .
" method and between learner style and teacher style

14

In prlnc1p1e such llmltatlons could be overcome by
a combination of; exhaustive testing with sufficiently
sensitive tests and by. the use of sufficiently large ,
samples of learners. - However thesé€ requlrements .are
very strlngent and far -exceed the normal rgsource avai-
lable in terms “of learners, money and appréopriate tests.
It is the;efore inevitable that 'a,purely expgerimental
approach to quest ons~of teaching and learning can pro-

ducg only tenta er'esults rathey than definitive con-
" cTusions. dﬂﬁ%fﬁ

~ L

~  Fundamentally, the.probem is, tha human leayning

‘cannot be reduced to bits measura le behaviour. /

Behlnahbehaviour lies meaning, and ¥t is this that is

of central concern‘to the teacher,/trainer and evaluatop.

Once this—is récognised, the procefs of evaluation’ can'
-~ be seen-as terpretive and not a matter simply o
obJectlve measurement. Measures can be incorporated into
the interpretation and, can act as a stimulus to further
attempts to understand tralnlng events, but.ratiggs or
test ~scores by themselves can only b§ amblguous

f' o
It has also to-.be accepted that 1nterpretatlon ise”

Gitself a subjective matter. If it is .analytical ard

makes valld use of data, a sufficient degree of. inter-

R -subject1v1ty can be attalned but this does not fulfill,

. % the notion of "objectivity" which has been sought! from-
the experimental paradigm. Neither is evalyation a - = .
neutral process. ~The act of observatlon is”?an detive
causal factor which is always llkely to change the sltua—'
tion at which it -is directed. The presence of an evalua-

_ tor, or the knowledge that an evaluation will be made 1is ?.
frequently. g slgnlflcant determlner of tralners ctlons.~
. STy .
.Evaluatlon is therefore a social process. No amount:
of reliance on’ obJectlve" technlquEs can change that,

. only disguise it. "~ The evaluatcr s basic 'skill therefore

is that of understandlng a soclal process whlch includes

himself. He may use checklists, tests or 1deallsed o-

“dels ‘of tralnlng but they gan only be subcessful

are used as aids to understanding people s intentio
1mp11c1t theorles and’ obJectlves. I

3 1
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CHAPTER 4

Ld . P

THE COST~BENEFIT ANALYSIS OF®VOCATIONAL TRAINING

~

One of”’ the most discussed issues at the Semingr
\was the question of what significance should be attached.
to fhe résults obtained by the application of cost-
benefit anmlysis. to the. outcome of training programmes
piscussiaﬁ was centered around two broad issues <

'(l) What is the relationship between ‘Cost Benefj Ana
ysis (CBA) and- "social oggethical" qulSlO ?
L] '
(2) What are the particular techniques and problems
encouﬁtered in applying CBA to training ? :

T~ .

1 - The scope of CBA

i

L4

In CBA we are concerned with the‘€’onomy,as a whole
and not any smallem part of, ft sugh as the firm. Instead
af asking whether 'the owners of the firm will become
better off by the firm engaging in one activity rather
than another the economist/asks whethe® society: a

whole will become betfer off by undertaking this ggoject
rather thap not undeg}aking it or by undertaking instead
any of a numbgr of alternative projects. But' once the
net’ is'thrown wider and the-repercussions over' the eco-
nomy at large.are brought into the calculus a number

of problems arise which ré huire extendeltl treatment thef
‘among these are the distinction between beénefits dnd
transfer payments,/the -concept of shadow pricing external
economies and dis/conomies - ,

With social variables the* problem lies deeper. ' £an
we, ‘even’in principle "attagh a financial quantity to the
social value of increased employment, for'example 2 It
‘is in cases shch as this that opponents of financial ana-
lysis’ see a danger Will not administrators feel more
’confident of objectives which are quantifiable in’eagch
‘terms ? There is perhaps thﬁ; a danger that financial

agalysis will pre-empt the ' whole field of training policy,
/
. /

‘)
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' Ztﬂwﬁ i will cease to be simply~a way of Jjudging some of

s

‘of value judgement., By attempting to quantify iqg;.?ﬁaﬁﬁ,ha
iyl

. o ¢ | .
- e e % F\.

the possivle choices and will become the whole b¢ is for

choice., i e
uch a dédnger is undoubtedly real, but so long as

trai g £0s money, some ‘kind of financial analygis 1is

inevitable. A _ T~

The choice is between Forms of analysis which. are
explicit and forms which are implicit and unde lared.
It' is therefore essential that the relationshipypetween,
financial and "humane" values be rational d, p it-
tin% each to be handled by complementary téchniques

- The use of cost-bengfit analysis hés attracted
criticism for its tendericy to pre-empt values which are
moral or politica¥.. The fact that this can happen is a
direct regult_of.muddle and lack of clarity about do-.
mains of decf{sions. If actions within the field of
training policy fdr instance are made and judged without Vi
reference to the wider domains, then thé values appro-
priate to those domains are naturally unrepresented. _
e fault lies not ‘in any form.of financial analysis but- " .
n the impoverished coritext With;nﬂihiCh it i{s used. =

‘A property of the technique wh‘éﬁfis not oftern ;
recognised 1is .its contribution precisely to the prbcess{,;/“

and outputd it fqcusés -debate and clarifies issuesQY: 250
vallue in a particularly acute’way.‘fiﬁ the correctEn=&4F. 4
tekt therefore, efhical values and CBA are cbmpléméﬁtdi?? L G
aspects of the same problem. a P Zéég ‘

The effective use of cost—benefftuanalysis depends’
therefore upon a clear conception of the place of .tra
ning within the various domains of policy. Despite i'g~
weaknesses the power of the technique o assist de%gﬁxon
about investing resources is already consdderable and
too great to waste where limited resources are subjéct
to so mayy competing demands. i - B}

@ - .

. . & :

2 - CBA - Technigues and,problems.
: — S
"Part(b) is a comprehensive description of-”

cest penefift study of a vocational training programme in

‘Ireland. .It is of particular interest inadiscussion of
the experimental design -used (see Chapter 3,Part(f) on

research methodology). The test group used for the stu-

‘dy are those who receive training, whether or nqt they

complete the course or whether or not they htili%e-the

ESERES & (N "
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training_immediate af&erwards (This is because some .
wastage 1is regard as a normal part of a tralnlng »

course). Thé cetftrol group are those whd are trainable,
are willing to be trained put who are not trained due
to a shortage of places 'ir the training centres.

