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FATIOUAL WRAINING SCHEMES
by

Frederick Herblson..and George Selbzex

I, INTRCDUCTION

A central. issue in educubional human regsource planning is the extent to

which responsibility for development of specific skills can be placed upon
employing institubtions. The planncr is faced with questions such as thesc:
What kinds of skills sre best developed off-fhe-job or at the work-place?

Who should bear the costs of such skill training? How will the required funds

the appropriate training services?

Many countries in Asia are deeply concerned about these questions. Some
already have established throush legislation variols kinds of training programs,
Others are investigating possibrlities 1or tue lubure. Iudecd, vue tule ol
employing institutions in training and skill Mhlding is a high priority item
on the agenda of national plonning in almost all of the newly developing
countries.

This paper sketches briefly three approaches, The first is the Latin-
American type program which is now well established in Brazil, Chile, Peru,
Colombia, and Venezvela and is being extended to'most other countries in the
area, The paper describes the program in Colombia (SENA) which has been in
operation for fourteen years. The second is the approach of the Industrial
Training Act of 1964 in the United Kingdom. The third is a modification of
the UK program vwhich is being initiated in Kenyh.

In all three cases training is financed through levies on employing
institutions. All three sim through taxation and incentives of various kinds

to place the main burden of specified training costs on the shcoculders of



-2a

employing institutions. All three, in effect, establich a “"system of training
quite separate from and beyond the system of formal education. Fech is
described very briefly, and the critical problem areas in their operation are
identified. A short concluding summary highlights some of the more important

-comparisons and contrasts.

I THE NATICNAL APFRENDICESHIP SERVICE IN COLOMBTA
SENA

The National Apprenticeship Service (SEFA) is the largest,the most extensive
and the best financed training organization in Colombia, and probably also in
any Latin American country. It orgonizes and opeiates a vast array of train-
ing programs for workers in industry, commerce, agriculiure, enimel husbendry,
mining, hotel and catering, as well as in medical services (nurses) and even
vocational training in tha militame

Financial Base

SENA draws its financial support from a tex of 2 percent on salaries and
wages paid by both public and brivate enterprises with capital exceeding
50,000 pesos or employing at least ten workers, and from a tax of 0,5 pvercent
on salaries and wages paid by the Central Government and the Lerritorial de-
partments and municipalities.

Scale of Operations

By any measure, SENA is a "big operation" in Colombla, Its total projected
expenditures for 1971 are close to 500 million peéos: This is a sum equivalent
to about one-cighth of total public expenditures on all education, about a third
of expenditures for secondary education, and a little less than half of cxpend-
itures for higher cducation. EENA, woreover, nas an asswred growth of inconme

* The orgunization, legal basis, governing structure and stated objectives of
SINA are set forth in some detail in a more leagthy paper.



based upon payroll texes.

As a semi-autonomous organization within the Ministry of Labor, SENA
budgets and controls its own resources, establishes its compensation scales,
plans and operates its owvn progrems, and is relatively free from control or
interference by other government bodies. The government ministries, and
particularly the Ministry of Education, look with envy on the autonomous
status and assured financial resources of SENA.

Importance

The Sena experience is important for these reasons:

(1) It has been in operation for some 14 years and thus has accumulated

| great experience in training.

(2) It is a strong and powerful organization with a far-flung constituency
of emnlovers. unions. government officials and politictans. Its
permanent role in Colombia is assured.

(3) Other newl& developing countries in Africa and Asia are now planning
to establish "SENA-type% organizations, and thus they can benefit from
greater lmowledge of, and contact with,SENA.

(4) SENA commands vast financial resources and dominates middle-level
training in the modern sector. The effectiveness of the use of these
resources is a critical factor in national development of Colombia.

