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EXECUTIVE SUMMARY
 

The purpose of this study is to examine the linkage between 
training programs and employment in Honduras. There were two points of
departure for the study: a) the demand side, that is, the needs of 
employers and the economy for trained manpower and b) the supply side of 
the labor ma-ket, represented by the training institutions and programs

that provide skilled manpower. 

Chapter Two provides a brief economic and social overview,

highlighting major characteristics of the economy as well as social
factors impacting on training. Honduras is characterized by one of the 
poorest as well as the fastest growing populations in Central America. 
Unemployment is high, around 25%, with an additional 50% of the labor
 
force considered underemployed. In addition to a deteriorating domestic
 
economy, there has been a drop in capital inflows from abroad, and
 
mounting deficits. Little improvement can be expected in the demand for
 
labor, and training is probably needed improve the quality of the
to 

existing labor force rather than increase the supply of new entrants.
 

The Honduran population is characterized by low educational
 
achievefnent. Many students lack even the basic academic skills that are
 
necessary to profit from vocational training. In general, the
 
educational 
system simply cannot prepare students adequately, and the
 
population growth is exerting additional demands on previously scarce
 
social services. Tc add to an already poor situation, many instructors
 
are not well prepared to teach, schools are often overcrowded, and 
standards have been generally relaxed.
 

The Honduran educational system tends to be dominated by an

academic orientation. Vocational education has low status. But even
 
within vocational 
programs, the emphasis lton the theoretical, with
 
practical instruction often "added on." Many students 
use vocational
 
education as a stepping stone to gain access to higher levels of
 
education. Excessive political 
influence dominates almost all training
 
programs, impacting on course offerings, staffing, promotions, training

sites, and program entrance.
 

Chapter Three briefly discusses the function of training. It is

suggested that even under conditions of 25% unemployment, training

programs are needed in order to address specific skill needs, increase
employee productivity, and accommodate structural adjustment in the 
economy. Training is also one element which can permit the content of
 
economic growth to be labor-absorptive, rather than labor-displacing.
 

Organized vocational training in Honduras is
a recent develop
ment. Chapter Four identifies and discusses the three basic proviaers 
of training: INFCP (Irstituto Nacional de Formacion de Professionales) ,
formal programs administered through the Ministry of Education, and
 
programs offered through private voluntary organizations. 
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The Honduran Advisory Council for Human Resource Development
(CADERH) is a tripartite group formed to improve the training system in 
Honduras. With financing from AID, CADERH has been establishing skills 
certification, introducing competency-based training, and engaging in
 
efforts to strengthen training linkages with the private sector. This
 
innovative approach to private sector participation in training is
 
examined in Chapter Five.
 

Chapter Six examines the external efficiency of training. Some
 
employers have developed good linkages with the training system, and 
they rely on outside institutions to meet their training needs. A
 
significant number of employers, however, have little faith in the
 
system. Major problem areas appear to be the following: lack of 
relevance of course offerings, uncertainty about the quality of 
graduates, lack of coordination among training providers, limited
 
practical experience of instructors, too much emphasis on theory and not
 
enough practical experience, and high overhead expenses. 

Chapter Seven examines the internal efficiencies of the training
 
system. In other words, it addresses the question of how well the 
system performs in relation to what it says it wants to perform. There
 
are extreme variations in the internal efficiency of the different types

and kinds of training programs offered in Honduras. With two excep
tions, however, specific training objectives for courses are poorly 
defined. In the majority of training programs, the instructional
 
methodology also tends to be that of the traditional lecture-demonstra
tion, and little use is made of modular organizations. Although there
 
are certainly excellent instructors, the shortage of qualified
 
individuals is generally a problem. Instructional facilities also vary
 
greatly, and many instructional laboratories lack sufficient equipment,

tools and supplies. In formal programs in particular, there is a 
tendency to expend funds for staff salaries rather than progran support 
and maintenance.
 

The available training capacity in Honduras generally far
 
exceeds the current enrollments. Some of the present training programs
 
should probably be phased out completely, or radically revised in order
 
to better address employment-related training needs. 

Chapter Eight presents a summary of the findings of the study.
 
The elements and costs of linkages are discussed along with alternative 
solutions. The major conclusions are presented next. Finally, two 
scenarios are presented regarding future development in Honduras: one 
pessimistic, the other optimistic. The role of training is examined in
 
the context of each of these scenarios.
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CHAPTER ONE
 

INTRODUCTION
 

This study provides an assessment of various aspects of the

training system in Honduras. It Is one ina series of related studies

being conducted by the Bureau for Science and Technology, Office of 
Education, of the United States Agency for International Development.
Its purpose is to examine the linkage between training programs and

employment. It has long been recognized that one of the key ingredients

in the successful implementation of training programs is that they be
 
firmly based on the needs of the market place. 
 There must be a well
articulated linkage -- a dialogue in a sense -- between the training

institutions and 
the employers of the graduates of institutions. Put

another way, training programs which respond to specific market needs 
and involve the private sector in the articulation of those needs, the
 
structuring of course content, the selection of training materials, and

the evaluation of program output, tend to be more effective than 
programs which are more insular. 

Although it is generally recognized that a strong linkage
between trainers and employers is necessatry for program success, it is 
not always easy to determine what consti~tutes good linkage and how it 
can be achieved. For instance, while a two-way flow of information isimportant, merely providing more information is probably not sufficient,

because other factors also appear to be 
involved in structuring stronger

linkages. Certain types of institutional arrangements may lend them
selves more readily than others to the establishment of functional
 
relationships. Or, the social-cultural context of a particular country

may act to retard or promote effvr'tive linkages. And again, national
educational policy may be an influential factor. These, and others, are 
the general kinds of issues addressed by the studies which were

conducted in Honduras, Panama, and Jordan,-4he purpose being to develop
a better understanding of linkages and how their formation can be
 
enhanced.
 

Scope of the Study
 

In regard to Honduras, there werc two points of departure for

the study: a) the demand side anid b) the supply side of the labor
 
market. By "demand side" is meant an assessment of the training systems

from the perspective of the needs of employers and the economy. "Supply

side" refers to the existing training institutions and programs that
 
provide skilled manpower.
 

The Demand Side
 

The views of private sector employers and, to a certain extent,

planners were elicited in order to 
shed light on the following
 
questions:
 

What do employers know about the t€raining sector? How well 
informed are 
they regarding the variety of institutions,

numbers of graduates, career offerings, quality of 
instructors, equipment, etc.?
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e 	What do they like and dislike about the current system? Are
there any exemplary approaches to which they can point? What 
are the major strengths and weaknesses of the current system

in Honduras?
 

e 	What needs to be changed?
 

a 
How? Are recommended changes organizational, administrative,

financial, or technical? How can recommended changes best be
effected, and how can they contribute to forging stronger
linkages between training and employment? 

Because of the existenc; of a tight deadline, there was 
no
 
attempt to establish a "scientific" sample of employers. An attempt,
however, was made to select a balanced sample representing small and
large-scale employers within the formal and informal sectors of the
 
economy. In addition, labor and public sector officials were inter
viewed. Again, relevant literature was reviewed, including a number of
 
studies conducted through AID Honduras.
 

The Supply Side
 

Substantial use was made of existing reports and studies to

address the following questions regarding the training system:
 

* 
What kinds of training programs are established, what
 
populations do they serve and what 
kinds of training do they

provide?
 

o 	How efficient are these programs? 
What kinds of constraints
 
do 	they experience, and what is the potential 
for addressing

employment-related skill 
needs in Honduras?
 

o 	What needs to be changed and how can this be done? What kinds
 
of 	constraints are experienced? 

* 
To what extent do linkages exist between training programs

and employers? What are the characteristics of these

linkages, and do they facilitate program effectiveness? 

Within the constraints of available time, interviews 
were held
 
with employers, employees, and officials of training agencies. 
 These

interviews provided a valuable source of data and an 
opportunity to
 
verify and clarify much of the related data and information encountered

in the literature review. Furthermore, because of the availability of
 
comprehensive reports on a variety of investigations directly related

the theme of this study, and the opportunity to interview the individ-

to
 

uals who had participated in the reports, the scope of the 
study was
 
much wider than would ordinarily have been possible.
 

The reports examined provided an overview of 211 established

training institutions and programs in Honduras. together with in-depth

evaluations of the National Training Agency (INFOP) and other selected
 
training institutions. In addition, information is included 
on 	the past
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and proposed future work of the Honduran Advisory Council for Human
Resource Development (CADERH).
 

The only elements of the national training systems not includeddirectly in this study are 
in-plant training and apprenticeship. There
 are no valid data available on these programs, and time limitations did 
not permit an effective investigation oF them. 

Some Observations 

One of the central premises of this study is that the linkage
between training institutions and the private sector is inhibited by alack of information. This being so, information gleancd from employerson 
this topic must be considered limited at best. The fact is,many
employers do not 
know enough about the benefits of training, or even
about the training needs of their firms, to be very informative aboutthe subject area. 
 In large part, this is due simply to the complex
nature of the topic area. This holds for Honduras as well as for nearlyevery other country in the world. Not knowing wihat exists, employerscan hardly be expected to provide penetrating insights relating to 
the
 
training system.
 

Moreover, this study has been carried out at a time when
Honduras' economic outlook never looked 
so dim. As will be noted in thenext chapter, the current rate of unemployment in the country is around25%, with an additional 50% of the labor force considered as 
"underemployed," i.e., working reduced hours or in low-paid marginal jobs. Insuch circumstances, it is really questionable whether there exists 
a
general lack of skilled personnel and thus a need for a significant
amount of training. Employers, like others, adjust ti 
 prevailing

circumstances. Faced with an 
abundance of unskilled low-wage labor,
they may restructijre production techniquesjSo make them more suitable
for the unskilled. Assembly-line production would be one example ofsuch a measure. 
 In this instance, the "training problem" would be a
demand-side problem, rather than an 
institutional problem, and improved

linkages could not be expected to 
have much effect.
 

Of a more specific nature is the problem created by the
that 
 the very group formed to help forge a better 
fact 

linkage between theprivate sector and training establishments in Honduras -- CADERH -- is
really just in the process of formation. It is simply too early 
 toassess the validity or replicability of the CADERH strategy. 
Many of
the questions which could be raised about this approach 
-- whether itmight fall prey to the very bureaucratization problems it is designed to
correct, whether participant energy can be sustained, how it will
accommodate the needs of smaller employers, etc. 
-- are longer-ternquestions. 
 Ideally, they should be addressed after two years, rather
than two months, of operation. 

Finally, this study is hampered by a problem common 
to most
developing countries: 
 the lack of a centralized 
source of statistical
data. In the absence of objective data on the operation of labor
markets (labor market information) it is somewhat risky to try to assess
how the needs of those markets can better be attended. This is not to
 

3
 



argue that the country is devoid of relevant data, and indeed 
one must

be cautious not to equate lack of statistics with lack of analytical

ability on the part of investigators. The Economic Planning Agency

(CONSULPLANE) 
 has prepared a labor market plan for 1983-1986, and a

separate national plan for education for 1982-1986. Estimates and

projections exist for population, labor force, the distribution of
employment and output by industry, wages, etc. 
 The quality of such data
is always a question, however, and limited time simply precluded the

examination of this problem in sufficient detail. 
 Two particularly

serious gaps 
are the lack of a recent Census of Population (on which to
base projections), and the absence of structured follow-up surveys of
passed-through graduates of training institutions, whose experiences

could be compared with those of a control group (so-called "tracer 
studies" or "longitudinal surveys"). The present report can 
therefore
 
only raise questions about the validity of the data 
on which it is
based. This will affect answers to such questions as whether there infact exists a documented need for training in general, and whether the
existing training efforts are appropriate and targeted on specific
identifiable market needs. 
 The margin of uncertainty regarding these
 
particular points is thus a bit wider than desired.
 

Organization of the Study 

In Chapter Two, a brief economic and social overview isprovided, highlighting major characteristics of the economy as well 
as
 
social factors impacting on training. The conflict between academic and
vocational training is discussed 
in a section on education, along with a
discussion of other factors influencing the quality of education.
 

The Honduran economy can be characterized by a low demand for
labor, due primarily to slack and deteriorating economic growth. But

what is the function of training under these conditions? Chapter Three
 
briefly discusses this topic. 

Chapter Four focuses on the training system in Honduras,
including the programs offered through the Instituto Nacional deFormacion de Profesionales (INFOP), the Ministry of Educatioll, private
voluntary organization!; (PVOs) and proprietary schools. 

Chapter Five examines CADERH, an innovative approach to private

sector participation in training. The objectives and the function ofthis organization are examined, along with its long-term potential toeffect stronger training linkages with the private sector. 

Chapter Six examines the external efficiency, and Chapter Seven 
concentrates on the internal efficiency of the training system. The
 
general findings are reported inClapter Eight.
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CHAPTER TWO
 

THE SETTING
 

Honduras has one of the poorest as well as the fastest growingpopulations in Central America. 
 Accompanying this unfortunate
distinction are a host of all too recognizable indicators: 

o 
Per capita gross domestic product of $675. 

@ Appnoximately 60 percent of the population living 
in rural
 
areas, with 80 percent of this group classified as living
below the poverty level.
 

e 	 A literacy rate of only 60 percent. 

o 	 Infant mortality of 87 per thousand. 

@ 	Life expectancy of less than 60 years.
 

e 	 A population growth rate of 3.4 percent, the highest in 
Central America. 

t 	 Over half of the population less than 14 years of age, and a 
significant bulge at the peak unemployment years 16-24.
 

@ 	 Malnourishment, which has been estimated to affect nearly 70 
percent of the population.
 

o 	Extremely low rates of school completion: only 24 percent
finish the 6th grade, 14 percent complete the secondary
level, 
and I percent are graduates at the university level. 

o Substandard housing, with nearly three-quarters of occupied

units classified as substandard by Government norms, and with
half the population said not to 
have reasonable access to
 
potable water.
 

@ Rapid urbanization, with the two 
 major cities of Tegucigalpa 
and San Pedro Sula experiencing particularly high growth.
 

The Economy
 

Honduras is,and will 
probably remain for sometime, an
agriculturally-based economy (agriculture accounts for 	30% of GDP and55% of employme:,., according to 
most recent estimates). As inmost
countries, however, the importance of the agriculture sector is waningas 
the services sector increases its share of the GDP. 
The period
1976-1980 was one of relatively raFld economic growth: 
 real GDP grew at
an 	average annual 
rate of 8.5 percent between 1976-1979, falling to 3
percent the 
following year. Thereafter, the situation deterioratedsharply and, given a population growth rate of more than 3 percent per
annum, real income per capita has fallen by more than 17 percent over 
the 	last three years.
 