Sectlon (c) discusses the methodoloéy/and concepts of
CBA ana reviews the ' 'results obtalned so far in applying
it %oy vocational training. & paper makes- thg very
important point that CBA resul®s are very sensitive to
the me3surement o§hwhat are called displacement effects
i.e. th p ocess ereby prainees obtaIn Xgbs which could
have illed by untrained people and wgcuum egffects
i.e. the process whereby other members ofvﬁhe Tabour
force may be taken into jobs vacated by. trainees or,
complementary to those newly occupied by the trainees.
These effects are extremely difficult to meaﬁurngid

b ¥

therefore care must be taken in the interpretati of
results.y. 4 . ' ) *r
S | ¢

. ) )‘ . g @
) . \ :

N ’
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(b)“CQST‘BENEFIT ANALYSIS QE-ANCO DIRECT
TRAINING PROGRAMMES

B . yo -
v
-9

Thls 15 an- pgtllne of a study ¥hieh ‘is currently

being under ken by the Research and Planning Divisionof
ANCOhThe Irish "INDUSTRIAL TRAINING AUTHORITY".

-

The object of the study is the evaluatlon of. the

.¢ costs and benefits of AnCO's Direct Training Programme’
and the purpose is to find out the returns on an invest-

.ment

in Tralning in this area of AnCO's act1v1ty

_DESCRIPTION OF DIRECT TRAINING ACTIVITIES .

(a)

(p)

o

3§#§Machine Operating : Capstan and Centre

Introddptlon o ) : . .

Irish Parliament ig 1967, AnCO - The Industrial
Training Authorlty has responsibility ‘for training

Under the Ihdustriai Eraining Act passed by the..
Bigéct

at all levels of Industry and Commerce. The
‘Trajning Division of AnCO prov1des'fac111t1es for
the traini of unemployed and retundant workers ;
of workers leaving the land, and skill upgrading

of epployed workers. There are at preésent nine ¢
per nherit anﬁ three temporary training centres
with 'a total of 2,040 places and an annual through- -
put in the region of ‘5 500 adults~. -

Tralnlng Courses Prov1ded -

A wide range of., ‘courses is provided at -the tralning
centres. The courses are designed by a central
,course design unit and relate as-near as possible to
the needs of } dustry in the operative areas. The
following colses of 3 months duration or more are
3%v?ilable for dults : /- ©

8

v

N

S Lathe Operators 26 weeks __
- <

:Milling Machine

Operators 26 weeks

8rind%n§sMachinq

perato 26 weeks

119 : : I
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' . . Maqplne Opgratlngls%'- ff/yeeks
Engineering Assgmbly : General Engineering 4
Operators 26 weeks
PPRRP R 4 . ‘ . . . /
w, . Domestic Appliance 7
‘ \ Servicing : 26 weeks
s . : ) .. e
Welding 9 Welding Operative ;18 weéks
. X5 Fabrication 18 weeks™~
X . . 3
- ‘ P?dél Beating 24 weeks
. ¢
Sheet/Metal Fabricat. 26 weeks
- ®Electronics a// Electrlcal/Electronlc
' i Assehbly - : 26 weeks
. Radio/T.V. Serv1c1ng 36 weeks
. Electffnlcs o 24 weeks
Wiremen ' 24 weeks

]
=

{(c) Outline of Administrative and Opéfational Structures

e

‘Each training centre is headed by a- Mana who 1is .S
supported by technical (i nstructors) and adginis- -
trative staff. The techjlical and managemefit “ger-

vices are co-ordinated from, the ‘headquarters -of
AnCO in -Dublin. These include, on the technical
side, . Curriculum DeVelopment and Research and
Plannlng ‘activities ; on the administrative side,
" - Budgeting and Finance, Data Processing and General
. Administration activities.’, 1
,

C P

(d) Cost

The cost whiTh is expected to~ge incurred in 1975 .
for the training of 6,390 adults is £ 5,605,436
3t nCO has made an applicatlon to the European
ociay Fund for 50 % of these estimated costs under
rticles 4 and 5 of the Fund. #

v

(e) De‘gri tion of Aduy¥t Training Characteristics

The followi_g‘t» les illustrate the employment
status, mari status, educational qualifications
and age of adult trainees. /j'




Table 1 .Emplo ment StatuS N
— i ,
. Unemployed .
Reédundant
Table 2
[ -
P I, R,
: ., ] | ions
~Table 3  Edubational 89314 pycatiol
e Primary ! 24.1»
. Intermedlatei 112
‘Group Cert;t | 16.9
, Leaving C€ ™ 10~l
Z Other 378 .
Table 4 AES.
- Years N\"%/ﬂ——
" \/6/
-1 0 - 25 7%
25 - 30 107
30> 35 5.0 .
35 - 40 5.7
hQ - 45 2.0
° 4 -~ L\é"’
“. —'-&‘ »
§r) Payments to Trainees } 7,
Trainees. are paid.an allowanc® dep ndi Sdgtiage and
number of dependants (Table ave Accommz awayn is
subsidised for trainees who 0. ° kg zn Certaibom

home.

Travelling allowancesdits Daid
Qre P

cases and social welfare cre

LB
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-in excess of the appropriate training allowa

[ - '_ /
. LN ., V
These allowances are not subject to income tax.

Table 5 a Allowances paid to Trainees J :
'\¢)/ ‘Males and Fedales . QTfaining:Allowance' &
With no Dependants -
- Age 18" £ 10.50 .
T Agew 19 £ 13,00 -
.Age 20 "g‘I;AOO o,
Age 21 to. 35 £17.50 @
ige 35 ana over /- 19.50 . R

T oen

With Adult Dependants -
For each adult dependant.. -£ 4.00

Child Dependan%ﬁ
¥

For 1 to 3 children B - 7,
) inclusive Te 1.00 '
For 4 or more children £ 2.00

ocial Welfare Paymehts

In cases where Pay Related Social, Welfé_b

payable, allowances equal te the amount of b
be paid. .

(g),VSeiecgldq, Placemen% and Follow -Up Procedures.