Range of Activities

SENA provides a wide range of training services in industry, commerce and
agriculturc. These include classes in its own training centers (there are
over 100 of these), training within enterpriscs, mobile training units in both
rural and urhan areas, and consulting assistance to enterprises. These activ-

ities are described in some detail in the SENA Five Year Plan (1970-T4).
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According to the 1971 Plan, SENA will have a total of 337,000 persons in
all training programs. The grand total of trainee-hqurs,is estimated at
68,391,500. Thus the averapge class time in training per student is about 200

hours. A break-down by major categories is as follows:

No. of Students Trainee Hours
Formal Apprenticerhip
Treining (3 ycar progran)
Agriculture, etc. 8,32k 8,579,712
Commerce 9,539 9,903,784
Industry 11,398 10,215,920
| Total 29,206). 28,699,416
Training of Adults
Agriculiure, etc, ' 20,848 3,725,028
Commerce Th,501 9,859,745
Industry’ 59,044 9,464,947
P.P.P. Rural 87,795 8,896,082
P.P.P. Urban _65,818 7,746,282
Total 308,001 39,692,084
rand Total 337,262 68,391,55C

Formal apprenticeship training thus involves about 9 percent of the
trainees but nearly 429, of training hours, whereas tgg P,P.P. (rural and
urban basic training, largely for the wiemployed and underemployed) accounts
Tor nearly 45 percent of traineecs. but only about 22 percent of total training

hours.
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One must remember that within these broad categories there is a very
wide range of training progrems, trem forcman and supervisory training to
short courses for semi-skilled industrial, agricultural, end commercial
workers., In 1971 SENA will operate mere than 1000 classes. Cousulting and
technical assistunce will be given to about 1,200 enterprises. This is a
rapidly cxpanding sctivity. 1In 1969 it Involved only 250 enterprises; by
1974 is is expected to reach 2,200.

Excluding the P,P,P. programs for the wiemployed vhich bave been init-
iated only during the last year, most of the SENA trainees are employed in
public or private enterprises, but most of the actual training, probably
more than 80 percent, takes place oftf-ther-job in the SENA traiuning centers.

SENA develops its programs in response to requests by enterprises and
geverrment agencies. It alse ic gpuided by rcgicnai nanpover surveys vhich
it undertakes itself, Its treaining programs are thus constantly changing.
Some of the more significant new programs ave vocational training in the
military and the mobile units which provide basic training in simple skills
for those seeking employment in the modern sector. In general, the entire
SENA operation is geared to the needs of the modern sector. In effect, SINA
is the servant of its constituency, the enterprises both public and private
whose payrolls are taxed to support its activities.

Some Problem Areas

Some of the more important problem areas in the SENA operation are thege:

(1) Relevency of Training to Employment

" One criticism of SENA is thet it has trained some persons for whom
there were no jobs, and that it has failed to provide training where short-

ages exist. There is evidence that some SENA-trained workers are unable to
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find employment. And some employers complain that the quality of training
is poor in some areas. For the most part, however, employers, .unions and
workens are reasonably well satisfied with the relevence as well as the
quality of the training. BSEVA maintains very close contacts with industry;
it is under obligation to provide training to meet the specific needs of
employers; it employs competent teachers and pays them well; and its human
resources division makes continuous assecspwents of manpower requirements.
But SENA does nced a better system for evaluatiné the effectiveness of its
various training programs. The experience of persons completing courses is
seldom traced, and the pay-offs of training in terms of increased wages and
salaries are not measured. The human resources division, however, has made

' of course completers but these provide little "hard

some "opinion surveys'
data".l Perhaps the wost crucial area for follow-up evaluation is the impact
of the newly initiated rural and urban basic skill development programs for
the unemployed.

(2) ﬁigh Costs

SENA has been criticized widely for the very high cost of many of

many of its training programs. TFor example, the unit costs for apprentice-
ship training probably exceed those ‘for many categories of university
students. Lven the shorter courses for semi-skilled workers have higher per
student costs (in terms of instruction hours) than in many kinds of secondary
education.,

The high costs of SENA training may be the result of seversgl factors:
rapid expansion of the whole program; the necessity to provide a very large number
of specialized courses to meect specific training requirements; the quality of

training previded; the relatively high salories paid to instructors; the high



cost of plant and equipment in very modern and elsborate training centers; and
rather high costs for instructionsl materials and administration. Another
basic wreason for high costs is probably the easy availability ol financial
resources provided by the tax on payrolls.