5
 



The deterioration in the Honduran economy since 1980 is due both
 
to internal and external factors. As with all developing countries,
 
Honduras has been caught in the double squeeze of rising prices for
 
imported goods, particularly for capital goods and materials, and the
 
slackening in external demand for its exports, whose sales are required
 
to finance the aforementioned imports. Weak external (but increasing)

demand and deteriorating terms of trade have resulted in a decline of
 
income from the traditional export sector (bananas, coffee, sugar,
 
lumber, medt, shrimp and marine products, and mineral ores), which
 
account for nearly 80 percent of total export earnings. Manufactured 
products account for less than 15 percent of total exports and are
 
almost all sold in the protected Central American Common Market.
 

Political instability in the region and the weak economic
 
position of the other Central American countries have, quite naturally,

adversely affected intra-regional trade, domestic savings, private

investment, and capital flight. Accompanying the deteriorating domestic
 
economic position of Honduras has been an even sharper drop in capital

inflows from abroad, with resultant ever-mounting deficits. The foreign

exchange deficit as a percent of GDP amounted to nearly 15 percent in
 
1983.
 

Given the industrial structure of the Honduran economy and the
 
age/educational profile of its population, labor force outcomes are
 
exactly as would be predicted: a high and rising incidence of
 
unemployment, with a preponderance of the labor force inmarginal,
 
low-wage, sectors. (See Table I) 

The evidence on unemployment is admittedly scattered, and it is
 
based on two or three surveys conducted by different agencies in the
 
1970s and the 1980s. But this evidence, coupled with the informed
 
opinion of interested observers and with objective data on output

trends, leaves little doubt that an increa-n -- in fact, a near 
doubling, from 10 to 20 percent -- has occurred over the last decade,
 
with a concomitant rise in underemployment to an additional one-third of
 
the labor force. Real wages, which appeared to have been stable during

the latter part of the 1970s, are estimated to have fallen about 10% 
since 1980. Currently, minimum wages range from $2.30 per day in agri
culture to $3.55 in the railroad and petroleum industries, using the
 
official conversion rate of 2 lempiras to the U.S. dollar.
 

Only about 14 percent of the Honduran work force is unionized,

and two-thirds of the union members are active tn the agricultural 
sector. But unions are very vocal and influential despite their small
 
size. They are strongest and most active on the northern coast of the
 
country, in the industrial city of San Pedro Sula, and within the large
 
multi-nationals, Castle & Cook and United Brands, companies which have
 
influenced a great deal of the development of Honduras during the 20th
 
century. Among other factors, the relatively low degree cf organization

of the work force is due to the low degree of orgaiization of the
 
productive sector: a large percentage of the "industrialized" sector is
 
comprised of firms of fewer than 5 employers. The relatively high

incidence of small establishments and self-employment presents a serious
 
challenge to efforts to organize training activities in Honduras, an
 
issue to be covered in a subsequent discussion.
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TABLE I 

HONDURAS: 
 LABOR FORCE BY SECTORS OF ECONOMIC ACTIVITY
 
(Percentage Distribution)
 

1970-71 1976-77 1981-82 

Primary production 63.4 58.8 54.8 

Agriculture and related 63.0 58.4 54.4 

Mining 0.4 0.4 0.4 

Secondary production 13.5 15.5 17.5 

Manufacturing IO.i 11.8 12.9 

Construction 3.1 3.4 4.2 

Utilities 0.3 0.3 0.4 

Services 23.1 25.7 27.7 

Transport and Comm. 2.1 3.0 3.8 

Commercial Services 7.0 8.3 9.3 

Financial Services 0.8 0.9 0.9 

Other 13.2 13.5 13.7 

Total 100.0 100.0 100.0 

Labor force as percentage 
of total population 28.6 28.7 28.9 

Source: Central Bank of Honduras
 

Outlook
 

The most significant point to 
be noted about the economic
prospects for Honduras is that, in the absence of intervening forces,
they are rather bleak. Under the limited-growth, medium-term scenariofacing the economy, by best accounts, little improvement can be seen
for the demand for labor and thus for unemployment and underemployment.As indicated by Table I, it is unlikely, given cur-rent employmentpatterns, that annual replacement demand (due to deaths and retirement)will exceed more 
than 7,500 skilled, semiskilled, and technical workers
(largely in construction, manufacturing and transportation). 
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The "best guess", based on available evidence, is that somewhere in the neighborhood of 400,000 new jobs will be needed through
1990 merely to lower recorded unemployment to 10 percent of the labor
force. Given 
the current economic situation of the country, the
political probiems of the region, and 
the constraints imposed by the
need to 
reduce the public sector and balance of payments deficits, it appears that Honduras will have a sufficiently difficult time merely
to reduce the current unemployment rate to 20 percent over theperiod. Economists have, in fact, expressed the hope that the
situation will not deteriorate further -- a hope that can only be
 
reiterated in this study.
 

TABLE II
 

GDP, EMPLOYMENT AND ESTIMATED REPLACEMENT DEMAND
BY ECONOMIC SECTOR, 1979 

GDP Labor Force Estimated Employ
ment Demand
(Millions) (Thousands) (Thousands)a


(1982) (1979) (Annual)
 

Primary Production 732 
 598 18
 

Agriculture 692 
 595 18
 

Mining 40 3 
 0
 

Secondary Production 519 
 167 5
 

Manufacturing 373 129 
 4
 

Construction 
 110 34 
 1
 

Utilities 
 36 4 
 0
 

Services 
 977 247 
 7.5
 

Transport and Comm. 193 30 
 1
 

Commerce 
 291 85 
 2.5
 

Finance 
 94 9 
 0.2 

Total 
 2228 1012 
 30.5
 

aReplacement due to deaths, retirement and other separa
tions from the work force estimated to be 3 percent per year

for each econorwic sector. 
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The Government has, to be surc, taken a number of steps toameliorate conditions. These include the fGllowing: 

@ Taxes were raised in 1981 and 
a number of administrative
 
improvements introduced at that time.
 

* The public budget has been held level for the last three 
years.
 

* New incentives have been approved to promote exports. 

e Under consideration are a revision of investment incentives
 
and tari'f legislation. 

* A new International Monetary Fund (IMF) stand-by agreemert is 
nected to be negotiated soon. 

"iimary bright spot, if there becan said to be one, is thatHonduras ,. and will probably continue to be, an attractive target for
international donor agencies, due to 
its small size, its strategic

importance within a troubled region, and to its democratic form of 
go~ernment. AID, for example, is planning provide $947 million in
to 

assistance up to 1990 by way of supporting macroeconomic stabilization,

infrastructure development, and employment promotion. 
 Of particular

relevance are AID plans to assist the Government in an attempt to
 
generate 40,000 person-years of employment between 1985 and 1987,

through the development of infrastructure improvements which emphasize
labor intensivity, high rates of financial returns, the utilization ofdomestically produced materials, and the geographic distribution of
projects in accordance with the distribution of unemployment. And, of 
course, Honduras is part of the Caribbean Basin Initiative, meaning thatit will be eligible for preferential terms of trade with the United 
States.
 

Faced with such constraints as a rapidly growing population,

decreased external demand for its products, and the imperative of a
strict austerity program in the 
near term, the country's ability to
return to a path of sustained social ari economic growth will depend on
its ability to obtain increased external commercial and concessional

financing, ad to design and implement a new development strategy,
substituting export promotion objectives for import substitution. Howpossible this will be in the face of growing competition from Caribbeanneighbors and particularly from more resource-rich and more highly
educated Asian countries, isa real question. " 

The Sociocultural Context 

In 1980, Honduras had a pcpulation of about 4,000,000

individuals, half of whom were under 14 years of age and nearing 
the

peak child-bearing years. As 
a result, Honduras has the highest

population growth in the region (3.4 percent a year), and 
one of the
 
highest in Latin America.
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The Honduran population is also characterized by low educational
achievement. For example, of every 100 students who enter educathe
tional system, only an average of 24 complete elementary school, 14finish secondary school, and I completes the university. Regarding

literacy and the need for training, only about 60 percent of the population is able to read and write, and the rate of functional illiteracy isprobably much higher. It alsois estimated that 42 percent of the labor
force is illiterate, while three-quarters of it needs some form oftraining. Training agencies, other than those 
involved in computer

training, report that lack of basic academic skills is a problem with
anywhere between 60 percent and 
100 percent of their trainees. They

also report that between 25 percent and 60 percent of their trainees
 
have both learning difficulties and 
poor study habits.
 

There are two sources responsible for the low level 
of educational achievement: the public school system, and the home. The schoolsimply does 
not prepare students adequately. The most common deficiency

identified in
a recent study (van Steenwyk, 1984, p. 36) was a lack of

basic academic skills (reading, writing and mathematics). Almost a

third of the vocational training centers and PVOs 
in Honduras noted that
students enter with severe 
learning difficulties and 
poor study habits.

This reflects the particular realities of the disadvantaged sectors of
the population and requires special 
attention in curriculum development.
 

The decline in the quality of education in Honduras is partlydue to the fact that the system is riot prepared to cope with the demographic and socioeconomic conditions of the population. Malaourishment
and undernourishment, high infant mortality, broken homes, different
levels of poverty, increased use of drugs, to name only a few, some
of the factors that 

are 

put an added weight on the shoulders of an already

burdened public educational system.
 

Current demographic trends, such as',high population growth andrural-to-urban migration, also se'N to be impacting upon the conditionof education. In San Pedro Sul For example, the population is growing
at an annual rate of 8 percent. is means that previously scarce
social services are not expandi.., cast enough to accommodate the growingdemand. An additional phenomenon is the 
increased ,,,igration of women

(without their men) fron rural 
areas to the large urban centers,

contributing to a dramatic increase in the high number of females who 
are 
heads of household (53 percent). This suggests that the incidence

of poverty among single adult females may be 
increasing at higher rates
than for the rest of the population -- as has happened in the U.S. and
other MDCs (More Developed Countries). In addition, 93% of all 
births are by women with less than 3 years of primary education. If the
"feminization of poverty" is occurring 
in Honduras, one can also predict

an increase 
in the incidence of illegitimate children, broken homes, and
all the social and psychological probiems that these phenomena bring to 
the educational environment.
 

The educationa' system itself, especially at the elementary

level, has many problems. Among some 
cf its most salient difficulties
 
are the lack of school and community coordination, a high incidence of

incomplete schools, an imbalance between growing enrollments and 
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resources allocated, crowded classrooms, teacher, strikes and absen
teeism, and a lack of program supe-vision. To add to an already poor
situation, many instructors are no- well prepared to teach. Some of 
them, especially in rural and remote areas, have received very little
 
formal preparation ("maestros empiricos"), yet, they may have to teach 
all subjects to more than one grade at a time. For the instructors who 
lack the pedagogical skills, there is no in-service mechanism to keep
them current on the latest educational trends and techniques. 

Qualitatively and quantitatively, instruction is affected by the 
use of shifts ("jornada unica") in the schools of the largest urban 
centers (Tegucigalpa and San Pedro Sula). This type of schedule was 
established as 
a result of the high number of students enrolled, and/or
 
severe weather conditions (ioe., extreme heat).* Even though students
 
attend the same number of days a year, they are 
put on a reduced
 
schedule, with each student attending only one shift (from 7 to 
12 a.m.,
 
from 12:30 to 6 p.m., and from 6 to 10 p.m.). Qualitatively, the educa
tion provided suffers by having some teachers who work all year round in
 
more than one shift. In fact, an example was given of teachers (called

"profesores taxis") who work, single-handedly and without stopping, all 
three shifts. One wonders at the long-tern effect that this type of 
schedule may have on the overall quality of the education process. 

Finally, even though the educational system has become more
 
systematized than it was 
20 years ago, it seems that it has also relaxed 
some of its standards in an effort to accommodate the aspirations of 
disparate populations who come into the system with the hope of getting 
an education. Higher access to the 
news media, working parents, the
 
increased confrontational posture of many parents before the school 
system, all seem to have eroded teacher authority and the stronger

discipline of former years. This fact has frustrated many instructors 
who feel helpless before their ineffective means of maintaining order in
 
their classrooms. 

The main orientation of the Honduran educational system is 
academic in nature, and it is dominated by a classical (albeit archaic)

elitist educational structure which has closely copied European models.
 
In this system literature, law, economics, and the humanities 
are held
 
in high esteem. The system also seems to espouse, although it does not
 
foster tiem very successfully, some middle-class norms such as 
abstract
 
and theoretical learning, respect for authority, rational thinking,

achievement, coping with an environment that can 
be conquered, and self
restraint, all of which are 
important in the development of an indus
trial and complex society. The system is thus at the service of a very

small.group of students, 
an elite that espouses middle-class values. In
 
contrast, whether one uses economic, occupational, educational, or
 
social (nutrition and housing) standards, most of the population in 
Honduras seem to be located at the other end of the social class 
spectrum, among the lower and "working" classes. 

* A teacher explained that in San Pedro Sula the "jornada unica" had 
been established, Pot so much because of the stated reasons, but for the 
convenience of a particular high ranking administrator who became used
 
to it in Tegucigalpa.
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Vocational training, traditionally associated with the lowerlevels of the occupational structure, has 
become a part of, or one could say an addition to, the educational system. recentIn years, this formof training has made some inroads among the more affluent classes.However, the fact remains that the higher status of the "intellectual"and academic tradition still prevails, to the detriment of technical 
p eparation for the requirements of inuustrial and economic develop
ment.
 

The hegemony of the academic tradition can be gleaned from somestraightforward facts about vocational training in Honduras. In thefirst place, in most vocational programs there is 
an emphasis on thetheoretical, with the practical being somewhat of an add-on thal. has notbecome an 
intricate aspect of training programs. Second, most directorsof vccational and technical programs are university graduates who havebeen bred on an 
academic education. Third, approximately half of the
graduates of vocational and technical schools utilize their technicaltraining as a stepping stone to gain access to higher levels of education, namely, the university. 
 And fourth, while 77 percent of secondary
school education in Honduras 
is currently dedicated to academicpursuits, only 23 percent is devoted to technical education. Moreovc.-,
of the portion dedicated to technical education, 88 percent is in 
area of commercial education, and just 12 percent 

the
 
is directed to careers 

related to industrial and agricultural production.
 