All. tg;:heeo are aptitude tested belore entering
training. About eighty per cent of appllcants are
«found suitable for the present range of.cBurses.
There is a high withdrawal rate prior ‘to training
due to the long waiting period. It .1s expected
that when greater capacitx is available in the
training centres the wailjing list w111 decllpe

' Tralinees are glven‘every e couragement to look for
suitable job openings while™at the AnQO centres which
they can avail of upbn flnlgﬁingstheixggourse The '
National Manpower Serv1ce, through theiy numerous °
contacts with 'industry, e con51derab e help in-
this regard. Over 75 % of the adults trﬁ;ned in the
past year h: .e oeen placed -in jobs. In c@ses where
the trainee rin.s employment before completion of
the course, . S

121 o
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, speclal emphaut is' put on the development of those

- skills wnich he will be ‘Iikely to .need 1n/hls new "
employment b . I °
I : ’ ) . < ‘ o
OBJECTIVES N ' '_ . VN

N

Tralnlng pzogramme“ usually have multiple and ,
complex objectives-and this is especlally true of trai- -
ning programmes’ on the naticnal level Where the objecti- T
ves are often’ parttof the uovernment s macro-economic
strategy. The ObJEutheb "of AnCO's adult training pro-
gramme can be summaﬂlscd undér three’headlngu '

S : _ o
, = Effl ient’ xllOudthn of Rekounces P ,’%X !
' Th1° ;mcluaeu the ObJecthEQ_Of long run b copomic
growth,unu the coergtlon of struetural Lmbdlaﬁﬂeo in
the etonomy Lo ., .

v -
. a‘(

e Dlstﬂlbutlongl Equlty ’ .. ';u%,'

.

: Thlg Tncludes the reductlon oL poverty and the »
* provfélon -of greater Securlty of employment

I
-

--.Ecgnomief?taﬁ1llsatlon . . U A e

: Thlb 1nu1udas the cutglng of unemployment and the
: reductlon of infFatioriary pressbres. = - ‘- .

o E e :

Wy . . )
b ]

\ Dependlné}on theAﬁconomlc cllmate prevalllng in a m j
.« country one Qqr other® ofkthe obJ £t1Ves may-recelve grea- ¢ .
. ter: eﬁphaol° but it 1s* impos ssible to take. d&estion to - I
achieve agy of them without affecting du.thé‘obJectlves B

For example, programmes to cut unemployment utomatlcally

effect the allocation of resources and hdve. gy impdct ‘on

inf atlonarj pressure° ' .

- . . .
P These objewtives are not unlque to natlonal training ﬂ—ﬁ\\
t programmes ; they dpply equally to.most Government’.pro- -~ % /
Jects. This facilitates comparison g8 find out which
project most successfully fulfils the objectives. . |
However,-it is not easy to gaugé the success of projects
because some objectives are Yong térm and diffuse. Eva-
luation methods therefore, tend to be partial and’
incomplete. It/lS in the area of externalities - where
benefits accrue‘to third parties and not to individuwals
“and firms directly. involved - that Government interven-
tion is. most Juotlfled but it is in thls area that

‘measurement is most difficulg.

o

.. 1232“ | ’ ’
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COSTS AND BENEFITS

The costs and benefits of a training programme
are normally delindated from three points of view,
Society, the Government and the Individual. Before
doing this it is ‘necessary to make a distinction bet-
ween the impact of training on the actual output of the” .
economy ah#d the impact on an economy's productive;

-capacity. .The cosfs and benefits vary depending on whi€h
impact one is' trying to .measure : if one wishes Lo mea-
sure the impact on actual output, then vacuum, displace-
ment and multiplier effects (see below) should be
included ; if one Wishes fo measure the impact on produc-
tive capacity, 1 llowance should be made for multiplier
effects, and the earnings forgone during training reflec-
ting the reduction in productive capacity of putting
‘people in training should be regarded as a cost whether

" or not they have been repldced by other workers. Ide%lly
the impact should be calculated’«from both the productive
capacity and actual output orientation and this will be .
attempted in the study. A distinction will be made in
the results between hard facts and soft assumptions v
because of the difficulties associated with measuring

vacuum and displacement effects. ) . ’

Beneflts to Society
The benefits to society from training are E s

(1) -The.increase in production after training and .as

‘ a result of 1it. (Since the increase in production
cannot be measured directly the .irfcrease in the
trainees' gross earnings Wlll be used as an indi-
rect measure of the increase in production).

(2) Value of work done by trainees Jduring the tqaining
course.

(3) Extra new jobs and the vacuum effects ‘associated
’ with the new jobs. (An attempt will be made to
estimate 6hese from a study of labour market condi-
tions prevailing during the course of the evalua-
tion

Footnotes - Vacuum Effects refer to the process whereby
other members of. the labour force may be taken into
jobs _vacated by trainees or complementary to t:aose
newly occupied by the trainees. r

4¢
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(4) Socio-psychological benefits i.e. increased Jjob
o . satisfaction, reduction in crime; etc.

Costs to Soclety oo

The costs to society from tr¥Ining are : ° e

(1) Production forgone™during training. (The reduction’
-in trainee gross earnings while training will be
used as an indirect méagure of production forgone).

(2) Capital costs. (This covers the opportunity costs

of buildings and equipment). .
(3) The costs of materials, administration, and wages
and salaries paid to personnel,.

(4) Socio-psychological costs.
- Benefits to Government . - -

[y

The benefits to'Government~are.:

L

‘(1) 1Increase in tax revenue as a result of higher

earnings.
¢ (2) Saving on social payments as a result of increased

v employment. . -
(3) Value of work done by~ trainees during training.

"Costs to Government

"The costs to Government are }

(1) Loss of tax revenue as a result of decreased ear-

- nings during training.’ -

(2) Allowances, travel and subsistence, payments 'to
‘trainees. ' : >

4

Footnotes (Contd.) Displacement effects refers to the
process whereby trainees obtain Jobs which could have
been filled by untrained people. '
Multiplier effects refers to the process by which an
increase in investment generates extra income.

- <"
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(3) The opportunlty costs of expenditure on building

and PQUme“HL

\&) The cost of materials, administration and wages
and salaries paid to personnel.

Benefits to Individuals

The bepeflts to 1nd1v1duqls include
(1) Increase in after- tdh earnlngs

(2) Socio-psychological benefits i.e. increased Jjob
satisfaction, etc.

Costs to Individual

The costs. to individuals include @,
A o
(1) Net e@ﬁnlngs forgone during training.