SENA is aware of the nced to reduce the cost of training as well as
to increase greatly the numbers of workers being trained. It hag been
meking detailed studies of unit costs, It is attempting to reduce costs
and expand services by increasing class sizes, shortening training periods,
introducing new teaching technologies, and improving administration and
control. It is quite possible that, with expansion during the seventiec,
unit costs may be reduced substantially. This is an area of high-priority
concern,

(3) Coovrdination with the RBducalional System

In reality SENA is a massive, Tar-reaching organized system of
- training which is separate from the formal system of education. In some
respects the two systems are complementary, but there is also much dupli-
cation and overlagpping of their activities. For example, the vocational
schools, the new multi-purpose secondarx schools (INEM schools) and the
Projected junior colleges or polytechnic institutions (a1l under the juris-
diction of the Ministry of Education) are involved in the development of the
same kind of skills as SENA. Presumably, SENA concentrates on training
employed manpower, whereas the formel education system is primarily concerned
with pre-employment education and training, but the lines of demarkation are
not at all clear.
Many of the established ministries, particularly Education, would like

to tap SENA's financial resources to help finance some of the activities of
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the junior collepes and the milti-lateral secondary schools. Some have
suggested that SEUA funds should be wsed for troining outside of the modern
sector. Up to now, however, SENA has resisted all attempts to share its
payroll tax income with other organizalions. It has maintained its exclusive
prerogative to manage and spend all of its own resources.

The great danger is that the new secondery end polytechnies will duplicate
the facilities, machinery and even teaching personnel of SENA. There is much
talk about joint use of facilities and teaching personnel as well as coordin-
ation of activities, but concrete programs for effective intepration at the
local level are at best only in the initial stage of development, Here is
an area where objective investigation and haord~headed negotiations awe vebently
needed,

It is generally agreed that SENA needs to develop a better gystem of
measuring the effectiveness of its programs, particularly by following or
"tracing" the work and earnings experience of those who have completed the
various programs. In a broader perspective, there is need for rationalizstion
and much better integration between SENA snd the formal education system
which at the moment itself is undergoing great change. There is great concern
in Colcmbia about; this problem, and the time is ripe for more objective
investigation in depth,

A final observation may be in order. During the last decade SENA has
received technical assistance from seversl international sgencies and a greét
many advanced countries. 1t has had virtuslly no assistance from, or contact
with, the United States. Yet, in terms of effecctiveness of training programs
Tor its constituency, SENA porbably has a better record of operation than

that of U.S, programs, such as MDTA, Job Corps, Neighborhood Youth Corps,



and other manpcwer developrent projects. The SENA experience is certainly
more relevant to the problems of pther developing countriés than is the
experience of the United States. It would be appropriate, therefore, tc
explore some areas of collaboration and partnership between SENA ond other
countries in Asia end Africa which are in the process of establishing

employer-financed training systems.

TII THE UNITED KINGDOM: INDUSTRIAL TRAINING ACT, 196L*

Purposes

The Industrial Training Act of 1964 sets out the most comprehensive public
policy for skill acquisition in the United Kingdom. Its objectives are:

(1) to ensure an adequate supply of qualified employees}

(2) to improve the quality of training; and ,

(3) to distribute more equitably the costs of training among cmployers.

% A note of caution: This is not intended as a complete account of training
policy and programs in the United Xingdom, It focuses on the 1964 Act to provide
comparison and contrast with the Colwabin SENA prototype re government and ingustry
relationships for training. Tor a concise account of the cpan of training activitice
carried on or fostered by the Department of Frployrent - €.g., Vocabional Training
at Government Training Cenlers, Tpstructor Training Service, TWl for Supervinors,
Training Developaent Service, ete, - see Tployment Productivity Qurethe, April ond
October, 1970.
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Bas.c View

The Ast is predicated upon the view that employers ecting within industrial
groupings are the key to the formulation of itraining needs and the provision of
training programs. It does not impose a direct obligation to traing rather,
it providec the basis for financiel penaltics and incentives to encourage

employers to undertake, expand, or improve training programs.