In contrast to the intellectual aims and middle-class priorities
of the academic tradition, the sociocultural reality surrounding 
the

public educational structure and the 
training system is dominated by the
 
more practical and immediate material 
needs of an urban lower class and
the poor inhabitants of the rural 
sector of the nation where most people

live.
 

Then again, with the possible exception oF the PVOs, politics
are highly involved in almost all 
of the training programs in the
country. The most important influences 
 appear to be in the location ofcenters or schools, and in the selection and promotion of the training

fields and/or course content. Training centers 
and schools arefrequently located in areas with political rather thaninfluence, on the
basis of requirements of the job market. 
 The course offerings and
content are all too often based on political popularity and expediency,
rather than on the identified needs of employers. 

According to some observers, one of the main reasons for stagnation and the absence of meaningful and practical' vocational instruction
in the 'ountry is the ineptitude of political appointees within the

training system. 
 Given that most of these individuals do not have the
knowledge of, nor 
interest in, vocational training, programs 
are usually
in the nands of persons who lack the power or the status to move thingsexpediently within the confines of the 
political scene of the day. 
 Then
again, cases 
have been reported of unnecessary courses being taught just
to accommodate somebody's needs, 
or to pay a political favor.
 

In many cases, the appointment and/or promotion of both administrators and instructional staff are 
based on political pressures rather
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than technical competency. An evaluation of INFOP reported this to be
the case in the selection of personnel. The evaluators found that many
of the instructors available were clearly inadequate for providing the 
type dnd level of c)urses requested by private employers. 

Also within INFOP, excessive political influence and orientation
preclude the evaluation system for instructors from having any real 
value. It is well known that INFOP's labor union applies pressure to 
obtain the promotion of certain instructors, and that as a rule, those 
favored are promuoed to the highest levels. It is also known that this 
is the "normal" means through which most instructors obtain salary
increases. The protection of professional organizations and unions also 
seems to provide immunity to careless or incompetent teachers from 
reprimands or dismissals.
 

Similarly, students can gain access to a training program via 
the recommendations, or "pull," of a well placed "connection." This 
causes the displacement of trainees who have earned a position by
passing a screening process, and at the same time it subverts the 
quality control of program graduates. It is also reported that some of 
the same arbitrary procedures are followed in the awarding of student 
fellowships and teacher positions. 
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CHAPTER THREE
 

THE FUNCTION OF TRAINING
 

The function of training is not, and never has been, to create
 
jobs. In the short run, training allows job vacancies to be filed; it
 
does not help to increase the number of those vacancies. Generally
 
speaking, when aggregate demand is slack and unemployment high, the
 
number of available jobs, i.e., the number of vacancies, is reduced as
 
job seekers compete for the few opportunities available. This being so,
 
it can be fairly questioned what role, if any, training has to play in
 
an economy facing a 25% unemployment rate over the medium term.
 

Inattempting to deal with this questiin, it is well to recall
 
that aggregate demand and aggregate unemployment are macroeconomic
 
concepts, while training is by nature microeconomic. Even with a
 
completely stagnant economy, certain firms will be expanding and hiri g.
 
Most of these firms are likely to be operating in new product and
 
industry lines, and to have a particular need for skilled labor. An
 
important and difficult task for trainers in such circumstances is to
 
"pick the winner," i.e., to train for those economic activities whih
 
are expanding or are likely to expand, and which will be needing skilled
 
labor. This guessing game is made all the more difficult in periods of
 
slack aggregate demand, when there are fewer winners to be picked, and
 
fewer firms and occupations which are expanding. All this implies the
 
need for the training sector to get constant feedback regarding private
 
sector needs -- more so in periods of high aggregate unemployment than
 
otherwise. Put another way, the need for articulation or linkage

between training institutions and private employers is precisely greater
 
in situations such as that being faced by Honduras in the medium term.
 
It also follows that a case can be made for altering course content on a
 
potentially rapid basis, given the employment outlook, ard possibly, for
 
changing the degree of course specificityls well.
 

As a second point, to the extent that training increases
 
employee productivity, it provides a margin for the expansion of output

with no addition to costs. Increases in productivity, other things

being constant, operate to decrease unit labor costs. (Indexes of unit
 
labor costs are, after all, merely the converse of productivity indexes
 
multiplied by compensation costs.) Facing stiff competition from Asian
 
labor and from that of its Caribbean neighbors, Honduras, a country

where living levels are low but, by international standards, wages are
 
not, will have to be concerned about keeping unit labor costs to a
 
minimum. The kind of productivity enhancement afforded by training is
 
one method to achieve this objective.
 

Honduras is faced with an obvious need for structural adjust
ment, and this is another area where training can be useful. Attempts
 
to reorient an economy away from import substitution are never easy,
 
even under the best of circumstances. New industries, new technologies,

and new approaches, are required. Training can insure a smooth, or at
 
least an unhindered, adjustment process. The introduction of new
 
technology and production techniques requires an adaptable labor force,
 
one which is capable of being complementary to capital, not merely a
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substitute for it. By the nature of the problem, capital-complementary

labor must be skilled labor, and 
this means trained labor.
 

Furthermore, regardless of the expected growth rate, training
is, in the long term, one of the elements which can permit the content
of that growth to be labor-absorptive, rather than labor-displacing. 
 In
other words, training permits the maximization of the labor content of
growth, even of limited growth. 
 Given the demographic outlook for the
country, labor absorption will have 
to be a major objective for the
 
foreseeable future.
 

Finally, there is a very pragmatic reason for recognizing the
importance of training, even 
when the economic outlook is
as dim as it
now appears for Honduras. Not only do employers in Honduras say that
they need it and want 
it,but, when assured of its relevance to their
profitability, they are willing to 
pay for it. Evidence for this
contention is provided in the next chapter, but it
can be remarked that
there is a surprising degree of enthusiasm for training among the
Honduran employers interviewed during the course of this study, as 
well
as those interviewed for other studies. 
 Not that the enthusiasm is
universal, but there is certainly enough of it 
to form a justification
for efforts to improve upon what exists. One reason for employerdisposition toward skill upgrading and training could be the eminently
logical realization that it is precisely when business 
is slack that
training costs are lowest. 
 Time spent in training rather than in
production is less costly when there isa slack in production. The
opportunity cost of training is lower during times of slack than when
orders have to be filled and 
production quotas have to 
be met.
Recognizing this, 
a number of countries around the world -- Portugal andSweden being but two of many examples -- have introduced efforts toexpand training as a way to 
prevent rising unemployment, at least in the
short term. Itmust be reiterated, however, that training 
is best
looked on as an 
investment with the ultimato objective of facilitating

growth, rather than 
as a measure 
for reducing unemployment.
 

There is in Honduras, as inmany other countries, an offsetting
factor to be considered, one almost political 
in nature even if
motivated by economics. 
 There is a group of employers here who prefer
to operate with unskilled labor and who, in fact, can be said to
distrustful of the entire concept of sk-ll 
be
 

upgrading, because of wage
and political implications. 
 By and large, these would be monopsonistic
or oligopsonistic employers 
-- dominating particular industries 
-- who
are able to 
set wage and working conditions in those industries. Arid
they are resistant to 
the kind of change which skill upgrading could
 
imply.
 

Obviously there is
no objective evidence on 
the prevalence of
this phenomenon, but hearsay suggests it 
to be a chief factor in
distinguishing those employers who 
wax enthusiastic about training from

those who do not.
 

When taken in 
sum, the above pluses and minuses suggest that
there is a place for training in Honduras, perhaps precisely because of
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its low-growth outlook. 
 But the analysis also suggests a few particular
constraints:
 

0 Because of the relative rarity of new job openings in
growth scenario, substantial a low
 
Honduras should current training activities inprobably be focused on skill upgrading ratherthan training for entry-level positions.
a sound policy alternative may be 

On the other hand,
 
through training. to support self-employment
Ifjobs are 
not availab1h through formal
employment, individuals will 
at least have the opportunity to
generate their own jobs.
 

e Flexibility and 
 adaptability should be key objectivestraining establishment, given the current outlook. 
for the 

must be adapted to Curriculaa

above all, 

changing and uncertain environment and,
trainers must receive feedback from employers as
to 
the needs of the marketplace.
 
* 
In a tightly constrained budget situation such as willexist for the foreseeable likelyfuture, traininglerly operating costs costs -- particu-- must be keptcan to a minimum.
be done to Whatever
reduce average course costs (such as more
efficient utilization of existing facilities),
costs or to 
share
(e.g., between private sector employers and the public
sector), should have high priority.
 
* 
Given the low opportunity costs of training in the current
context, coupled with government intentions to
technology required foster thefor export promotion, Honduraspositioned to is welltry to rationalize its
element training system.of that rationalization, A key

linkages, however, is the need for
or communication, between growth-oriented employers
and the trdining establishment. 1ateverof employment promotion of a social 
is decided by way


employment nature (such as
programs) should public
growth not be allowed to interfere withobjectives, the implication being that any training
system should have a strong privatetraining system exists here and, 

sector component. The 
tive change, so 

in the absence of legisladoes its budget. 
 The imperative of the
current circumstances will be to try to maximize the effectiveness of that budget.
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training in centers, followed by six months (800 hours) of trainingon-the-job in industry: 
 (2)dual apprenticeship which has 
an average
duration of 2 years with 40 hours of supervised work in industry each
week and 7 hours of related technical instruction by INFOP instructors.The placement rate of program completers is around 80%, but 50-60% ofthe trainees drop out before completing. Both of these programs have
had serious problems, but as a result of an in-depth internal evaluationin 1983 both appear, to be 
improving in their receptivity by employers.
 

Almost all of the upgrading courses 
in Honduras are those
offered by INFOP, and their designated main purpose is just that: toupgrade the skills of those who are already employed. However, thefollow-up studies made by INFOP indicate that the utilization of theskills and knowledge acquired 
in the course varied widely.
 

Another principal training area 
is represented by the short
intensive courses offered by INFOP in the fields of administration, 
management and agriculture.
 

Private Training
 

There are 
12 private businesses and two nonprofit institutions
offering short courses aimed at skill upgrading, primarily in computertraining. 
 Twelve of the 14 training centers offer only courses of shortduration (80-300 hrs.), while one 
has courses of 800 hours, and another
has two 
courses of 1,507 and 2,992 hours respectively. The longer
duration courses would certainly be considered as entry-level or preemployment training, whereas the shorter duration courses could be
either upgrading or entry-level, depending on the status of the persons
enrolling in them. 
 These are concentrated 
in the two major cities of
San Pedro Sula and Tegucigalpa. Additionally, there are a total 
of 21
nonformal 
training centers (six aimed at providing entry-level training,
three correctional centers, and 12 small conltunity centers .,ocussing onartisan training), which offer programs of various lengths. Of these,only the Armed Forces Vocational School in CortezPuerto is clearly
modern-sector oriented.
 

The 14 private voluntary organizations (PVOs) offering nonformaltechnical 
training for job entry-level skills have a total 
enrollment of
over 2,000 trainees in traditional vocational 
areas. Some of the PVOs
are well integrated into the regions where they are located, and place alarge percentage of their graduates in jobs in these regions. Others,
however, are not so well integrated, and their trainees mostly go into
the general overall labor market.
 

The Ministry of Education
 

Honduras has 17 vocational education institutions offeringformal vocational instruction under the auspices of the Ministry of
Education. These programs, which provide a mixture of vocational and
academic training, are oriented toward students who often continuestudies at higher levels of academic learning. Four types of vocational
 
instruction are provided:
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9 	Bacl iller-Tcnico. The three centers which offer this degree

have a combined enrollment of 800. The purpose of instruc
tion is to prepare trainees for employment as technicians, at
levels between those of skilled workmen and engineers.
Students can 
also continue their education at the university
level, and this appears to be the preferred choice. Instruc
tion is a combination of academic and technical subject

matter, but there is generally not sufficient instruction to

permit individuals to enter directly into specialized jobs.
The programs appear to provide a good but expensive prepara
tion for entry into the science or engineerirg fields of the 
university.
 

a 	Perito Industrial. Four institutions, with a combined
 
enrollment of 500 students, offer this degree, which requires

1550 hours of instruction in a technical 
area but does not
 
provide sufficient academic preparation for continuing on to 
the university level. Students, however, are not generally

accepted as skilled workers until they have severalhad years
of work experience. The starting wage offered them is
frequently below their expectations, and this results in many
of them not working in areas for which they are trained. The
Honduran-German training center 
in San Pedro Sula has been
 
classified as semiformal, since it prcvides intensivemore 
training in four skilled areas. Of all training programs in 
Honduras, this has received the widest acceptance by
industry, and it is unfortunate that the decision has been

made to convert it into a vocational school offering the 
"Bachiller-Tecnico". 

* 	Circlo Comun. Prevocational training (700 hours) is provided

in 9 high schools which offer traditional academic programs

of study. Students can either sek employment or continue
 
studies, but because of scant preparation and low wage offers
 
and lack of resources or openings in higher programs, they

frequently Uo neither. However, in rural 
and semi-rural
 
areas in the schools run by PVOs, many students use the 
Circlo Comun as a way to gain entry level 
skills, since this
 
is the only training opportunity available. Then again,

rural students appear to have lower expectations, and are 
therefore willing to 
accept many of the lower-paying

entry-level jobs associated with the Circlo Comun 
--	 jobs
that are often rejected by persons with more training, or
 
individuals from urban centers. 
 Over 1,200 students are
 
presently enrolled in the 9 prevocational high schools.
 

e 	University. 
 The Escuela Superior de Profesorado Francisco

Morazn offers a teacher-training program to prepare voca
tional education instructors.
 

Of the more than 18,000 studeits enrolled in the nation's industrial and artisan vocational training programs conducted in centers andthrough OJT, 72 percent are enrolled in nonformal (i.e., nonacademically
oriented) training programs; 28% are enrolled in formal programs
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administered through the Ministry of Education. 
 Of these, more than

50 percent (Table IV) are concentrated with two occupational areas,
seamstress/tailoring and carpentry. 
The distribution of student enrollment by types of institution is indicated in Table III.
 