(2) Socio-psychological costs.
- -7 .

EXPERIMENTAL DESIGN oo ; &

Measu3§ng the impact of a training programme is
essentially the problem of calculating the difference
in variables between tWoxsimultaneous yet mutua11y~
exclusive states, when the programme exists and when
it does not exist. A number of experimental designs
with.a*control and test group comparlson can be used to
isolate. the 1mpact of training.

- .
1. Before - afterscomparlson ; the person s record
~ before training is compared with his record after
training (in other words the pre-training experien-
ce is used as the control). (Scott)

2. .Contpwel groups from the target population - the
conbrol group is selected from people who appear
to ha a similar background and characteristics to
the test group. (Page, Gooding,. Cain and Stromsdor-
fer, Solie, Gobbard and Somers). '

Control groups from dropouts. (Borus) é;

Control groups from ﬁuallfled interest non-enrol-
lees - persons who apply but do not enroll for
various reasons (Hardin and Borus)

4 o
X L
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5. Control groups by "Snowball" technique. This type
of control group is obtained by canvassing acquain-
tances nominated by the trainees to find people of
a -similar background and characteristics. (Main)

6. Control group by random assignment of qualifjed in-
terest persons. Applicants are randomly assigned
- to either a control’or test group.

In chlioosing any expériméhtal design it is necessary
to satisfy the conditions of internal and external vali-
dity. (Campbell and Stanley). Internal validity is the
basic miriimum without which any experiment is uninter-
pretable. It guarantees that all exogenous factors are
controlled and that changes in the:dependent variables
can be tlearly discerned and opportioned to the inde-
pendent variables, otherwise a number of effects are
compounded” and no clear-cut interpretation of the effect
of training (in this instance) can be made.

External validity guarantees. the representativeness
of ®he experiment = to what populations, settings, treat-
ment riables and measurement variables can the effect
be generalised._, External validity is an ideal to be
aimed at rather’ than a g?@& which can be easily realised.

Designs-1l - 5 are opén to objections in . varyirg
degrees on the grounds of internal and/or extérnal

\éalidity. In these designs mulfiple regression techni-
ques can be used to isolate the: effects of exogenous
factors but in a non-rdndom situation the competency
of these techniques depends upon the inclusion ofr the-
variables in tables or equ®ions in corfect mathematical
form.- In contrast, using Design 6, "Control group by
random assignment of qualified interest persons", the
treatment effect (training) can be measured directly,
once randomisation has beem achiéved by the difference
beiween the mean values of the dependent variable for

- the treatment and contrél group. Design 6 satisfies the

conditions set by internal validity and this 1s the type
of design chosen for the AnCO study. Design 2 appears to
satisfy the conditions set by external validity but if :
the control group is chosen from the target population,
rather than applicants, then the effect being measured is’
not purely training but the compouhdep efféct of motiva- '
tion and training. - !

/ .
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'EXPERIMENTAL DESIGN AnCO STUDY.

The following are the test and control groups for the
AnCO study

1. Test Group C S : : o
: . o . Y
. Those who receive trdining, wnether or not they
complete the course, or- whethér or.not they utilise
the- traiging 1mmed1ately afterwards. (Those'who do
not complete training or- utllise it afterwards are
_ included because some wastage is’ regarded as a ,
~normal part of a tralnlng course): . ,
- J
2.  Control Group - -, S : 4

Those who are tralnable, are,qllling to be trained
but who are not trained due to a shortage of places
in the tralnlng centres L

Type - of Sample T ,I_:

[a0g

A stratified random sample is being chosen because

a) it is reasonable-to hypothesise that some sections of
the trainee group will be more variable than others

b) it is necessary to ensure that small categories are
adequately represented.

Possible Criteria for Stratification

There are a number of possible criteria for strati-
fication. - . %

-

Age

It is reasonable to assume that ag an important
factor which determines the returns to tyafining in terms
of the pay-off period and ability’?o lea new skills.

Employment Experience

The empldyment experience of the trainee prior to

~training is a factor which cquld also influence the -

trainee's post-training experience.
- r

]

.
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Educational Experience - : o e . -

The educational experlence of. the tralnee is a
factor which could influence the trainee's ability to,
acquire new skills and find employment subsequently.

- Course - "
. The. training course is an important determinant of
'fhe returns to training in terms of amount invested and .
the trainee's succegss 1in ﬂziding,é@ploymént.
P c. - | 4

Régidh
Regional‘differencesnin'lébour market conditions
are an important determihant of the returns to training. <

~ Marital Status

The marital -status of the trainee could also be an
important influence.
. In the absence of firm_evidence to support the i
effects of such factors on employment experlence of
those who pass through :the training centres, the most
appropriate method is to stratify by. factors which are
easily identifiable and more objective in nature, i.e.
age and training course. The most practical me'thod of
selection of the sample is on a training centre basis .
-and this will indroduce further stratificationr. The '&,~s3
effects of other factors will be regarded as "domains" I
" to be studied rather than criteria for stratification. ?www

Method ‘of Selection of Sample o

(a) Compile a list of applicants considered suitable for
tralnlng in each time period. Divide these into
strata classifications.

(p) "Choose the required proportion at random from each
- stratum list and assign them to be trained as fthe
test group.

 (e) Choose another random group the same way and ensure
.- -<--ghat- they -are - -not--trained -for. the.duration..afithe.........« ...
study and regard them as the test group. \

(d) Those not in either group to be treated in the .
normal way. : - : ' .

o - 128
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(e) Continue this procedure each time .péeriod until a
sUfficient number of people have been selected.
A preliminary analysis of some of the earlier peo-
..ple may indicate the optimal overall sample size.

DATA COLLECTION AND INTERVIEWING PROCEDURE ) -

The data will be collected by direct interview with
members of both groups. The interview will cover such

areas as ‘: ‘ ) .
" Personal Vitae
Educational Background

Work Experience

Income
. Health )
AnCO Training f _ ;
.There will be ‘four interviews.with each respondent,
‘ the first when the test and control group are completed,
the second when the test group complete the training _ .

»course, the third six months later, and the fourth
interview will take place eighteen months after the
AnCO training course .has been completed.

» .