T Ny cdieiie T leer Tae g mdeanee Aamemam ol
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The Act tekes an industry-by-industry approach. Its implementation is
centered in the Industrial Training Beards established by the Secretary of State
for Mdnpower. The, respective Boards are vested with the obligation to impese
periodic levies (taxes) and tne task of meking training grants (rebates). The
levies, when apprcved ﬁy the Secyctary of State, have the force of a "statulory
instrvment” end provide the preponderent bulk of funds deployed by the Act; The
grants, also subject to the approval of the Secretary, provide the mechenism

for industry-wide training standards. The basic thrust of the Act is to center

the impetus and locus for fraining decisions within industry groups rather than

leaving these to the individueld fira.
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Central Training Council

The Act provides for a Central Treaining Council to serve in an advisory
capucity to the Secretary of State for Monpower. The Council's pembership is
broadly baced and is made uwp of employers, trade unionists, representatives from
nationalized industries, chairmen of Industrial Training Boerds, cducationists,
and others with a special interest in jndustrial training. The Council's role
is clearly advisory. It provides an overview and educational function through
its examination of treining issues. Its memoranda have drawn attention to
training guidelines, the training of trainers, release time as a necessary com-
ponent, commerciel and clerical training, programmed instruction, management
development, computer staff, training standards for common occupations, etc.

The Tndustrial 'I'rainines poarus

By the end of March, 1970, the Secretary of State had designoted 28 Indus-
trial Training Boards. These were estimated to cover some 15 million employees
or between 85/90 percent of those to whom the Act is potentially applicable.
The Act is not confined to manufacturing; but, also includes agriculture,
wholesale-retail trade, and other services.

The Boards vary widely in the homogeneity of their constituency (i.e., in
terms of product market, occupational nuix, mechanization, etc.) and the number
of firms and cmployees within their scope. Thus, for example, in 1970 the
Carpet Board included 281 establishments with 45,000 employees, whereas the
Engineering Board covered 27,800 establishments with more than 3,500,000 em-
ployees. Indeed, the Engineering Board accounted for more than 20 percent of

employment covered by all 28 Boards.
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The majority of each Board is made up by egqual numbers of employer and
trade union representatives. A number of members drawn from education con-
stitute the romainder of the mewmbership. The Act does nol stipuiate the
precise membership cize or the incustrial scope of a Board. Thesc arc deter-
mined by the Secretary of St-te. General Loard policics are voted wpon by its
entire membership, However, only employer and union representatives vote on
issues pertaiuing to levy.

Board Initiative and Industrial S217-Government

Once established,the Boards - as intended ~ have the initiative. The terms
and conditions of levies and grants, however, are subject to approval of the
Secretary of Stvate. Morever, should a Board fail tc act or cubmit satisfactory
proposais within a reasonsble period, the Sccrétary has the authority to dissolve
and create a new one, This power is rot intendéd to be utilized in a coercive
manner but is in reserve as an wltimate sanction, Collaboration, negotisticn,
and consensus vetween government and industry sum up the cpirit of the Act. A
large measure of dilferentiated, industrial self-regulation is the chocsen ir-
strument in the United Kingdom for determining training needs, formwlating pro-
grans, and providing the financing.,

Board Levies

Accordingly, congiderable variation in levy base and rate, on the one hand,
and grant basis end amount,on the other,is manifest fiom Board to Board. The
initial 5 years have been charaéterized by cautious steps and experimentatioun in
these mattcrs,

Boarde typically (22 of 20 maling leview at the end of 1969) use a percent

of total payroll as the base for levy. Seme use a per capita assessment; a few,
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Construction and Civil Air Transport, for cxample; have switched from one base to
the other. In the fiscal year ending March, 1959, the percent of levy ranged
from .035 in Elcectricity Svuply to 2.5 in Inpgincering; the Iron and Steel Board
imposed the highest per capiba assesoment at L 23 10s.