TABLE III 

DISTRIBUTION OF VOCATIONAL TRAINING
 
ENROLLMENTS BY INSTITUTION, 1983
 

Formal Nonformal 
Category Min. of Ed. 
 INFOP PVOs Other Total
 

Number of
 
Centers 17 3 
 14 21 55
 

Number of
 
Students 5,211 8,783 2,069 
 2,623 18,686
 

Percentage of
 
Total Students 
 28% 47% 
 11% 14% 100%
 

Source: 
 van Steenwyk. Vocational Instruction in Honduras:

Industrial, Artisan and Computer Training, 1984.
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TABLE IV 

ANNUAL GRADUATES OF VOCATIONAL TRAINING CENTERS
 
ENTRY-LEVEL SKILLS ONLY
 

Formal
 

Trade Areas Programs Nonformal Programs Total
 

Min. of Ed. INFOP PVO Other No. % 

Industrial 
Mechaniks 21 40 23 - 84 3.6 

Auto 
Mechanics 13 35 26 40 114 4.9 

Metal 
Fabrication 40 50 4 65 159 6.9 

Bachiller-
Tecnico 
Mechanics 150 - - - 150 6.5 

Plumbers - 45 7 8 60 2.6 

Electricians 13 45 - 61 119 5.2 

Refrigeration - 35 - 75 110 4.8 

Radio & TV - 30 4 42 76 3.3 

Bachiller-
Tecnico 
Electricity 135 - - - 135 5.9 

Carpenters 35 50 117 159 361 15.7 

Seamstress/ 
Tailors 40 400 160 280 880 38.3 

Shoe makers 4 40 15 -- 59 2.6 

Totals 451 770 325 385 
 2307 (100.0)

(19.6%) (33.5%) (15.5%) (4.5%) 

Source: 
 van Steenwyk. Vocational Instruction in Honduras:
 
Industrial, Artisan and Computer Training, 1984.
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CHAPTER FIVE
 

THE CADERH RESPONSE
 

The Honduran Advisory Council for Human Resource Development
(CADERH) is
a tripartite group with a current membership of 15: 8
private employers from Tegucigalpa, 4 from San Pedro Sula, 2 union 
representatives, and I government official. Among others, the group

includes: the Secretary Workers'Executive of the Confederation ofHonduras (CTH), the President of the National Association of Industrialists (ANDOI), the President of the National Honduras Chamber of
Construction (CHICO), the President of the National Association of Small

and Medium Industries (ANMPI), the President of the Honduran Association
 
of Managers and Entrepreneurs (GEMAH), a former Minister of Labor, and
former Vice-Minister of Education. 

a
 
It is a fairly broad-based private


sector group, composed of some of the most important and influential
industrialists in Honduras. Four CADERH members are 
on the advisory

board of INFOP, comprising the entire private sector representation to 
that board.
 

CADERH grew of what little more anout was than informaldiscussion group formed at the request of an AID official interested in
obtaining views from the private sector on how to improve the training
system in Honduras. Those discussions began nearly two years ago, on aweekly basis, with the initial focus being primarily on how to improveINFOP. In the course of dealing with this question, AID financing was
 
obtained for two CADERH-sponsored evaluations of training inHonduras,

and for a study tour 
in the United States by some of the group members.

As a result of these actIvities, certain specific and far-reaching

questions were raised concerning the responsibilities of the private

sector in helping to guide training activities, and the best means of
 
carrying out those responsibilities.
 

Objectives
 

Private sector employers in Honduras, and certainly CADERH

members, are well aware that linkages between them and the trainingsector have been virtually nonexistent. In fact, even contacts among

employers themselves (particularly smaller employers) are minimal.

There isa growing realization, however, that such contacts are crucial.

In a sense, then, CADERH is a specific response to the premise on which
this project is based. 
 It is a private sector initiative aimed at

creating linkages which allow employers to articulate their needs and

assist in the furtherance of activities to satisfy those needs. As one

to
 

member of CADERH put it, "I came to realize that here we were

criticizing the government for its failures, when we ought to be asking
ourselves what we should do to 
help the system operate better."
 

Functions
 

For the immediate future, CADERH has set itself a specificagenda. The members seem well aware of the danger of straying too farafield, and of the need for demonstrating credibility by registering a
limited number of useful accomplishments at the outset of their
 
existence.
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CADERH's first priority is in the area of introducing skills

certification. Members have been reviewing certification procedures

employed in U.S. training programs. A project is underway to develop

testing and certification procedures in two occupational In
areas. 

addition, modular, competency-based training materials will be developed
 
to support training in these areas, including employer-based and
 
institutional training activities. 
 The general perception isthat
 
certification provides a way to reduce uncertainty about applicants'

quaaifications. The reduction of that uncertainty relieves the employer

of the burden and the cost of trying to guess which applicant is most

likely to "work out". 
 On the other hand, certification also "forces"
 
training institutions to respond to the technical skills and standards
 
used in industry if the system is thoroughly grounded in objective

information from employers. Right now, employers are faced with, at
 
best, an uicertain evaluation given by an uncertain instructor regarding
 
an uncertain course of study in an institution about which they are none
 
too certain, either. 
 Some sort of internal standardization and external
 
certification could help reinstil employer confidence in the training

system. Objective certification could thus be an important step toward
 
the formation of desired linkages.
 

The second item on the current agenda is to inform private

sector employers about the availability of training opportunities,

location, scheduling, etc., through the publication of a descriptive

training calendar. This would also be a second step toward the
 
construction of a linkage, that of informing the private sector about
 
available training activities, and leading them to believe that they

have a stake in training. The only point to be noted in this regard is
 
the need to get information out to small employers, and the admitted
 
cost/difficulty of it.
 

Short-range projects are also recommended to support "local PVOs

in the skills training area to 
upgrade the-Ikills of their instructors,

acquire up-to-date training materials, upgrade their physical facilities
 
and equipment, and to 
explore ways through productive activities to
 
finance some of their recurrent costs."
 

.efrom this, possible activities, including a number of

suggestions frum outside consultants, are under advisement: trying to
 
push for more tr.)ining within firms, assisting employers to identify

their training needs (training audits), training supervisors to give

training within their firms (already in progress), and a follow-up study

of former INFOP graduates to determine their employment and wage

experiences in comparison with those of a control 
group. In selecting

among these options, CADERI scems. to be aware of the dangers of trying

to carry out too many activities at the same time, as well as of the
 
need to act primarily as 
an advisory group, divorced from operational

responsibilities.
 

Repl icabl Ity
 

CADERH is an organizational response to what was initially

perceived as an organizational problem (INFOP). Itarose out of a
 
special set of circumstances, and it is appropriate to question whether
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and to what degree the CADERH experience is replicable in other
 
settings.
 

In the first place, it is no mean feat mere'y to 
find private
sector employers with an interest in trying to 
improve the system.

Despite a rather sharp drop in economic activity since 1980, surveys 
in
 
Honduras have consistently indicated a surprising degree of enthusiasm

for training on the part of private employers, as a way to increase 
productivity and profitability. Without this awareness and this enthu
siasm, it is doubtful whether CADERH could have 
come into existence.
 
CADERH members, many of whom are busy entrepreneurs, have put in a great
 
many unpaid hours of work to 
get the group in operation, and this
reflects no small degree of public-spiritedness. It could also be that
the economic downturn left some members with extra time on their hands.
 

Second, although the agenda has 
since been broadened, CADERH
began with a very limited, specific objective: to try to help reform

INFOP. At the time, INFOP was 
under rather shaky leadership (a new
 
Executive Director with a private sector background had been appointed)

and its deficiencies were fairly apparent to anyone who 
looked. More
over, there was 
and there remains room for improvement: the under
utilization of facilities is extensive and costly.
 

Third, AID has made a fairly substantial investment in CADERH -not so much a cash infusion as staff time devoted to encouraging and
nurturing the group. For 
a long time, the AID liaison officer acted as
 
the general secretariat of the group and provided a specific agenda to

maintain interest among members. 
 That liaison officer was a rather

unique individual, 
with remarkable energy and enthusiasm, who enjoyed

considerable respect within the group and who was 
thus able to s2rve as
 a neutral guide and catalyst. A unique individual combined with unique

private sector employers is likely to generate a fairly unique outcome.
 

The Outlook
 

As already stated, CADERH is an 
organizational response to 
a

perceived lack of linkage. Its ultimate success will depend on what it
 
accomplishes, and this hinges 
on continued enthusiasm and energy among

group members. It is unfortunate but true that the ultimate success

such endeavors usually depends on personalities. 

of
 
It is clear that


CADERH alone will not solve all 
the problems of training in Honduras.
 
This is all 
the more true since many of the skills problems facing

employers in Honduras are fundamental educationa. problems. They are

the fault of the 
 schools, not of the training establishment. 

One appropriate question to be raised about CADERH is whether
similar results would have been obtained had the same energy been 
expended within INFOP itself. 
CADERH is an example of trying to move

the private sector toward the training establishment. An alternative
 
would be to try to move the training establishment in the direction of

the private sector, e.g., through the use of instructors with more work
 
experience, placement, and officers. 
 Another alternative, and one
 
probably worth trying, is to 
bring INFOP and CADERH together, that is,
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to work both -ides toward a middle ground which insures mutual collab
oration and .,,operation. It is interesting to note that the decision to 
establish CADERH was made because the task of attempting to reform INFOP 
was perceived as politically too difficult, given its history arid 
current institutional structure. CADERH was, in a sense, formed to 
bring outside pressure to bear on INFOP, and thus perhaps create a
 
climate for change. 

A number of other questions also need to be addressed: How will 
the group keep in touch with its constituency, particularly the smaller
employers who are not well organized? How will new members be added to
the group? How will the views of the broadly based private sector be 
heard and channelled through CADERH? 
 Related to these concerns is the
 
eventual need to localize CADERH activities. Receptive to these issues,

CADERH has set up 
a system of advisory committees. Moreover, the
 
current membership actively recruits additional members, with a
 
suggested quota of 10 new members yearly for each active member. The
 
intent, then, is to establish and maintain a strong link with local
 
employers.
 

The ultimate future of the group depends on the level of
 
interest of its members. CADERH 
 is getting itself involved in
activities -- such as certification -- whose payoff will be fairly
immediate. But it is also formulating other longer term activities 
which will not bear results until 3-5 years hence. Thus a phased plan
of activities is designed, one intended to sustain interest and momentum
while at the same time permitting flexibility to adjust to new training
challenges. AID is fully aware 
that these activities iill not be

productive in the long run, but this is a risk considered worth taking
because of the potential benefits.
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CHAPTER SIX
 

THE TRAINING SYSTEM THROUGH THE EYES OF THE EMPLOYER
 

This chapter provides a brief assessment of the Honduran
training system, viewed prirwarily through the eyes of employers, and interms of the external efficiency of the system as it now functions. Theproblem of internal efficiency, i.e., how well the system performs in
relation to what it says it wants to perform, is covered in the 
following chapter. 

Employer Views -- Overview 

By way o( introduction to this topic, a few selected views of
employers regarding training in Honduras can 
be 	listed:
 

A significant number of employers have very little knowledge

of the training system: which institutions are involved,

what courses are offered, what type of equipment is utilized,
 
etc. For these employers, many of whom are likely to be

operating smaller firms, the lack of information is a
definite obstacle to the formation of linkages. 

As 	 in many other countries, the majority of employers have 
greater faith in experience than in training. Many larger

employers prefer to recruit labor from smaller firms, and
 
smaller firms from each other. A significant sentiment was
voiced concerning the desirability of training new employees
within the firm, the notion being that, ". . . give me 
someone who can read and write, who ismotivated, who 
understands the meaning of work, and I can train him or her 
mys e 1f." 

# 	This having been said, it should also be noted that some

employers have developed good linkages to, 
and therewith
 
trust in, the training system. This is more likely in the
 
more industrialized area of San Pedro Sula than elsewhere
(including Tegucigalpa), but it is evident enough to offer 
encouragement for the idea of improved linkages and informa
tion. Particularly in the 
area of skills upgrading, a number

of employers regularly rely on outside institutions, such as
 
INFOP, for training needs. 

* 	Where employers have fixed views 
on the training system, and
 
a number do, they seem fairly satisfied with the general

level of financing, rather dissatisfied with the structure

(this refers to INFOP), and concerned about a number of
particulars: lack 	 of courseof 	relevarce offerings to their 
needs, uncertainty about the 
quality of graduates, lack of
 
coordination among training providers, high overhead
 
expenses, excessively high level of sophistication of tools

and equipment, limited practical experience of instructors,

inconvenient hours of course offerings, 
lack of flexibility

in length of course offerings, too much emphasis on theory 
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and not enough practical experience, too much emphasis on
 
preparation for university and 
not enough on preparation for
 
jobs in the marketplace. 

In short, the situation in Honduras is not very different fromelsewhere in the world: there is a fair lack of information about what
the training system is, does, or can do, accompanied by a standard 
litany of complaints which seem to reflect the lack of private 
sector

involvement in the design and operation of training programs. And

although this report refers primarily to the views of employers, it

should be noted that the same observations have been made repeatedly in
 
other evaluations of training in Honduras, including those carried out 
by INFOP itself.
 

To give a flavor of employer viewpoints, the following quota
tions are perhaps useful:
 

"Lack of training is a real problem here. It reduces efficiency and

productivity. There is also a problem that materials get stolen or
 
machines abused."
 

"So many job applicants can't read 
or write. That's the main problem.

It's a problem of the educational system, more than a problem of 
training."
 

"The main thing is that so many young people have bad attitudes." 

"There is a particular lack of qualified people in such fields as 
maintenance mechanics and electricians."
 

"It's especially a problem for smaller firms which have neither money
 
nor time for training."
 

"I never hire anyone from training institutions. They come in with a
 
bad attitude and they don't know anything."
 

"I sent two people to INFOP. One complained that he knew more than the 
instructor. The training is good in theory but not 
in practice."
 

"I had a bad experience with INFOP. My workers came back with new ideas
and were discontented with their work. I finally had to fire them." 

"I have sent mechanics and electricians for skill upgrading with pretty
good results. In part, that could have been due to the fact that the
workers were accompanied by their supervisors who were then able to
observe progress and the kinds of techniques that were being taught." 

"I don't know much about INFOP. They don't give any courses in my

field." 

"I used to get good graduates from the technical institutes. Lately the 
quality has fallen off significantly."
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"What they really ought to do 
have training provided by and 

is to give incentives 
within firms." 

(tax deductions) to 

"I'd like to see INFOP instructors provide training in my plant under my 
supervision." 

"They ought to continu, and expand the 'dual apprenticeship' program." 

"They ought to clean house at INFOP." 

These views, as well as others presented to the demand team,

suggest that there is a trifurcation of opinions about training in
 
Honduras: some employers are fairly satisfied in general, others are

markedly dissatisfied, and a great many don't know enough to express an 
opinion, or don't care. Furthermore, one is struck by the dichotomy in
 
views regarding possibilities for improvement. The majority of persons

interviewed, however, felt that something should and could be done, even 
though they differed on the question of the ease with which change could 
be 	effected.
 