RESEARCH CONTRIBUTION

Einar Hardln in a review of research on the economic
. benefits and costs of training programmes, Nas offered
the ﬂ0110w1ng recommendations among others, as to how %
.research in this area might be improved

1. "More emphasis should be placed on estimating the’
variations in the benefit-cost relationship asso-
ciated with forms and degrees of training and
other condltlonlng variables"

2. "The follow—up period should be lengthened".

3, '"Methods of strict random sampling should he substi-
tuted for the Judgment sampling of more publlshed
work".

«qu’('(‘(««((:“-l((-((“.Y—vx(«((-x(( ------- €

It is.intended that this study w111 make a contrl—
bution to research in each of these areas. .

«««««««« . R R EE R R R RN At I S
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(¢c) COST BENEFIT ANALYSIS OF TRAINENG PRD'GRAMI\@_E\SI
- ‘ ..{) P e - (2
_Introduction e e T

This paper has two objectives. Filrst to make the
work of economists in this field more accessible to those
administrators and professional advisors who are not
already familiar with it: Secondly, to ingicate how the
results of existing work - and hopefully future research
work. - can be utilised in the formulation of policles,
for'fraining.' The paper makes no pretensions to be a
technical exposition ; it seeks only to explain enough-
of the concepts and technieal Jargon to give the method-
ology ‘and results of economic ahalysis a wider audience
among those conterned with evaluation thaining program-
mes. Part I provides a brief account of the nature and
value of cost benefit analysis (CBA) ; <Part II discusses
somé methodological problems and Part III sets out some
results and di'scusses some implications of research
work for policy analysis.

-

Part T [
. . Cost benefit analysis (CBA) is a technique of in-
vestment apprdisal. It seeks tq_identify and estimate
all costs and all benefits associated with any given
programme of expenditure and to evaluate the return on
that expenditure. The results can then be compared with
the returns available on alternative programmes of ex-
penditure and thus one can ensure an efficient use of
scarce resources. If returns_can be calculated - either
as' rates of return on capital investment or ag met pre-
sent values of discoypted future annual benefits (2),
then CBA provides a clear decision rule to policy makers.

1. Any comments made in the course of this paper and sub-
sequeny discussion are personal and do not riecessa-
rily feflect those -of the UK Training Services Agency.

2. Money is worth niore in the present. than in the future
because it can be used productively. BRenefits occur-
ring over a future time period must therefore be dis-
counted at an appropriate rate of interest to give a

"present value" which can be tompared with -the proposed
TTTTTTTTinvestmeént (présent cost) T TR ‘™

*
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ItS.indicates  that high or low returns can be €xpec-. -
ted for.various options or for competing policies and
hence offers a clear guide to decision makers on the ~
economiciaspects of policy decisions. It is well reco-
gnised that not all decisions are made on economic cri-
teria bi# it is presumably accepted that econamic consi-’ %
derations are an important element in most decisions )
involving resources. —_:_

A ra?e of return does not offer a gulde to the e
question "hpw much training should be fihanced /provided !
by public agencies 2" I1{ indicates ‘only that past invesbsﬂ\

! ment has generated a return of x% and the size of x is
" an indication of the directidn of investment (more, less,
the same) ‘but not the size of any-increment of investment,
although ¢learly the size of x does ‘'suggest the rough
order of magnitude of any further investment.

CBA is perhaps a more useful evaluation tool for the
planner and policy maker than the ptrofessional trainer,

. for it 1s concerned more with the return on resources -
devoted to training programmes than the internzl benefits
of a traiming package such as the acquisition of skills
etc. However-in hoth cases there is an interest in the
return on Pespurces,and this is what CBA seeksixo,eva—
luate.: T

Althowgh the methodological difficulties of, achie-
ving such measures are discussed 'in more detail later it
is clear that money values are reguired for the cal-
culation of any rate of return or any net present value.
For various reasons this is not always practieable and
the ‘appropriate technique then becomes cost effectiveness
analysis. . . ] N A '

Althoughs unlike CBA, it does not offer a decision
rule the results of cost effectiveness analysils are eoften
strikifig enough to allow recommendations of one policy
rather"than another, and at, the very least one is able
to attach costs to policies and to . have some notion
of along what dimensions policies may be effective once
‘implemented. The technigue contributes to policy making
in two main ways,* ..’ R T W
vr « -
(I) where alternativé policies with the same objectives =~ -
- are being analysed it is sometimes the case that
there is no significant difference in the effecti-—
veness of policy A or policy B in securing a defined .
objective x. In this case a fairly straight forward—"

. ; o
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cost minimization analysis iéhposSible.

I L %

(II) where effectiveness measure are different then one
can show the tradeoffs along the various dimensions-
of effectiveness. Thus one training programme may
lead to training of a higher quality (at a given
cost) but another policy may generate more trainees
in a given period and at’'a given cost to receive
a somewhat lower level of trainfhg. The trade off
_is then one of time span, quality and numbers at a
given cost such ‘that -say £1 million invested in
‘policy A gives x bengfits per unit of time and the
‘same sum X glvesyy benefits per unit of time if
invested in policy B. The final decision of course
lies with the planners and peolicy makers.

Thus either one constrains objectives and effecti-
veness measure and minimises costs or one establishes
the trade off between costs for .given achlevements.

There are two other small points te add. First
there may be occasions when the mere setting out .of costs
and probable effectiveness of two very. different policies’”
will give such striking results that this alone is a - 7.
helpful guide to decision making. Secondly, .one may :
adjust .the technique to take account of decisions.
between major policies, and decisions between options,
but within an agreed programme. Thus having dedided to
support retraining policies for the disabled (rather than
immigrants, young persons, Or women etec) there still
remains the choice of the best option within fhe disdbled
programme. Cost effectiveness analysis is applicable, in
principle,,to both kinds of decision,

. s

In short then CBA and cost effectiveness analysis
are techniques of programmes appraisal. The results
can be directly utilized in-.decision making or policy-
formation. CBA does provide a decision rule but it .
| indicates only the direction of investment rather than
the 'size of any increment in investment.