Increasingly, Boards have provided exclusion from levy for very small
employers and have evolved in the directicn of milti-rate structures to teke
wecovnt, of inter-Tirm variakbions in size, degree of skilled labor utilizction,
extent of process integration, cnd:--product, etc. Moreovgr, the levy rates within
industries reflect upward and downvord variation from one assecsment period to
the next and indicate a tendency to "fine tuning" in terms of total. funds to be
raised as well eos emong fiims. The Boards have been careful not to build large
reserves,

For the fiscal year ended March 31, 1669, the Boards collccted about £130
million in levies, This approximaled the outlays for training grants to employers.
About another %10 million was disbursed by the Boards - almost E4 million for
administrative costs and more than %6 million fer advisory and dircet training
services. While the system operated in a deficit position during that period,
many individual Boards recorded surpluces., The excess of expen”’itures over
receipts was financed by charges eagainst funds raised in previous years, by
charges on future receipts, and by government grants or loans.

Government CGrants to Boards

The Act allows the Secretary of State to make grants or loans to Roards up
to a limit of %50 million. From 1964 to March 31, 1970, the Department of
Bmploynment expended a total of E12,.3 million under this provisicn. The levies by
the Boards; however, are expected to - end, do -~ cover the greater provortion
of their expensces; the government grants are designed to facilitate initial

organization mand to encourage selected Board activities. The iollowing types of



~1p=

grants are indicative: 100 percent reimbursement of administrative expenses
incurred during a Board's initial 12 montis; 50 percent reimbursement of the
training of training officers and instructors during the first 18 months of a
Board's establishment and 25 percent of such outlays .thereafter dw "ng the first
three years of the Board's existence; partial support (i.e., subject to negotiation)
for industrial training in selected sandwich ccurses; 25 percent running ex-
penses (exclusive of trainee wages) for additional off-thejob training places
during a Poard's first f{ive yesrs; in development creas and with regard to
craftesmen and technicians, capital grants for additional off-the-job training
places and annual per capita grants (% 100) for each new on-the-job trainee; etec.
The government grant schemes are not static; in the future, they may give less
attention to Boaird start-up time and direct more to selected issues affecting
the nusbers, gquality, occupational mix, and geographic location of training.

Board Granis and Services

Diversity and evolutiecn likewise denote the grant schemes and training
recommendations of the respective Industrial Training Boards. The redistribution
of training costs between firms is central in the process of grant setting. Along
with this consideration, Boards have reflected their concern with numbers trained
and the quality of training. Boards have given particular support to aprrentice-
ship training -~ esp=cially, the need for off-the-job training, release for
further education, and reduction in the years required. Increesing emphasis
has been assigned to management development end training. The training needs
of the full range of the occdpationul spectrun have been encompassad. AMnd, by
March, 1970, almost all of the Boards (24) were muking grants for the training
of union shop stewards.

In addition to grant support, the Beards provide various central services

to their member firms. These include: training advisers to assist individusl
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firms in th (more than 800 were cmployed by the Boards in 1970);

non-regideoy TOT of f-the-job training (e.g., Engineering, Ship-

building, ﬁering), residential training centers (e.g., Construction,

Road Trmlﬂﬁupply);.standardized training materials end prccedural

guidea.
Ivalustive

Varimecons have surfaced regarding the workings of the Act,

et

The followicative of the criticisms:

(1) foulty in concept in that its frame is an "industry" whereas

indivupation, and geography previde more appropriate terms of
referaining and thesc tend to be jgnored or subordinated.

(2) ovides little or no additional funds for indusirial tralning

bub mlccates training ontleys within 1nausuly. The "powchang”

of tr:rs by non-training firms lacks empirical! justification.

(3) :lds a short-run time horizon. This 1s cvidenced by the
"finef levies and grants on a year-to—year basis.