Employer Views on Selected Topics 

To be slightly more orderly regarding such observations, it is
perhaps useful to consider training systems in terms of their 
components, namely:
 

* 	 Structure and organization 

# 	Location (of training facilities relative to target 
population) 

* 	Content (subject matter and curricula)
 

e 	 Effectiveness (how well the system serves the needs of the 
economy, graduates, and employers)
 

* 	Efficiency (how well the system combines scarce resources to
 

achieve the objectives) 

* 	Financing (who pays, whether levels are adequate) 

Cutting across 
these general topic areas are such traditional

indicators as outreach and intake procedures, placement rates,
standards, certification, instructor quality, administrative overhead, 
etc. -- in short, all the elements normally associated with cost/benefit
assessments. Not that this report will attempt to pursue such a
rigorous approach -- the available data do not permit this - but the 
categories can, at least, be useful as an ordering device for the
 
remaining discussion.
 

Structure
 

As 	already mentioned, the training system in Honduras contains
 
both private and public providers, including a considerable amount of 
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undocumented on-the-job training within private 
sector firms. Nonethe
less, the system is fairly well situated in public sector hands. At the 
top, and dominating the system, are INFOP and the Ministry of Education,

which control the informal and formal sectors respectively.
 

Ostensibly, INFOP is controlled by a tripartite Board of
Directors. Its actual composition (4members from the public sector, 2
 
from private sector employers, 2 from unions, with the (public sector)

chairman given the right to cast tie-breaking votes) effectively ensures

that control rests with the public sector. This a matter of smallis no 
concern to private sector employers who feel that their recommendations 
go unheeded and 
that they have little voice in such major decisions as

curriculum development, the selection of training materials and equip
ment, and the scheduling of classes. They also point out that public
sector control implies inflexibility: it is simply too difficult to
introduce change. In this case, their contention is backed by external 
observation. A recent evaluation of INFOP, carried out under the 
sponsorship of CADERH and AID, made a number of recommendations which 
were restatements of those made by INFOP itself over 5 years earlier.
 
The problem seems to lie less in determining what is wrong -- that is
 
already well-known -- than in getting corrections implemented.
 

Then too, INFOP and, to a slightly lesser extent, the Ministry
of Education, suffer from the duality of their functions. INFOP, for
 
instance, is charged with controlling and coordinating all training

activities in the country. At the same time, however, it has opera
tional responsibility for the bulk of training generated here. No doubt
 
due to the press of its operational responsibilities, INFOP has rather
 
completely neglected its coordinating role, and employers complain about
 
this.
 

Location
 

The majority of training activities are geographically clustered
in accordance with population centers -- Tegucigalpa, San Pedro Sula, La 
Ceiba. Some of the private voluntary organizations (such as CEVER)
offer programs in more remote rural areas, and INFOP, especially through
its mobile training centers, seems to be making a concerted effort to 
reach out to the agricultural sector which, after all, continues to be 
the mainstay of the economy. And although it is not a particularly sore 
point, some 
employers do point out that a tilt in activities in favor of
 
agriculture can only come at their expense as industrialists.
 

INFOP itself seems gratified with the results of its "mobile
program", particularly for rural areas, and plans to expand it. Such 
programs have had mixed success in other parts of the world, primarily

due to the lack of resources and equipment, and if Honduras has found 
the solution to these problems, it will certainly be welcomed by

others.
 

Aside from this, it can only be noted that if training is to be

provided at the local level, efforts to forge linkages should be 
localized as well. This point isdiscussed in the following chapter.
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Content
 

When employers discuss a course curriculum, they are generally
 
more interested in the specifics of the subject matter than in the 
extensivity of course offerings. Generally speaking, they have no idea
 
of course offerings, or even scheduling, and this is one important
instance of the problem of lack of linkages. Moreover, the demand team 
encountered a number of employers who were unaware of specific courses 
which were directly related to their businesses. 

Beyond this, employers were concerned that they didn't really
know, or could not be exactly certain of, what course content really
 
was. There are wide variations across institutions, concerning the

total number of hours offered and the proportion of time devoted to 
theory versus practice. Variation also exists in the background and inthe quality of instructors, as well as in teaching materials. Employers
do not have time to investigate all these particulars., and repeatedly
voice the desire for standards and certification. It is clear that there 
is an urgent need to develop a method of differentiating between job
applicants on the basis of past performance so that, when employers send 
their workers for training, this will pay off inperformance.
 

Two of the more common complaints are: "the training is
 
too theoretical," and "the instructors lack sufficient practical

experience", which are really just two sides of the same coin. 
 A

related observation is that too much of the preparation is used for 
university entrance, and too little results in improving market-place

productivity. 

It is certainly not uncommon for private employers to want 
training to be made specific to their job needs. Nor is it inappro
priate for a publicly controlled training system to be concerned about 
the needs of industries in preference to t4e needs of individual firms 
within the industry, nor even to be concerned about extending university
entrance rights more equitably. These kinds of trade-offs must be faced 
all the time. The only question is whether they are being faced 
squarely and with the interests of all affected parties in mind. One
employer put it as follows: "The public sector seems to be operating as 
though training had no cost component."
 

Three specific suggestions were put forward by employers.
First, mindful of the difficulty of absorbing new labor force entrants
in the face of the economic outlook, they want emphasis placed on skill 
upgrading rather than on entry-level skills. S6cond, they stress the 
need for mechanics and related skilled operatives. Machine parts being
scarce here, repairs often require Lhe manufacture of new parts. Main
tenance and repair skills must, they feel, be accorded priority, in view 
of current conditions. And third, they stress the need for basic educa
tional and prevocational skills. They are concerned about things like 
attitude, motivation, and an acquaintance with the world of work. A 
basic education -- often as little as 6th grade numeracy and literacy -
is also required. Many who participated in the discussions related to 
this report indicated that they had trouble finding workers with even 
these minimal requirements. 
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Finally, the main point that surfaced in our discussions on thistopic is that employers have a realistic view of the 
training-employment

relation. They recognize its potential newly createdfor firms, butthey are far more interested 
in training for upgrading productivity than
in training for employment expansion. What they want is a betterquality work force, motivated, able to respond to changing needs, andproductive. Their interests lie more 
in reducing unit labor costs,
preferably through productivity enhancement, than in waiting for aggregate demand to improve. They would argue 
for training, even if its

employment impact 
were shown to be negligible.
 

Efficiency
 

INFOP is not operated as efficiently as it might be. Employersare aware fact andof this would like to see an improvement. INFOPinstruction costs per pupil hour run about 30% above the average
other institutions, due to high overhead 

for 
arid low rates of capacityutilization. One study found that the ratio of administrators toinstructors 
in INFOP ran about 1:1.07. Administrative costs run nearly40% of the total , almost twice the standard rule of thumb, Be that asit may, no evidence was found to suggest that any of those admiristrative slots are used to kindsbeing foster the of linkages mentioned inthis report. Curriculum development is not linked to validated needs,and placement officers are nonexistent. If these activities are beingpursued by other INFOP officers, the results are escaping notice by

employers.
 

host existing training facilities, including those of INFOP, are
vastly underutilized, with operations averaging 8 hours day,per 5 daysa week, 160 days a year. In addition to raising average costs 
unacceptably, this creates difficulties for skill upgrading courses. Employerswould definitely prefer to have classes given outside of normal working
hours, but according to INFOP officials this' option is precluded by the
need to pay overtime premia to instructors. One would imagine that the
general tightening of the public budget will 
put pressures on INFOP to
cut back on overhead expenditures and to lower operating costs. 

Financing
 

There general thatis a view the training budget is adequate inthe aggregate. In fact, a number of employers argued that it is "toohigh" and that they (the employers) "were not getting a fair return on
their investment." 
 The existing training facilities of INFOP and theMinistry of Education's vocational 
training high schools are generally
considered adequate, but more than a third of the other categories oftraining facilities lack sufficient or appropriate shop space, andnearly one half lack adequate tools and equipment. 

The costs -- capital, equipment, and operating expenses -- ofindustrial 
and artisan training centers have been covered by the central
 
government, the private sector, and 
such foreign donors as the Governments of West Germany and Japan, and 
the IDB, the World Bank and UNDP.
Recurrent costs are financed by the central 
government and the private
sector, which, 
in 1983, covered 88 percent of these costs 
for all
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training. The primary source of fundspayrolls. Raising the 
for INFOP is a I percent tax oncost of labor relative to capital,only serve to however, caninhibit employment growth atis supposedly the very time the governmenttrying to stimulate it. Consideration might therefore begiven to the possibility of shifting the tax base,perhaps substituting a value-added 

say, on to sales, or 
tax for the payroll tax.is to share the tax between capital and labor, 

The point
and not simply to put theentire burden on 
labor costs.
 

Interestingly, the private sector has the(levied used payroll taxin the first instance on employers) as
greater say in an argument for having athe planning and operationEmployers argue that 
of the training system.they provide the bulk of the financing,they are currently getting and thatless 


training which is useful 
than half their money back in terms of
to them. On the other hand,
reason to believe that, because there is every 

are 
of the industrial structure, taxesultimately shifted forward the 

to consumersprices, or backwards on to labor in the form 
in the form of higher
of reduced wages or employment opportunities.
 

Program Impact
 

As has been stated, the effectiveness of trainingmeasured by comparing placement can berates, earnings, and thepatterns of graduates against those of a control group. 
employment 

time, such comparisons At the presentare impossible
the to make in Honduras,void of follow-up data in light ofon the graduates of training Theprograms.Ministry of Education (MOE) and INFOPin the past which, best, 
have conducted follow-up studiesat are incomplete.study, for example, In INFOP's major follow-uponly graduates and dropoutsprogram were from the apprenticeshipincluded. 
 INFOP does not have data therecord on employmentof its other graduates of entry-level .trainingupgrading, which form the majority of its gr aduates. 

or, skill
 
such studies, neither of these two 

Moreover, despite

institutions is sure of the job
market demand for different skill areas. There is also uncertainty as
to whether the training programs are meeting the needs of employers or
students.
 

Because of the absence of adequate data, the figures utilizedthis chapter are approximations inof the employment recordsas of graduatesreported by the training centers. No
Honduras vocational institution inhas established a formal placement system, evenpercent of the institutions report though 44 some form of pl-acement services fortheir graduates. 
 (See Table VI.)
 

Existing placement services generally benefit only the better
students (who notmay need assistance in finding employment anyway),while poorer students do 
not receive help in finding
some a job. Recently,PVOs indicated that they are planning improvements in this areathrough the establishment of orientation services,
on-the-job practice, the supervision ofand the conducting of follow-uip studies ongraduates.
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TABLE VI 
NUMBER OF INSTITUTIONS OFFERING PLACEMENT SERVICES 

Type of Institution 
INFOP 
INFOP 

(3)* 
OFIS 
(17) 

PVOs 
(14) 

OTHER 
(7) 

COMPUTER 
(14) 

TOTAL 
(55) 

Placement - 4 6 1 14 24 (44%) 

*Number of Institutions in the Category
 
Source: van Steenwyk, 1984, p. 36
 

The average employment rates 
for the MOE's Bachiller-Tecnicos
are very low, 45 percent. 
 (See Table VII.) Approximately 50 percent of
the Bachilleres-Tecnicos 
are continuing their education it the University and have no interest in seeking employment. Among governmentinstitutions where job-seeking is encouraged, placement rates
higher. are
A case in point is that of the Industrial Mechanics from theInstituto Tecnico Hondureno Aleman, in San Pedro Sula, who seek employment actively, and 90 percent of them are employed.
 

practice 
PVO training centers report that 68 percent of their graduates

has the 
their trades. The category of other institutions (Table IV)highest employment rate for graduat',attributed to the fact that six 

73 percent. This can beof the seven institutionspersonnel are trainingfor the informal 
sector, with many of these individuals being
sel f-empl oyed. 

The following is a ranking ofcompleters appear to 
the trades in which programhave the greatest 
success in obtaining employment:
 

Refrigeration mechanics 
Beauticians
 
Automotive electricians
 
Automotive mechanics
 
Seamstress/tail ors 
Industrial mechanics
 
Metal fabricators-welders 
Brick layers (seasonal)
 
Plumbers
 
Carpenters
 
Electricians
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TABLE VII
 

EXPERIENCES OF INDUSTRIAL AND ARTISAN VOCATIONAL TRAINING
 
CENTER GRADUATES AS REPORTED BY TRAINING CENTERS
 

% of Graduates Working in the 
 Average
TRADE 
 Trade Area in Which They Were Trained Monthly*

AREA *INFOP/A OFIS PVOs OTHR 
 AVERAGE !Nage
 

Ind. Mechanic 71% 
 90% 65% - 77% L/400+
 

Auto Mechanic 100% 
 65% 75% - 70% L/400
 

Metal Fabric. 67% 67% 80% 75% 
 74% L/350 

Bac h/Tec .Mechanic - 45%  - 45% L/475 

Plumbers - - 25% 100% 62% L/200 

Electricians 30% 77% 50%
50% 59% L/450
 

Refrigeration - - - 85% 85% L/425
 

Auto Electrician 
 - - 80%  80% L/450
 

Bach/Tec.Elect - 45%  - 45% L/475
 

Carpentry 
 70% 55% 70% 
 '60% 64% L/300
 

Brick Layer 
 - - 70% - 72% L/240
 

Sewing/Tailoring 
 - 60% 87% 85% 77% L/270
 

Shoe Maker 
 - 50% 25%  37% L/300
 

Beautician 
 - 85% - 80% 82% L/300
 

Total 
 *58% 59% 68% 
 73% L/360
 

*FOR INFOP's APPRENDIZAJE GRADUATES ONLY.
 
Source: van Steenwyk, 1984.
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Employment rates vary, not only among 
institutions but also
within the same 
trade, ranging in this latter case 
from 10 to 90
percent. Trainee expectations seem to account for some of this varia
tion in employment. Some technical high school graduates 
have very high
expectations and are not prepared to employmentaccept at wages as lowas $100 (U.S.) per month. In contrast, 90 percent of the graduates from 
one of the prevocational training centers found employment in areasrelated to their field of study. Even more striking is the fact thatINFOP apprenticeship "dropouts" often have higher employment rates thanthe regular program graduates. This may be due to their more urgent
need of a job, and to the lower expectations accompanying their dropout 
status.
 