Pty

Part -II - Methodological Problems

- - - = There -are-relatively few problems of methodology
where CBA or cost effectiveness analysis 1s conducted at
the level of the individual or the level of. the firm.
While coét'q%qa presents rather more difficultles than
is usually allowed it 1s nevertheless pgot a serious
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obstacle to useful analysis. On the benefit sdde indi-
'viduals seek to achieve employment or more stable em-
ployment or more satisfactory employment, and of course
higher earnings. Benefits to the firm are usually
captured-in two major measures - that of increased out-
put or increased profits and of course reduced labour
turnover. Other benefits to the firm are listed as <

. reduced waste, improved quality, reduced requirement for
supervision, lower ‘over-time costs, reduced requirement

. for m&intenance of machines, reduced injuries and acci-
dents,~better communications and general raising of
employee moral and labour conditions. Some of these
benefits can be captured in measured terms but most are
subsumed under the two measures of increased output and
reduced labour turnover. It should be_said immediately
that this kind of analyses has only been successfully
completed for operative training within the firm. The
problems of supervisory training and management training
raise difficulties of an order of magnitude which has not
yet been successfully analysed. ’

.The major methodological difficulties however are
concerned with the evaluation of ﬁraining programmes
with respect to public expenditure. That is the costs
and benefits to society of public intervention in . .the
finanece and prevision of training programmes. On the
cost side most economists. accept that the cost of trai-
ning should include the foregone earnings (output) of
those who enter training programmes. This is not rele-
vant of course‘'where the trainee was previously unem-
ployed but where he enters tr%}ning from employment then
clearly society has lost therolutput. for which -he was
previously responsible unless he is replaced immediately’
from among the unemployed. His earnings represent a
proxy measure of foregone output and this must be inclu-

.M 2. ded on the cost side;,of any CBA. The major difficulties
" of course relate toﬁ%easuring benefits. We should be
clear as to the objectives of publicly supported training
programmes. In most countries the objectives are some
combination of the following : . : -

- trainink facilities which allow individuals to
acquire new skills, craft trades and/or social
skills and hence aspire to new job opportunities
particularly in areas of “labour shortage o

- training designed specif{g,lly to alleviate .
unemployment

134




- training facilities for certair specially - )
disadvantaged groups - handicapped etc.

03
v

In all these cases the ﬁajor benefits ¢an be taken
to be either some net reduction in unemployment or net
increase in the durability and stability of employment
by individuals or increased earnings of individuals _
or an appropriate movement of trainees to new job/indus-
try opportunities., Measuring these benefits gives rise
to certain problems. .

The basic assumption is that any increase in output
im goods and services due to the productivity of trainees
{s measured adequately albelt imperfectly by their
earnings. The differential between pre and post training
earnings is central to the evaluation of direct benefits
of training programmes. To measure earnings is to assume .

‘that the man is employed and certainly the employment

position or post training situation is an important part

_of CBA evaluation. Indirect benefits-what is known in

“the literature as externalities - are also crucial to the

>

evaluation. The vacuum or replacement effects occur when -

jobs that would have been held by trainees had they not

joined the training course are now’'filled either directly

by the unemployed or are takenh by other employed workers T .
whose vacated job in turn creates a chain reaction

through the labour market leading eventually to the em-
ployment of hitherto unemployed workers. The effect of
replacement isvto raise benefits and lower costs.’ ‘

Displacement effects occurs when trainees on comple-
tion enter Jjobs that are held by others or which would
have been filled by others without training. Training
leads not to a net decrease in unemployment but simply, . R
a resauffling of the unemployed. The circumstances in . ﬂ%
which displacement is likely to be severe are net easy .
to specify. 1In a.shortage - and an increasing shor s -
situation the displacement effect is likely to be small.
In an oversupply - and rising surplus - situation the
effedt is more severe. The displacement effect is likely
to be more severe where trainees find employment in - .
occupations othem than those of the training trade. o .

e The.multiplier.effect.occurs when trajinees enter

occupations which currently are in short supply. Bottle- -
necks, i.e. constraints in production work due to a P
labour shortage, are now released through this increase
in the supply of appropriate’labour. It-sometinies hap-
pens that labour - say skllled and unskilked }s )

v
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complementary‘and the provisijon of. a skt ed man may
lead to the employment of an tqskilled assistant.
- [” N

Thus an expansion of outppdt is now possible because
2 bottleneck is released, causing some net 1increase in

‘employment (reduction in unemployment) due to the Jjoint

demand of skilled or unskilled labour. However there is
a real problem in measuring that proportion of increase
in output due solely to training.t '

There is some disagreement within the literature as

to the way these.technical issues mdy be resolved and the
% usualy way forward is to offer a range of values which

will illustrate the impact of these effects on the -
results. One thus has some idea how.sensitive any CBA
results are to these effects. . -

. Macro economic benefits are recognized ih?thellite-
rature but are seldom escimated in empirical work due to:
the great difficulty in idehtification and measurement. .
The argument is that if training is concentrated in tho-
se areas in which there is a current labour shortage and

if the employment sgrvice is geared to increase 'the

efficiency in job matching so it becomes pg9ssible to
achieve counter-inflation policies without inclugpring
high lewels of unemployment or reflationary polidles
without causing severe inflation. The difficulty of
estima%}ng such benefits usually prevents any empirical

~work in this field. There 1s however some discussion of

the policy implications for training programmes. Should
public training programmes be expanded during periods of
recession and contracted during periods of boom or vice
versa ? Should the composition of such training pro-
grammes be chHanged such that training for skills take
place during recession thus enabling skilled labour to
enter” labour markets and reduce bottlenecks in the sub-
sequent period of recession and training for.social
skills take priority during period of boom ?. "~

_Another issue of major importance is the redistribu-
tive effects of training programmes. CBA is essentially
concerned with the efficiency of investment decisions.

It is usually assumed that current income distribution is
soclally  acceptable and that where redistributive effects

- of ‘investments- do occur they can be.captured. by treating . . ..-.

each persons galns and losses equally. In many cases
the redistributive effects are likely to be s0 small the

question can be disregarded.
. oA ’ .

e ' .
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However, society may wish to alter the distribution
of income between the employed and unemployed ; between.
* colour, classes, and vraces ; and perhaps between yolng
and old within society. Thus, some persons’ gains or
losses are now regarded as more important than others.

' Manpower retraining policies @are sometimes the instru-
‘ment of such social objectives, Certainly training may
be regarded as an investment in human .capital, and as

* human capital generates an income stream, changing the
distribution of human capital shoyld affect the subser. #
quent distribution of income. How far human capital
investment determines (pre tax) incdme distribution in
society is not clear but, either deliberately or -inad-

;¥ertently, it 1s likely to have some impact and if we

-eréinable to quantify the effects then CBA.study of man-

powetr programmes is likely to be incomplete. While it

is the case that most of.these issues still require

' further analysis and empirical testing there must be

7ifew who do not consider them to be important aspects of

.5 gost.benefit analysis in the evaluatich of training.

v

PEs

Part III - Results

- Unifortunately I am familiar only wWith the United
4+ States and UK material and one Swedish study :; I would
welcome references to European and other work.