(4) 49ces undue reliance upon the industrial sector for initiative
in tryrenming. This is not to say that effective training cean be
carrinut collaboration of employers,but the leadership role is
centeygtrial Training Boards and thege ore more likely to respond
to cuyages and cost reallocation than anticipete impending needs.
(5) ‘stitutionslizes and bureoucratizes what has to be a dynumic
activives emphasis to training per se as an approach to dealing

with Leds and subordinates congideration of alternatives - €.g8.,

Job roroduction scheduling, ete. It may encourage training for

the stining.
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On the positive side, it is noted:

(1) The Act has broadly Leightened awaveness of the economics of training

and has forced explicit corsideration of training by top mansgement. 1In

the short-run, this has vastly increased knowledge re training needs,

eapproacires, and costs; in the long-run, it may evolve into more effective

manpower planning geilerelly.

(2) The Act has jarred the simple "sitting by Nelly" emphasis of the past

with explicit aftitention to off-the-job training.

(3) The Act has stimulated group training among smaller companies (some

500 programs).

(4) The Act has provided impetus for pervasive reconsideration of length

of ﬁraining period, content of training, tréining methodology, adequacy of

trainera/facilities, etc.

(5) The Act has added awarenecs of the linkage between industriel training

and further education (growth of "day-release", "block-release", aud

"sandwich" programs,

The ultimate consequences of the Act are difficult to perceive at this point
in view of the brevity of the pericd since its inception and its conbinuing evolution
It could, as its critics indicate, result in a highly bureaucratized set of
errangements which simply level off and redistribute cosats. Or, it muy evolve
into a system vhich brings into working balance the role of the industrial sector

and government policy,
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IV KENYA

The Kenyan Tndustrial Training Act of 1970 is the first in Africa whaich
establishes a comprehepsive framework (i.e., beyond apprenticeship) fox
‘systematically linking the private sector with public policy for menpower
training.

Initial Stege

The Kenyan Act was passed by Parliament in December and received final
Presidential authorization in late January, 197L. it, therefore, is in the
start-up phase of its implementation. Extended comment regarding its operations
must necessarily be defcrred.

Purposes
The Act, in the form of a series of amendments to a more limited voca-
tional training statute, stipulates the following:

(1) "it shall cnsurc an acequate supply of properly traincd manpower ab

all levels of industry";

(2) "it shall secure the greatest possible jmprovement in the quality and

efficiency of Vocabional Training"; and,

(3) "it shall share the cost of training as evenly as possible between firms".

Employer Suoport

The Act wag forged with the active support of the Kenyan Federation of
Employers. The membership of the latter operates in a context denoted by:

(1) pervasive sikill shortages;

(2) reported high turnover and "piracy" of experienced cmployees; and,

(3) a policy for "Kenyanization" of employment.
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Patteincd on UK Model

In broad outline, the Kenyan anproach to industrial training is closely
modzled after that of the United Kingdem. Its basic frame-of-reference, too, is an
industry-by-industry basis. Tike the United Ringdom program, the Kenyan uses
ecoronic penaltics/revards aund gives an anployer the opbion of maintuining
training activitics or contributing to the costs of emplcyers within his
industry who mcet trsiniug stordards. &g, as in the casgc of the United Kingdon,
 the text of the Kenyan Act does not set cut specific levy/grent terms but pro-
vides organizational machinery to work these out.

Machingry !

The Kenyan Act provides for the establishment of a National Industrial
Training Council. The Act stipula@es that the Council shall be comprised by
a chairman and "not less" than 12 reprezentatives drawn equally from employers,
employces, and "other interccts". The Minister of Labour appoints the Cowncil's
membership and holds wltimate authority for t'.e imposition of industry levics,
and the making of training grants. The Council, in turn, is authorized to
estublish tripartite industyry Training Coimittees and direct these to submit
levy proposals. Council approval of a Treining Committee's levy propossl is a
requisite condition for its transmittal to the Minister of Lebour. Thus, unlike
the advisory role of the UK Central Training Committec, the Kenyan National
Council is assign.d a direct role in the levy/grant decision process with the
industry Training Committees explicitly subordinate to it.