Starting s.l &zies alsoare related to the type of trainingreceived, with significant differences between different trade 
areas.
The graduates of smaller vocational centers, or those in rural areas,generally receive lower beginning wages than the graduates of the majortechnical 
training centers. For some individuals salaries increased
dramatically, not 
so much as a result of the 
type of training center

attended, but because of individual performance and initiative.
 

Among computer training graduates, 79 to 82 percent had a job,
although many of these individuals were previously employed. 
 Employment

rates for 
new job seekers in the computer field are probably lower.
Even though there is
a very active market for this type of training,
there are no data available on the job market for new graduates of this 
field. 

In considering potential 
areas of employment, it is interesting
to note that employment opportunities also 
exist in micro-businesses of
less than 5 employees, or in the informal or nontraditional sectors ofthe economy -- a fact that is not widely known among training institutions. Those institutions that in theirhave, fact, geared instruction

toward this sector and towards self-employment report that high
percentages of their graduates are working in the trades for which theywere trained. 
 Prime examples of successful fields in this sector are
those of electricians, carpenters, metal 
 workers and refrigeration
repairmen. Table VII shows that 64 percent of carpenter/cabinet-maker

graduates are employed. These individuals are often self-employed in
small shops or work with another more experienced shop owner.
 

In contrast, institutions that have 
not prepared their trainees
for the informal or nontraditional sectors report little in
success
placing graduates in training-related jobs. 
 A case in point is the
Instituto Tecnico Hondureno Aleman (ITHA), 
which reports that carpentry/

cabinet-making graduates obtain employment in the 
informal sector at a
rate of only 10 percent. On the other hand, 
PVOs report an average
employment rate of 70% for carpenters and cabinet makers. Also, while
INFOP administrators reported that the sewing/tailoring wasfield beingover-supplied, some training centers reported that 77 percent of their
graduates were practicing their trades. 
 Again, the informal sector of
the economy absorbed these graduates. 
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Whether placement takes place in the formal, nonformal , orinformal sector of the Honduran economy, vocational program graduateshave some difficulties in finding employment. The problem was high
lighted during a 1983-1984 study in which training centers werepresented with a list of possible private sector activities which mightbe of help to them. The area which received the most interest among
respondents (96 percent) was in the placement of graduates in business 
and industry.
 

Along with the lack of sufficient employment opportunities,
trainees are also affected by the breadth of the training they receive.
Students in the MOE's three major technical training centers do not

specialize in a specific technical field, and the amount of training andhands-on practice received is insufficient to find employment in any one 
area.
 

At the vocational education high schools, which offer the degreeof "Perito Industrial", trainees are supposedly prepared to enter the
labor market at the skilled-supervisory level. Regardless of the
instruction provided in their skill areas, the graduates from these
schools are generally not accepted 
as skilled workers until they have
had several years of work experience in their field of expertise.
lower educational level, 

At a 
prevocational high school grdduates can eithercontinue their studies or seek employment. However, because of differ

ent factors (i.e., low wage offers, poor preparation, lack of openings
in higher programs), they frequently do neither. 
 This point becomes
 even more crucial when one considers that, in 
some regions of Honduras,

this is the only training which many students may obtain, especially in
 
semi-rural and rural sectors 
of the nation.
 

INFOP entry-level skill graduates fare 
no better than other
 program leavers. The receptivity of employrs to hiring these graduates
varies widely, and even though it is improving, it still leans toward
 
the negative side.
 

A number of PVOs also offer entry-level training in Honduras,

and the receptivity of program graduates varies extensively, according

to the PVO's degree of integration in the labor market. 
 The better
integrated PVOs place a large number of their graduates in jobs in their
local or regional markets; the ones that are not 
so well integrated

place their trainees in the general labor market.
 

Finally, those graduates not immediatelyj placed in direct

employment may continue their education, or 
else join the ranks of the

unemployed. A 1984 follow-up study of graduates of 4 major technical
institutes administered through Ministry of Educationthe shows that of a total of 121 completers, 45 of them (37 percent) were studying either

full-time (21), or part-time (24). Most of these graduates (71 percent)
attended either the University of Honduras or the institution where high
school teachers prepared Escuela Superior delare (La Profesorado
Francisco Morazan). Among the same group of graduates, 71 (58 percent)
worked, and the rest (50) were unemployed. 
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Among students not immediately placed in training-related
employmert, many worked in unrelated areas, or were unemployed.
According to a 1983 follow-up study of INFOP graduates, of the 93 
program completers who were interviewed, 43 (46 percent) did not work 
in the occupation in which they were trained, and 30 of them were
unemployed; only 20 (21 percent) were employed in the area for which 
they were trained.
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CHAPTER SEVEN
 

THE STATE OF TRAINING
 

There appear to be extreme variations in the internal efficiencyof the different types and kinds of training programs offered in
Honduras. Despite these wide variations, which even extend to different 
courses within the same institution, there are some elements which seem 
to be common throughout most of the programs. An attempt will be madeto identify both the common and divergent elements, and the positive and
negative aspects as 
they relate to the different programs.
 

Training Objectives
 

With few exceptions, the specific training objectives of most

training courses in Honduras are rather nebulous and poorly defined.
Some instructors may have rather clear ideas of what they expect toteach, but all too often the trainees are not given a clear and detailed
definition of what they are expected to 
know upon completion of the
training. Even in cases where objectives are better defined, they
frequently have little relationship to the specific knowledge and skills
desired or required by employers. This is especially true for most of
the institutions in the furmal training sector, with the most realistic

objectives being found in some of the PVOs and of thesome upgrading 
courses.
 

As has been stated previously ir this report, INFOP makes marketstudies of all brand new courses, but these do not 
seem to be comprehen
sive enough on numbers, and contain little specific content. They also
do some 
follow-up of training, but, with the exception of apprentice
ship, there nois almost translation of findings and recommendations 
into course modifications. A few courses 
hve been organized by INFOP

and other programs at the specific request of employers. However,

except for the recent "dual apprenticeship" training and the training

done within industry itself, these few courses 
are the exception rather
 
than the rule.
 

A major reason for this divergence of objectives is that theyare almost always formulated from individual experience, or taken from a 
text or training manual, frequently from outside the country.

private sector has generally remained 

The 
outside the curriculum development

process. The objectives are almost never validated. A parallel reason
for the lack of realistic objectives is the complete lack of established

standards for either training or employment on a national or occupa
tional level. An initial effort in establishing standards is being

undertaken by the principal 
training agencies of Honduras. It is anticipated that, once performance standards are established, the training
institutions will be expected to modify and improve their training
objectives to conform with these standards. 

Vocational and tech:oical programs in Honduras lack adequatefeedback mechanisms, such as longitudinal evaluations, follow-up activities, impact studies, and the like. 
 Without these elements, training
programs have difficulty generating clear signals about employers' needs 
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and preferences, and therefore jeopardize from the outset their chancesof success. Undoubtedly, this lack of feedback calls for the establishment and institutionalization of linkages between vocational institutions and the private sector, in order to update and revise existing
training programs.
 

Instructional Methodologies
 

While there is
a rather wide range of instructional methodology
being used in the different training programs, the majority tend to beof a very traditional type of lecture demonstration, with the emphasisusually on 
the lecture portion. With the exception of the Armed ForcesVocational School, some of the computer training programs, and thecorrespondence courses, there appears to 
be very little utilization of
individualized or competency-based training materials. 
Many programs do
not have any prepared training materials, and the trainees are required
to learn and work from notes made from instructors' lectures, or copied
from blackboards. 

There is also very little use made of a modular approach totraining. Some upgrading courses are broken into relatively small unitsto meet individual needs, but most training is lumped into large comprehensive programs which require up to 3 or 4 years to complete, and inwhich all trainees are required to cover all elements of the program,regardless of previous preparation, interests, and other individual 
differences.
 

Training methodologies are influencedalso by the availabilityof audiovisual equipment and materials, and by the extent of training
received by instructors in the effective utilization of such material.

INFOP, the Armed Forces Vocational 
 School, and the larger technicalschools and institutions, appear to have reasonably adequate quantitiesand types of this equipment and materials,--ut the majority of the
others do not. 
 Even where equipment is available, ther, isoften a
problem of maintenance and replacement parts. 
 Many instructors do not
utilize equipment frequently or effectively, even when it is available,

because they have not 
had adequate training in its 
use.
 

Another factor strongly influencinq training methodology is theavailability of adequate quantities of consumable materials and supplies

for trainee practice. The INFOP evaluation revealed that the lack of
these materials and supplies 
was a common complaint, even though
financing was not a problem. The Ministry of Education budget forconsumable materials and supplies has been drastically reduced over
last three years. the


As a result, the practical applicability of courses,

inadequate to begin with, has decreased significantly, and, in some
 cases, is 
now virtually nonexistent. Many of the PVOs and a few othertraining institutions have resolved this problem, at least 
to a degree,
by integrating production activities with vocational 
instruction, with

goods and services being sold to 
recover costs.
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Instructional Staff 

The qualifications of the instructional staff of the Honduran
 
training programs vary as widely, if not more so, as do the method
ologies employed. Some of the instructors are highly qualified, with
 
extensive work experience and pedagogical training in Honduras and other
 
countries, plus on-the-job training by foreign experts. These also tend
 
to be the ones who use the most modern methodologies and make the most
 
use of audiovisual and other instructional aids. Unfortunately, these

highly qualified instructors are in the minority, with the bulk of the
 
others being far too poorly qualified.
 

The academic and/or technical education of Honduran instructors
 
leaves a great deal to be desired. Only 19% of them have completed

university training, and 16% have not even completed secondary school.
 
A number of instructors are teaching in the same institutions from which
 
they graduated, without further education. Many institutions find that
 
a good number of their instructors, with good technical backgrounds,

have had little or no pedagogical training, and are therefore unable to

effectively transmit their knowledge and skill their trainees.
to 


The picture does not improve when the practical or work
 
experience involved 
in training programs for industrial occupations is
 
considered. 
 Only 34% have had five years or more experience -
generally considered to be 
the minimum for a qualified instructor. At
 
the other extreme, 17% have had no experience, and another 4% have had
 
less than one year. This lack of work experience is concentrated in
 
INFOP, which has 32% with less than 
one year, and the Ministry of
 
Education with 20%.
 

With these low levels of both education and practical work
 
experience, one must assume 
that the quality of much of the instruction
 
given in Honduras is marginal at best. In-the interviews held with both
 
employers and workers, the most 
common complaints and major suggestions

for improvement dealt with the poor qualifications of instructors.
 
Ensuring a supply of instructors with a desirable combination of work
 
experience and pedagog T-al training, then, is one of the more critical
 
problems facing the Honduran training system.
 

Instructional Facilities
 

Here again, the range of both quality and quantity is very wide,

with variations from small, poorly equipped, and. 
even rustic workshops,

to the large, well equipped workshops and support facilities of the
 
Ministry of Education. The evaluation made by van Steenwyk (1984)

indicated that, of the 137 workshops surveyed, only 69% in
are adequate

design, with 93% in an acceptable state For the type and level of
 
instruction which was being attempted in them.
 

With regard to equipment, tools and furniture, the picture is
 
even worse. 
 Of the 137 workshops surveyed, 63 or 46% do not have suffi
cient quantities of equipment, 51 or 37% lack sufficient hand tools, and
 
61 or 45% do not have enough work benches. The physical state of the
 
equipment, tools, and furniture was somewhat better, with 79% of the
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equipment, 73% of the tools, and 63% of the furniture considered to be 
inadequate condition. These shortages of equipment, tools, and
 
furniture must, of necessity, have an adverse effect on the quality and
 
effectiveness cf the training, while the inadequacy in both size and
 
design of the workshops further complicates the situation. 

Preparation and Selection of Trainees
 

An important factor impacting on efficiency is the preparation
of trainees to receive the training offered. The rate of illiteracy is
estimated to be around 40%, but the rate of functional illiteracy is 
probably much higher. Interviews with both trainers and employers

indicate that this is an important problem. Although this is not
 
directly the responsibility of vocational training, and few people

recommend that this should be the case, the fact remains a 
major

deterrent to effective training. Training agencies, other than those
 
which provide computer training, report that the lack of basic academic 
skills is a problem for 67% to 100% of their trainees. They also report

that between 25% and 60% of their trainees have learning difficulties
 
and poor study habits. Only 25% of all trainees were considered well
 
prepared, with INFOP rating none of theirs in this category. As is to
 
be expected, the computer trainees were rated highest, with 60% being

considered good. A total of 17% were rated as poor or unsatisfactory by
all institutions, ranging from a low of 11% for the Ministry of
 
Education institutions, to a high of 20% for INFOP.
 

The selection of trainees and entry requirements for various
 
programs has a direct influence on the effectiveness of training. Since
 
performance standards have not been established, and competency-based

materials and methodologies are not widely in use, the criteria used for 
selection frequently have very little relationship to actual require
ments for effective learning. High academic standards have been set -or 
some courses, especially in the higher levwI institutes of the Ministry

of Education. While this mpy make for higher retention and completion
 
rates, it appears to be counterproductive, since a large percentage go

on to further education instead of working at the skilled trade level. 
Clearly, then, appropriate levels of academic achievement must ' e 
identified, levels that are not too high, but that do insure the success 
of trainees.
 

The lack of prevocational orientation was listed as a high
frequency trainee deficiency by INFOP (67%) and the institutions in the
"other" training category (86%). 
 This factor is important in selection,

and those persons with a deficiency of orientation frequently make poor
choices of training fields. The deficiencies reported by INFOP may be 
reflected in the relatively low retention rates in some of their
 
programs.
 

Some kind of selection is m'ade by all training institutions, but
 
the relevancy of the criteria appears to be highly suspect in most
 
cases. This must, in turn, 
have a negative impact on the efficiency of
 
the training given.
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Training Capacity and Enrollment 

The available training capacity in Honduras generally farexceeds the current enrollments. For example, as a direct result of the
recent evaluation of INFOP, the Technical Department conducted a study
of the utilization of facilities and found that enrollment in thetraining centers could be doubled without adding staff or expandingfacilities by using open entry/exit, competency-based instruction. Asimilar situation exists, to a greater or lesser degree, in most, if notall, of the other training centers and institutions. Some workshops
have as 
few as 3 or 4 trainees with a full-time instructor.
 