) At the company level Professor Brinley Thomas and
Dr. Alan Jones and their associates havg found that
investment in operative training gives a benefit cost
“patio of some 6-to 1. Similar results have been found
when the studies were extended to similar training in
"L similar fiprms but in different industries. Dr.Zidermah
‘¢f~London University in his analysis of government pro-
vided trairing found high and positive returns, which,
depending the assumptions made regarding external bene-
.. fits, are of the order of 10 to 15%, using a resultat,
Wﬁ%ﬂygstment costs were recouped within five years.

. In. the US work. by Page on 900 trainees in Massachu-
setts between 1958 and 1961 under the Manpower Develop-
‘mént Act (MDA) found net benefits in excess of £3m. '
That 1is, the money value of benefits of, training recelived,

. .less costs, exceed &£3m. Analysis of the.JohﬁEﬁhh?and o

%< TNeighborhded Youth Corp programmes- both of which relate-

" to young persons suggest .mixed success. But, given high
costs and dlfficult training material, 'the postfxraining
employment and earnings data 1is impressive - CBAR ratios
of 2:1 or 5:1, depending on assumptions, are reported

A
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Borus calculated Benefit - cost ratios for Connec-
ticut training courses ranging from 3:1 to 6:1 depending
on assumptions concerning the use of skills, over a
10yr serwice life. Cain & Stromsdorfer calculated
ratios of 10:1 for men and 2.7:1 for women, and an ove-
rall ratio of 9:1 in a sample of West Virginig training
courSes. Using the same data- Stromsdorfer calculates
rates of return of 90 % for men and 64 % for females.
Hardin & Borus-calculated a B/C ratio of 1:2 for a
sample of Michigan trainees, using a 1O0yr life and a
10 % discount rate. '

. . . &

In Sweden Dahlberg assumes a 10yr life wWith a
decreasing benefit stream. Discounting at 10 % he
calclilated a B-C ratio to individuals of between 3.2
& 4.0 3ind a payback of 21-33 months. The social B/C
ratio-depending on assumptions lies between 4.% and 6.7
with a payback period of 17-20 months. .

What are the implications of these results for the
evaluation of publicly suppoqted training programmes .?

JFirst, all results suggest that some expansion of'
training fac111t1es would be economically Justified al-
though the scale and composition of such expan51on raises

other issues. X

Second, some close empirical estimates of the dis-
placement and replacement effect are needed because CBA
results are quite sensitive to these factors. -Economic
analysis ‘is less than conclusive about the- benefits of
counter cyclical training programmes and this deserves
¢loser consideration as-it is becoming & major policy
question in many industrial counties. FiInally the re-
quest for more CBA research work, gn different types of

- training courses, on different regions, and on different -
age and sex groups, is no cliche, Hut represents a badly
needed programme of work .if- pollcie"are"to be more care-
fully formulated and implemented? owever despite the
imperfections of current work-the results have been inte-
resting and valuable and I hope due g9n51deratlon will be
given to economic appraisal by those of you not already

’ familiar with the methods and results of CBA for the
evaluatlon of training programme. . o

— ‘ .’ - . v, 1 8 IZ ) . ;

u
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CHAPTER 5

v . ' L

EVALUATION -AND ITS- APPLICATION

Underlying much of the discussion in the seminar
was a desire for a more integrated approach to evalua-
tion. At present, a decision to invest in a particular
programme of training is likely to be taken in the light
only of the most immediate employment outcomes. Yet
questions concerning the manpowWwer system as a whole are
inevitably raised by such a decision. There may also
be even wider tonsequences of a social nature. Training
may produce not only skills, not only em loyed men, but
also unemployed men (displacement effect a demand for
further training, geographical mobility and so on. The
effect of one particular training programme may be
difficult to see,but the national sponsors of training
cannot treat 1ndiv1dual programmes just as isolated
entities, They are inevitably seen in the light of a
policy and a policy must be based on aggregate effects.

The process also works in reverse. Changes in the
larger scene must be met by an adequate response from
the training system. The examples of job-enrichment,
the apparently ever-growing need.for versatility or the
ideology of industrial democracy constitute clear demands
on the training system. To meet such demands ‘adequately,
it is not enough to respond in a local fashion : the
global policy of the training system must anticipate the
local expression of needs. Without such a glgobal res-
ponse,. the resources of training expertise and financial

-support are likely to be out of phase with demands as
they arise.

~ 4 »

In the language of the model presented earlier, the
policies of the various domains need to be linked cohe-
rently. It is the objective of integrated evaluation to
achieve this, for in. practical terms the effective stimu-
lus. to policy integration is the clear demonstration of
the nature of the.dependencies. To achieve this the eva-
luation of trainlng must start to include the bigger

"question. N
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This does not imply that the smaller more dgtailed
ones are replaced, but rather that they are placged in the
larger context more explicitly. Studies of labqur market
structure, of underlying personal competencies implied
in this structure and of costs and benefits. are examples
of initiatives that are under way and which have already
shown that they can produce results and insights that
are worth building on.

Implicit in the integration of levels of outcome 1is
athe integration of outcomes through time. The financing
of training projects is usually-set'within a fairly short
time span or one that 1s arbitrarily determined by
institutional factors. Budt outcomes in the various do-
mains have a time structure of their own. A training
project which has a significant impact on the manpower
system (whether at the level of one arganisation, regio-
nally or nationally) “may, bring in its train further needs
for training after perhaps a year or two. One of the
working groups set up during the seminar produced a
" simple table showing the time sequence, for evaluation of
the outcomes in the various domains (diagram 4y,

' v
The contexXt of training systems outlined in the
Seminar supports and elaborates the notion of training
as the management of change. This has two .aspegts to
it ¢+ 7o ’

(l) The conceptualisation of the situation of training,
: i.e. how other things affect training decisions and
are affected by training decisions ;

(2) understanding the art and technology of training

processes themselves.

e

Evaluation is concerned therefore with analysing
both means and ends. Even 1if the ends are "given" by
authority higher in the system, the evaluation process
should still analyse those ends. Without such an analy-
sis the assessment of the means will be bound by the
perspectives of the higher authority. This would be to
‘1limit evaluation to a mere servicing function and to
ignore the educational power properly inherent in it.