Further differences between the UK and Kenyan policies will undoubtedly
emerge in oractice. This is already indicated with respect to the development
of training levies. The Kenyan policy is being implemented with explicit
concern for any negative impact on the level of employment., As a result, the

respective industry levies are being tailored - at least in the initial. pheases -
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upon such bases as value added, percent oi' prime contracts, or percent of physical
production. Taxes on payroll - or cuployment -pur se arc to be aveided.

Concluding Comncrits

Kenyan manpower plauners enticipate a close working relationchip between
specific industry training pregroms 2nd vacious educational facilities of both
a formal and nonfoimal naturc. Thus, heipghtened uscge is expoeted of the
National Industricl Training Cent}e, the Management Training and Advicsory
Centre, the Kenya Polytechnic, the Mombassa Technical Institute, cte.

Wheter or not, the Kenyan Act will meke o significant contribubtion to
trainzd manpower - or, will get mired in the redistrivubion of costs between
employers - remzina to be seen. Lack of adequate information re training nezeds,

limited training recowrces, end sparse training facilities pose major problans.
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The outstanding fcatures of the thrce approaches may now be summarized.

Scope of Training fAcetivity

SENA is the most comprchensive progrum. It services ggriculture, commerce
and the military as well as industry. IU provides a wide variety of courses
for unskilled and semi-skilled workers as well as intcnsive apprenticechin

;
programs for master craftsmen. 1t also provides short courses for uncmploycd
youth and others seeking entry jobs in the ecconomy. The UK and Xenya prograns
offer services to workers already employed in ind stry. Relatively more cf the
tréining is provided whthin the work-place than in off-sitle training centers
as such. SENA is administered as a nation-widc enterprise. The UK and Keaya
plans are directly linked to individual industries.

Financial Suoport

SENA is supported mainly by a 2 percent statutory tax on payrolls of all
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enterprises REEE vublic and private employing 10 or nore persons. Ho r»elales
or grants are given to cmployers who have their own tiraining progrems.  The
UZ and Kenya plans are based upen levies which are dif ferentiated among industries
end. which may vary from year to year. They also give graats to employers operchbing
thelr own prograns.

The main +hrust of SENA's wscross-the-board payroll tax is to generate
extensive finenciol rcsdurces for brosd training purposes. The cmphesis of
the levies in the UK and Kenya programs is more on redistribution of training
costs between empleyers.

Relationships to Formal Education

All three prograns are manegged aubonomously from the formal educational
L
system, In some instunces, the treining provided duplicates that offered in
the formal vocationgl schools. In oll cases, the impetus for policy and

TV miimadd A AT sartvmAACS N L 'ir.‘
BRE R

Progrem -- and, PEriavs, @LLecuive Cunbiui fus wad PUASLISOS WYY
centered in empioyer and union groups rether than with ministries of education
or labour.
Costy

As yet there have been no really definitive studies of unit training cocts
in any of the progrems. There are indications that SENA's cbsts are excessively
high, but efforts are being made to lower them through more efficient mansgcment
and use of resources.

‘n the case of the UK siczeable and continuing administrative and service
costs are being engendered by the Industry Training Boards. It is too early
to suy what the costs are likely to be in Kenya.

Relation of Training to Immloyuent

In all thrce caces, major emphasis is given to training workers who are

plready employed. The instructicn provided is thercfore closely related tc
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specific jobs. As originally constituted, none of the three prograns aimed

to train the uncmployed or those secking cmployment for the first time. But,
because of mounting uncmployment and consequent pelitical pressares in Colombia,
SENA has recently instituted programs for out-of-work youth in both rural and
urban areas. The effectiveness of these programs in reducing wnemployment 1s
doubtful. Other notions introducing national training programs weight well
examine this expericnce,

Exchange of Imformation re Nabiopal Training, Programs

Becuusc uf the rapid introduction of national training schemes in the newly
develop%ng countries, information on legislation and operating cxperience should
be made available.

The ILO is probably the most appropriate orgenization to undertake the
task. SENA and similar organizations in cther Latin Americuan countries are
gbie and willing o provide infermobion and vecelve study MLSBIUMD Lo CULCE

countries. National training schemes should indeed be given serious study by

countries vhich are pressing forward rural and industrial development programs.