There are many and varied reasons for this low level of training
capacity utilization. Among the more important of these reasons appear

to be the following:
 

1. Lack of knowledge of availability of training by potential 
trainees.
 

2. Poor quality of facilities and/or staff. 

3. Inappropriateness of training 
to job market.
 

4. Poor trainee selection resulting in high desertion rate. 

5. Inappropriate scheduling of time with relation to desires of 
trainees.
 

6. Low wages and/or low social status of occupation. 

7. Declining employment in occupation.
 

8. Poor location of centers with i-egard to potential trainees. 

9. Excessive training capaciti/ with regard to 
job openings.
 

There frequently exists a combination of these factors, or one
 
of these combined with other unlisted factors. 

The low utilization rate does not necessarily mean that enrollments should be increased to capacity, with the present configucourse
ration, content, methodology, etc. On the contrary, some of the present
training programs should be closed out completely, or radically revisedto meet the realistic needs of the labor market.' As previously noted,
the vast majority of training offered in institutions and organized
prog,^ams in Honduras is concentrated in a relatively few and rather
traditional occupational areas. As indicated in Table VIII, totala12,806 trainees out of a grand 

of 
total of 18,000 enrolled in all programsin all institutions are concentrated 
in twelve occupational areas.
Broader occupational representation is probably desirable. 
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TABLE VIII 

Occupational Area Number of Institutions OfferingFormal Semiformal Informal 
Enrollments 

Industrial Mechanics 3 1 8 1,524 
Welding and Metal Shops 7 1 18 1,880 
Carpentry and Cabinet Making 4 1 28 811 
Automotive Mechanics 3 1 10 1,621 
Wood Carving 2 0 3 52 
Construction 0 0 9 840 
Electronics 1 0 8 141 
Refrigeration and Air Conditioning 3 0 9 1,249 
Electricity an8 Electrical Maintenance 4 1 14 2,216 
Plumbing 0 0 6 252 
Shoemaking and Leather Working 0 0 4 249 
Sewing and Tailoring 1 0 24 2,071 

TOTAL 12,806 



Financing of Training
 

The major sources of financing, for both the formal and non
formal training, stem from the government, either directly, as with the
Ministry of Education institutions, or indirectly from a payroll tax on 
industry, as is the case with INFOP. The PVOs and related training 
programs are financed from private sources and make an important, but in 
size a relatively small, part of the total training effort. 

The training provided by individual employers, while largely
unorganized and loosely structured, appears to be a large and very
important part of the total training in Honduras. Unfortunately, there 
are almost no data available on any element cf this type of training, 
other than apprenticeship. 

An informed estimate of sources of revenue for all forms of 
training includes the following: Central Government -- 49%; Private 
Sector -- 39%; Donations -- 4.6%; Production Centers -- 3.5%; Fees and
 
Tuition -- 2.3% and Student Loans and Grants -- 1.1% (van Steenwyk,

1984). These figures do not include the INFOP budget items for
 
administrative and agricultural training.
 

In the computer training and some other high technology
training, student fees account for 98% or more of costs, while at the
 
vocational and artisan training level they account for only about 3.3%.

Almost all of the donations, and the vast majority of the income from 
production centers, are concentrated in the PVOs.
 

Detailed data on investment costs in training are not available,

but 69% of the institutions report that they have received some assist
ance in this area from sources outside Honduras. The available data
 
also indicate that the capital investment in training over the last 15 
years has been less than the locally finaneed recurrent costs (approxi
mately $124 million) over the same period.
 

The lack of funding does not appear to be a major problem in

either the formal or nonformal training, given the present demand and 
the limited occupational coverage. In fact, some observers state 
that

they are overfunded, in view of the low placement rates and the numbers 
of job openings in the covered occupations. On the other hand, the 
recent large budget cuts in funds for expendable materials and supplies,
especially by the Ministry of Education, are having a distinctly nega
tive effect on training. This is rapidly pushing training programs with
 
an already disproportionate emphasis on theory diuch further in that
 
direction. For instance, seventy percent of the instruction offered by
the formal programs of the Ministry of Education consists of subjects
which can be taught in classrooms, at a much lower cost than that 
incurred by courses which must be taught in workshops.
 

It would appear, then, that funds should be reallocated, with 
less expended on instructor salaries, and more on instructional
 
programs.
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Comparative Training Costs 

In view of the vast range of types and kinds of training courses
 
offered and the variations induration from about 20 hours to almost
 
4,000 hours, the only relatively valid measure of comparison is that of
 
the cost of instruction per trainee hour. Even this measure is only

rolative, given the different kindn of content and instruction. As 
suggested above, the instruction offered by the formal programs of the
 
Ministry of Education in many subjects, including language, social 
studies, mathematics, science, etc., is conducted in classrooms at 
a
 
much lower cost than that incurred by courses taught in workshops. The
 
nonformal programs of the PVOs, on the other hand, contain little or no
 
academic training.
 

Table 2 gives an indication of the average and the range of per
pupil hour cost of instruction in the different types of training
institutions in Honduras. 

TABLE 2 

Type of Institutions Per Pupil Hour Cost 

Average Range 

INFOP L.4.27 L.4.46-4.41 

Official 1.05 0.38-2.30
 

PVOs 1.77 0.50-3.55
 

Others 1.06 0.44-1.52
 

Computer Schools 6.22 0.83-25.00
 

Source: van Steenwyk, Vocational Instruction in Honduras:
 
Industrial, Artisan and Computer Training, 1984
 

Caution must be used in interpreting these costs, because of
 
internal variations in the training programs. They do, nevertheless,
 
give some indication of the relative quality ana pertinence of the
 
instruction given within the different groups. The decidedly higher
 
costs of computer training reflect the higher technical level, equipment
 
costs, and the fact that most are profit-making institutions. As
 
previously noted in Chapter Five, the variation of the ratio of adminis
trative to instructional staff is one of the factors which account for 
differences in per pupil hour costs of instruction. Other factors are 
the teacher/pupil ratios, and the salary costs of the instructors. In 
the artisan type courses, for example, the instructor salaries tend to 
be much lower than in INFOP and the major technical schools. 
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Adequate data are not available to break down the recurrent 
training costs into salaries, materials and supplies, maintenance and
 
repair, and other costs, but it is clear that the bulk of the costs are 
in personnel. Th:3 is even more true since the budget reductions due 
to the economic recession; while personnel have been generally 
retained, other expenses have been reduced. Given that the major

portion of the budget is spent on personnel, a major element in cost 
variations is the degree to which personnel are effectively used in 
institutions. This includes the number of trainees per instructor, the 
number of hours per week taught, and the number of days per year taught
for a given salary level. 

On the other hand, excessive numbers of trainees and excessive
 
hours of instruction can seriously reduce the effectiveness of instruc
tion, even if it does reduce per unit costs. No standards appear to 
exist in Honduras, by which these can be measured in an effort to
 
obtain a balance between cost and effectiveness. 

Accurate comparative data on the level of instructional
 
salaries are also nonexistent, as compared with comparable jobs in 
other fields of work. The personnel department of INFOP states that
 
low relative salaries are a major reason for the lack of qualifications 
of many of their instructors. Other sources, on the other hand, claim 
that the salaries in the major training centers are comparable or even
 
higher than those outside, with reference to qualifications, and 
especially to the hours and days per year worked.
 

Administrative vs. Instructional Costs
 

In the training institutions of industrialized countries it is
 
generally considered that the ratio of administrative to instructional
 
staff should be about 0.25 to 0.33. In the training institutions 
(other than those in correctional institut4ins) surveyed in Honduras,
 
this range was from 0.30 to a high of 1.07 in INFOP. This high ratio 
was clearly pointed out as a major problem in the INFOP evaluation. 
While these ratios represent only one of the elements affecting
 
training costs, they do seem to be parallel to the per hour costs of
 
INFOP, ranging from two to four, or more, times the per hour costs of 
other institutions which provide training in the same occupational
 
fields. While it is recognized that the social and cultural patterns

in Honduras tend to make these ratios of administrative vs. instruc
tional staff higher than in industrialized countries, there still
 
appears to be a great deal of room for improvement. Such improvement
 
should impact positively on the efficiency of the training program.
 

Relation of Training to Demand and Trends
 

The response of formal and most nonformal training to changing 
demands is very slow. Notable exceptions are the profit making 
institutions, as is to be expected, since they live or die on their 
ability to forecast demand. Other exceptions are some of the PVOs who 
have fitted and continue to fit their programs to the demands of a 
local market. 
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The bureaucratic structure of the formal and principal non
formal training institutions is, in a large measure, responsible for 
this slow response. There is also a large measure of inbreeding in many 
institutions where former trainees are brought back as instructors. A
 
major factor, of course, as previously noted, is the lack of data on
 
specific, or in some cases even general demand. Most of the formal
 
training tends to be based on "desk analysis," or even on the content
 
found in textbooks or training manuals prepared outside the country.
 

INFOP does make market studies for all newly proposed ccurses, 
but these do not appear to be comprehensive enough on numbers, and
 
contain almost nothing on specific content. They also do some follow
up of training, but with the exception of apprenticeship, there is
 
almost no translation of findings and recommendations into course
 
modifications. A few courses in INFOP and elsewhere, have been 
organized at the specific request of employers, but except for the 
training being done within industry itself, these are the rare excep
tions. Another factor is that of student demand which is almost always
behind the changes in market demand and is greatly influenced by social
 
and cultural factors rather than economic ones.
 

With few exceptions, the trends are rather difficult to 
identify. The strongest single trend has been the rapid expansion in 
the computer training field, from almost nothing to 3,000 trainees in 14 
institutions, in a few years' time. There has also been a very rapid
growth of training by INFOP and several agencies and institutions in the 
area of agriculture related training. The effectiveness of this 
training in many, if not most, cases appears to be rather dubious. The 
recent study of vocational training indicat:d that 62% of the training 
centers are planning to offer new courses o'- study, while 67% are 
updating present courses (van Steenwyk, 1984). The changes are not 
consistent, however, as some of the schools at the "Perito Industrial" 
level are dropping carpentry, while most Fias report that the majority 
of their graduates seek and find empleynent in this field. There 
appears to be a healthy trend toward trying to improve methodology and 
levels of instructional competency. There is also a trend toward
 
expansion of training activity in both the formal and nonformal sectors.
 
The latter does not agree with the employer demand, which has dropped

due to the economic recession and shows little signs of a rapid 
recovery. The result of this divergence could well be an increase in
 
the number of educated unemployed. Much of the available data on 
employment rates of graduates from the various programs are based on the 
opinions of officials of the various institutions, and only a relatively 
small amount on actual follow-up surveys. Interviews with employers,
and even unofficial interviews with many training officials, indicate 
that these estimates are well above actual employment. The projections 
for the modern sector of the economy indicate that there will be an 
over-supply in five of the seven occupational areas studied. 
Indications are that most training institutions should direct their 
efforts toward preparing their trainees for alternative occupations and 
levels, and upgrading training in close reference to the identified and 
defined needs of employers. 
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Training Coordination
 

As previously noted, the INFOP basic law gives it the authority
and responsibility to 
not only coordinate all
and technical level, training at the vocational
but to control 
it as well. Some attempts
in this direction rather early in its 10-year history. 
were made
 

provisions of the Despite the
law, the entrenched Political 
pressures from the
established institutions 
were such that they had
very few efforts to quickly retreat, and
in this direction have been made since.
attempts appear to 
 A few informal
have been made by INFOP and several government
agencies to develop coordination activities. 
 Foremost among these are
the efforts of the "Consejo Superior de Planificacion Economica"
(CONSUPLANE). 
 Another, which is in the rural
la area, is the "Comite para
Formacion y Capacitacion Campesina de Honduras" (COFOCACH). 
 There is
also a "Comite Nacional para ]a Coordinacion Interinstitucional,,
(CONACI). 
 These, and other agencies, are supposed to
aspects of training, but insofar coordinate various
as we have been able to
net results ascertain, the
have been more cosmetic than actual,
institutions do pretty well 
and all agencies and
whatever suits them in the way of training.
 

The recently created CADERH seems 
to show great promise in
coordinating training efforts and establishing recognized standards for
them on 
the basis of nationally recognized trade certification standards
controlled by the private sector, but it is far too early to 
know what
the long range success of this organization will 
be.
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CHAPTER EIGHT
 

DISCUSSION
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The justification and objecemployers, or a private industry council. 

activity is to reduce specific future-variabletive of such an overhead 

unfilled vacancies for employers, unplaced graduates forcosts --
training institutes.
 

There seem to be three broad options for assigning the 
the institutional approach, the privateresponsibility for linkages: 


sector approach, and the mixed approach. These alternatives combine
 

same sorts of options for the provision of training i.e.,

-with the 
 system.public sector institutions, private sector training, or a mixed 

is ostensibly mixed --
In.Honduras, for example, the training system 
public funds from a payroll tax are used to finance a system under 

tripartite control -- and so is the responsibility for linKages. The 

reality is that control of the training system rests mostly with the
 

group recently formed to promote linkages, CADERH,government, and the 
although including public sector representation, is really a private
 

sector initiative.
 

The point is, there are a great many alternatives to be 

a great many elements are necessary for the ultimateconsidered, and 

creation of linkages: local level activities, national level private
 

sector linkages with training institutions, linkages between trainers
 
At the outset, it should be questioned whether any


and students, etc. 

the creation of a new organization, can ever be
single response, such as 
 Moreexpected to cover the full range of necessary linkage elements. 

be hampered by the fact
 
over, any assessment of the existing system will 


that it is difficult to differentiate program effects from linkage 

efforts. Complaints about training could reflect weak programs, weak
 
because of weak linkages. Nolinkages, or mest likely, weak programs 

be expected to cover all these cosplexities
single case study can 

adequately.
 

Next, it should be recalled that there always exists the option
 

of doing nothing, or at least of not committing a significant level 
of
 

funds to the creation of linkages. In a truly private sector oriented
 
trainers and economy, linkages are built into the system, since 

The only required information and skill

employers are the same group. 

flows are among various employers. Those searching for skills create
 

wages or lowering job requirements.their own linkages by paying higher 
time.
Actually, a lot of this kind of informal linkage goes on all the 

-- job-seekers hear aboutMost employment results from informal contacts 

openings through friends and relatives, and employers often ask for 
Thus, the essential "linkage" questions
referrals from their workers. 


invest in creating a more formalized linkage
are two: whether to 

effect the investment.
Istructure, and how best to 


Finally, to fulfill the sufficiency conditions required to 

justify investments in linkages within the confines of project guide

ines, it should be shown that there exists a significant interdepen

ency among training linkages and employment. This is a stringent
 

economy saddled with high unemployment and a bleak
,quirement in an 

The fact is,if training raises productivity during a
onomic outlook. 


initial contraction
iod of deficient demand, the result could be an 

-- a perfectlyemployment. But training can reduce unit labor costs 
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desirable objectives 
even
improvement if demand conditions do
to be 
reflected in increased not permit theemployment.
undersold In other words,
 
while the Supposed value Of linkages can be oversold, it
ifobjectives 
are too can also be
employment narrowly def-ned
connections. in terms ofTraining trainingcan
augmenting employment, and raise productivity while not
linkages
in can
a number of labor market 

give the Private sector a voice
with .ecisionsthe linkage questio , 
not merel training.the In dealing


benefits must 
fact tat there exyist external costs andbe borne in mind. 