140 . -
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Diagran 4 Factors tnvolved in the evalyation of the

Annex to Qhe Report

success of vocational training measures, and of Working Party
the time sequence for such evaluation, 4 A2
f Tine Sequence ° / ,

Assessment takes 'place after each of these phases

PHASES |
- \DOMAINS PLANNING |TRAINING [EXAMINATION |0CCUPATION gﬁg%ggSISOCIAL
EFFECTS
C0ST__ X X »
TIME REQUIRED X X X
(other necessary x\ ; ] |
resources ) ,
Instructional
methods X X X |
Specialist :
qualifications X X X X
Personal objectives X X X
Training policy .
objectives X X X £
Employment policy
objeo{ives ‘ X X X X
| Other political .
objectives X X X

The crosses indicate the tine at which the evaludtion
of factors involved in the assessment of success Ry
should-best be made. . CW
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o In terms ol the model preéented in this report
.‘{gFig. 1) evaluation can be seen in the following terms

TN

(i) Analysing thé'Ends:

" This consists of determining how & given objective
relates to Other needs or policies within its own domain
and within andy superordinate domain. . Zoa
: i
Thus a proposed objective stated at the level of the -
Training Domain must beé related to other Training Domain
objectives or needs,and to the needs and objectives of
the manpower Domain and the Social Domain. The process
is ordered and cumulative in that the first integration
of objectives etc. should be accomplished before carrying
out the second integration at the higher level. The
outcome of the analysis of Ends may be called the "defi-

ned objective".

(ii) Analysing the means.

The means consist of possible actions in subordinate
domains. Those chosen are examined so as to estimate
their effectiveness in achieving the "proposed objective".
Such an estimation may be predictive, using data from
past experience where 1t 1is applicable. Or it may be |,
concurrent, utilising data fed back from the actions K
themselves. Referring again to the. example of an objec-
tive at the level of the Training Domain, the proposed
means will consist of actions within the subordinate
domains of Programmeé and Teaching. The process of ana-
lysing the means is also sequential and cumulative. The
relationship of the defined objective is first determined
with respect to factors in the Programme Domain (i.e.

~:subjected to task analysisietc) and then with respect to
factors in the Teaching Domain. The outcome of Means
Analysis may be termed a "defined means". -
: - The~processwoﬁmevaluatign.maymnowﬁbemnestatedmas.,m,.u‘“mmw
the following steps : . :

(1)To analyse .a proposed objective by examining it in
conjunction with factors in ‘its own and in superor-
dinate domains : a sequential, cumulative, "upward"

process.
. .

(ii)Thus to arrive at a defined objective.
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(iii) To examine the def1ned objeetive im njunction
With the proposed means : a sequential, cumu-
”lative, "dOanard process.

(iv) Thus to arrive at a defined means.
: - .
The outstanding aspects of theffdefinition of
evaluation emerging from thes SeminaY are’:

- (1) The need to integrate objectives at different
levels . .

(i1) The need to understand the art and technology
of training

. From (i) it is clear that evaluators cannot be
regarded -as only technicians. Their familiarity with
all levels of policy is vital if the educational effect
of evaluation.is to be max1mised

This point is re—inforced by the word "art" in
part (ii). Teaching, :learning and training can be
'%ystematised only to a certain degree. Furthe ore,
the sysPematisation will lead only to simplist con-
‘ceptlions unless it is set in a genuine understanding of
the underlying processes. -Models, such as those presen-
ted here, checklists of key points in training programmes
etc, only go so far. They point to areas for exploration -
or definition : they do not offer a substitute for the
ability to explore and define

The abilities indicated - are formidable if they are
assumed to reside within a single individual. The
ability to make- Judgements about a learning process, to
relate a programme to the field.of trailning/education
policy and provision, to set this within total manpower
requirements, to see -this as a part of social policy to
design appropriate enquiry. methods within any of these

Treiglds Tand e applyTspecialist téchniqués such as cost- T

benefit analysis across this spectrum clearly requires
a team °of evaluators. . How many and what their qualifi-
cations should be will vary with circumstances, but in
general the following fields of expertise would be
represented. s

1

a) Social admlnistration/sociology
b) Labour economics

¢) Investment .appraisal
(d) Training management -

-
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(e) Training process'consultancy;

In practice two or more of these categories may be
collapsed into one, e.g. (a) (b) ; (b) (c) ; (c) (d) ;
(d) (e) ....etc. The hature of the problem and the
availabillty of personnel will determine specific cases.

It is possib%e for such teams to be created ad hoc
and to operate successfully, and this has happened in’
the past. It would be a.considerable advantage however
if such teams were to Qe given a degree of permanence
which would allow team-integration to develop. With. .
explicit training exercises to this end, it &ould not
be hard to.demonstrate improvements such as.a greater
degree of inter-subjective consisterdcy between teams.
At present, there is scarcely any measure of consistency
in evaluation. Such data as might be relevant to it,
such as that relating to interviewers, academic exami-
ners etc, suggests that the level of consistency 1s
probably low. The dec131ons taken on the basis of
evaluation theref must be correspondingly doubtful.
The use of team jxerclses, inter-team exercdises, the
development of wdrking skills and classifications etc.
are an immediate possibility. The Seminar has-shown
that a framework for evaluation can be offered. But
the criticism, modification and development of this
framework can best come from practical attempts to
implement it. .

One such attempt has ‘been made by the Commlssion .
of the- European Communities. 1In 1974 it established an
international team, of advisory experts to examine a
number of training programmes supported by the Europe&n
Social Fund. For the first series of projects examined
they evaluated the extent to which the training met the -
objectiv@s set for it. _In the current series they are
looking at the relationship between the training pro-
gramme and the overall manpower and socio-economic goals
- .. of..the..country. concerned. . Apart.from.the.usefulness. of. .
the evaluation itself and its importance for the develop—
ment of the Social Fund the work of the team is genera—'\
ting a transnational understanding of the training- s
- problems of the different member states and is establis-
i hing a fund of' expertise and a measure of tean 'integra-
tion despite the varied backgrounds (both nationally and

U) ' professionally) of its ‘members.
r:)
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