Summary of Major Conclusions 
. In Honduras, linkages between training programs and
 

employers 
are weak, 
if they exist at all.
the private sector and to recognize If it is desired to promotethat sector'sgrowth and employment, then employers must, among other things, be given
 

potential in promotingsome kind of voice in shaping the training system in order to makesystem effective. the 

2. The crucial problem facingwith the supply the Honduranside (the availability of labor) 
labor market is not(employment opportunities). but with demandto be created. But 

More employment opportunities simply need
it is also
that are needed, requiring 
true that there are "pockets" of skills
an organized and sustained training effort.


The low level
rate have a double impact on 
of economic activity and the high unemployment
training: a low number of new entry jobs
programs, and there is increasing pressure 

are available for persons entering the job market from preparatory
organizations from employersto provide upgrading and employers'coursesSimilarly, training Policy should probably be pursuedJn tandem with
 

instead ofpolicy, initial training.to generate employment and 
is constrained by the latter. 

expand the economy,'since the former 

3. A great many employers in Honduras have little reed for 
contacts with the training sectorlinkages. Yet they and thus little needseem willing for directmoney, so to supportlong as someone else puts 

a linkage structure with
Thus, there is a "reservation in the necessary time and effort.demand" for linkages.to support a service or structure, not 
People are willing
use 
it as because so much because they expect to
unexpected they wish to insure its availability should an 

need arise; that is, they pay fee to reservea the service.
4. The form which linkages take
privately initiated'or financed, for example 

whether they are 
publicly or
important than the basic fact -- appears much lesshowever, public that they need tosector work.programs In Honduras,formed to have a poorpromote record. 
inertia, linkages have not Advisory committeespolitics, or the 

worked, because of bureaucraticlack of credibility.considerable distrust of "government services" on 
Furthermore, there is
private sector. the part of the
Employers in Honduras, like those in many other
 

countries, are apparently willing to pay to havelabor market decisions, but they wdnt assurance that their voice will, 

a more direct voice in 
indeed, be heard. 
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5. More important than the creation of linkages, of whatever
 

form, is their Support.
resources. 
 Linkages require leverage, and this

Energetic staff, facilities, and 
 implies
ideas 
are more 


than the structure of the linkage framework. important
 

certain linkage elements 

6. This having been said, it is nonetheless
create, than others. are more important, obvious that
or more difficult
From the Honduras experience, to
 

appear noteworthy. four such elements
 

.
 Standards for training and certification 

of results, to
Employers want 


reduce employer costs of locating qualified workers.
to 
reduce uncertainty 
about 
the value of
 
training and the quality of graduates, but they are mindful
 
of the difficulties 
of certification
type of machine -_ 
those trained on one
may not be proficient 
on another, and
forth. so
 

Addressing the needs of recently formed establishments,
to be formed industries,
important, since that iswhere skill needs emerge, but it is
 

and smaller firms, yet

is extremely
also extremely difficult. 


tion flows happen 
Some of the most crucial 
informato be the costliest 
e to promote.
A fair amount of coordination 


system, to maximize is required within the training
perhaps even scarce resources.
including the creation of teams to provide
 
This coordination,
"training audits," 
can 
be 
a costly but necessary 
component of


a properly linked training system.
e 
It iuld also be desirable
international to 
improve coordination
donors, who occasional/f/y among
ing competing approaches. appear to be support
the donor community Better information 
can serve flows within
to improve national
7. linkages.
lithin the above framework and in the context of Honduras,
 

the CADERH approach
Whether it will be 
appears as good as
successful any and superior to most.
on internal and external 

inmeeting 
its stated objectives depends

CADERH will 

factors whose course is anybody's

have to guess.
 

structure. 
 be judged by its accomplishments rather than b its
8. The two
the vocational key institutional
technical 
 suppliers of tra'inees,
high schools, which account 
 INFOP and
 
ments and over 80% of recurrent
vastly underutilized, costs, are 

for 70% of enrollreasonably well equipped but
of questionable they lack flexibility,

quality and relevance 

and they provide training
to employers' needs.
Given current employment demands, the 

for training is adequate. 
 level
Priorities, of financial support
Programs underutilizing however, need
shifted to capacity need to be adjusted.
new training tasks to be consolidated,
correspond closer to 

. Course offerings need 
phased-out. 
or
 

Presently, there are 
the skill requirements to be realigned 
to
too 
 of the labor market.
few courses concentrated 
in too 
few areas.
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Institutional expenditures also need to be realigned. Administrative costs relative to instructional costs need beSimilarly, the proportion to reduced.of staff costs needs to be reduced in relationto maintenance and 
instructional supply expenditures. 
 Programs are
"starved" of instructional 
support materials, while they are overloaded
with instructional 
and administrative staff.
 

9. There is no mechanism for controlling the quality oftraining, for allowing the participation of users 
of training services
to guide the content and scope of training, and for appraising users of
training services of the availability of services.
 

Working cooperatively among formal organizations and particulargroups of key people is something that has 
not been common 
inthe social
context of Honduras; thus, there isno 
formal long-term precedent of
linkage programs and no prior successful model 
that could be utilized.
INFOP used advisory committees inthe 1970s, but these generally 
 ere
not successful.
 

Some of the participating elements have also been at odds witheach other at some point in recent history: worker,* or their union
representatives, who have fears of being exploited, nr employers; theprivate sector, "the rich," and the autocratic and highly bureaucratized
government institutions that supposedly represent "the poor"; employers
interested in training, and those who prefer the 
use of unskilled
workers; employers who pay and others who do not pay the I percentpayroll tax for training; and others. 

10. Vocational programs operate within a
framework, yet there isalmost no 
social and cultural
information available about the social
dynamics in Hona'jras to facilitate the inclusion of these factors in thedevelopment of occupational 
or linkage programs. Program design is
almost solely based on economic information-' The absence of an
organized body of knowledge and of insights about how the social 
system
operates could have an adve,,se effect, or could nullify, the potentially
positive results of any type of program.
 

Although the greater part of the economically active populationin Honduras isemployed inmicro-enterprises (less than 5 employees) and
small enterprises (from 5 to 20 employees),
information exists to to date only fragmented
assist in bringing this sector of the economy into
the sphere of coordination activity.
 

More flexible methods must be foundneeds of the informal sector which, even 
to attend to the growing

though it provides the majority
of employment opportunities in the nation, has remained on the fringesof training programs. Entrepreneurial education should be provided to
encourage self-employment and independent modes of production, cooperatives, and arrangements that strengthen the network between the informal
and other sectors of the economy. Gaining more information on the size,
productive capacity, and location of these enterprises is going
crucial, not only for increasing linkage activity, but also 
to be
 

for
systematizing the planning of economic development in the nation.
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The Possible Future
 

If one were to revisit Honduras in 5 years, to
proper assessment of the training system at that time 
carry ovt a 

strongly recommended by this report 
-- an activity 

confronted. Taking 
either of two situations might befirst the pessimistic scenario, CADERH would haveprobably withered away or been absorbed into just another layer of the
bureaucracy. External events, such as slow growth and increasing
unemployment, could have caused the training issue to
Constraints on be moot.
the public budget would have led 
to a curtailment of the
training programs, and employers, lacking job vacancies, would probablynot care. Linkages between training and employers would be weaknonexistent, since there would be little worth linking --

or 
a weakeneddemand sector facing redundant supply. 
 The basic educationalcould be overwhelmed by demographic trends 

system
beyond the coping capacity ofpublic funds.
 

On the other hand, the optimistic scenario carnot be ruled out.
The key to 
this chain of events would be sufficient economic growth to
spur the demand for skilled labor. CADERH, or 
its next incarnation,
would be playing a pivotal 
role in channelling communication between
employers and trainers. The sy:stem would be characterized by an
availability of information regarding employer requirements, training
opportunities, and the qualifications of trained graduates.
and certification Standardswould be developed to the point where employers couldbe relieved of the uncertainty that now accompanies new hires. 
 Technical assistance to help firms identify their training needs and how bestto satisfy them -- "training audits" 
 would be the rule rather than

the exception.
 

Under the optimistic view, the system would be of sufficient
scale to permit the linking of training to 
the needs of industry rather
than to the needs of individual firms withierindustries. Employers,aware of the availability of a pool of skilled job seekers, would not
have to guard their few trained operatives jealously andproduction techniques to 
could structuretake advantage of skills rather than worrying
about how to 
find them. They would complement the external training
system by providing experience and learning on the job. 
The hoarding
and pirating of skills would be virtually nonexistent, and yet job
opportunities for trained individuals would be of sufficient numberensure a payoff toto the training investment. The needs of smaller
employers would be given higher priority within such a system.
 

From the current vantage point, it cannot be 
determined which of
the above two scenarios is most likely, even though it is clear that
both are extreme in the particulars. in such a situation, planners,
including AID program officers, must be concerned as much with trying to
avoid incorrect investment decisions 
as with searching for a uniquely
"correct" decision. 
 When the outlook is uncertain, errors
costs are just as and their
important as expected 
returns.
produces risk, and Thus, uncertaintythis must be incorporated into strategy andinvestment decisions.
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To illustrate, it 
can 
be noted that

system of in-plant training (as compared with 

one 
an 

of the advantages of a
 
is that overhead costs, particularly institutional
sector, approach)
are minimized. those to
imply less Contind slow growth and slack labor demaid
 

be Paid by the Public
 
facilities have 
to 
be amortized 


resource wastage than might occur when costly institutional
involving employers and unions 
In general,
uncertain economic outlook, is that risks 

one 
of the values
in training, especially in periods 
of


and public sectors. of an

organizational On the other hand, 

are shared between he Private
approach such as 
one of the d
expenditur.es v
CADERH is that eof an
it implies overhead
the level of labor market activity. 


which may or may not have a Positive payoff, depending
the level of AID's Fortunately
investment on

much if t:;e ismodest. in the case of
CADCRHmayno tJERH,
economy continues 
to e ae o
much either. stagnate, but then it does 

do
And ifconditions
the linkages not cost
improve, CADERH is positioned 
to forge

necessary for Positive labor market adjustment.
Regarding linkages in general,
relevant. 
 First, investments
INFOD) three broad options seem
to enhance its ability to 


could be made in the public sector (e.g.,
channel 

Hnistoriahlly 

gauge the needs Of employers and 

information about training availability to
, I.D has not invested in INFOP, and
d i n coet to
~ so and_ oet t
ntent 
to them.
Officers, for publicity, and in fact for 

this option is untried.
 

Thismight include funding for curriculum deve-lopmen
which CADERH itself Plans to 
and placement
some Of the 
very activities 
in
to 

engage (standards and certfation) 

might also include funds for the upgrading of labor mark
~~~ra
-. u~~~~~ a t
provide better signals of marketplace t in).It
., ^
Building in nofe slabor maarket, "."inf.o~lce,
needs, subject to rmation
a labor market informationpsystem two caveats.
proposition, 

is what would be required in Honduras, virtually fromcan be scratch,an extremely expensivewhichthe costs of which would be difficult 
to justify if only
 
trainers used that information.
 

Second, Honduras is
labor market operations a small, relativelyopen
doubtful whether are super-sensitive economy, whose
to
requirements even the most sophisticated world conditions. 

projections It is
 accuracy 

could ever be imbued with the level 
of manpower
necessary


improvement to justify the effort. of validity and
 
(i.e., of labor market signalling There may be
for individual firms at room for an
the iricro-level
or occupations)
manpower projectious of the economy
but macro-level
would doubtless be a waste of money and effort.
 

Besides, they are probably not even necessary. 

aggregative
 

problems with the public sector approach 
That
artificial signals of doubtful 

is one oF the main
the need to
validity to 
-_ 

generate
represent mnissing
of marketplace 
activities. indicators
 

and to 
Another alternative 
would be
invest full authority and responsibility
private sector. 

to go beyond the CADERH approach
for training within the
Public sector Subsidization 

This would imply in-plant training, with
Syte o"
system. ° (tax write-woffs or without
f apprenticeship us, 7ow-interestlo 
 wirest lo
would fit loans). A"
built-7, fotm of linkage: n.A
into this approach, which has
same gro-p. training providers a


changing needs 
The 

--
system can and employers are
much more so 

the
 
Furthrmore, 

thus be quite flexible and responsive

overhead costs are 

to
than with the public sector approach.
generally lower than under an
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institutional 
approach.

training might become too 

A potential disadvantage is the danger that
specific to 
the needs of individual
not general enough for industry-level firms and
 or economy-wide needs. 
 Under this
approach, standards and certification would be particularly important,
in order to permit the 
flow of skills from firms where they are
excess 
to those where they are in
 
apprenticeship systems 

in shortage. Generally, well-developed
include provision for strong standards and
certification components. 
 In-plant training is of little
small firms and to use to many
emerging industries, such as
government says it 
those of the type the
wants to 
encourage for export promotion.
 

Finally, a variety of mixed approaches is possible. 
 To
illustrate, a core of in-plant training (say, through apprenticeship)
could be supplemented with 
institutional 
facilities 
provided with
government funds (for smaller employers), perhaps with some rental
space and equipment from larger firms. of
Instructors could be recruited
from the private sector. 
 The key, however, is that operating costs
would generally be covered by fees. 
 Direct public subsidies would be
reserved for overhead costs, and training courses would be offered on
"pay-as-you-go,, basis. 
 a
This would introduce the
and responsiveness employers say they need, and it offers the
 
kinds of accountability
 

penultimate form of linkage: 
 marketplace signals. 
 Such a system of
contracting is particularly appropriate for periods of economic
uncertainty, since overhead expenditures 
are minimized mnd market needs
are expressed in the form of "cash and carry." 
It is beyond the scope and objectives of this report
recommend any one of the 
hypothetical options. to
 

differences are more a It appears that
matter of emphasis than of substance and, as
noted, combinations are possible. 
 In any case, the time 
seems right to
explore different options.
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