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F.U'IONAL TWNDliJG FIWHEt'E2
 

by
 

Frederick fazxbison...and George .SItzer
 

I. R'TRODUCTION 

A central. issue in educational human reource planning is the extent to 

which responsibility for development of specific skills can be placed upon 

employing insti.tutions. The planner i, faced with questions such as thesc: 

What kinds of skills -%e best developed off-the-job or at the work-place? 

Who should bear the costs of such skill training? Ho1w will the required funds 

be raised? And, hat kin.d of orgnuiAational machinery is required to deliver 

the appropriate training services? 

Many countries in Asia are deeply concerned about these questions. Some
 

already have established througqh legislation various kinds of training prograus. 
Others Rre investig.ating poss.,blires ior te auLu.. L±ded, ±h ±wc 

employing institutions in training and skill. bui.lding is a high priority item 

on the agenda of national planning 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 vell. established in Brazil, Chile, Peru,
 

Colombia, and Venezuela 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 Indust.rial 

Training Act of 1964 in the United Kingdom. The third is a modification of 

the 1K program which is being initiated in Kenya. 

In all three cases training is financed through levies on employing 

institutions. All three aimi through taxation aniL incentives of various kinds 

to ploce the main burden of specified training costs on the shoulders of' 
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employing institutions. 
All three, in effect, establish a "system of training
 

quite separate from and beyond the system of formal education. Each is 
described very briefly, and the critical problem areas in their operation 
are
 

identified. 
A short concluding summnary highlights some of the more important
 

comparisons and contrasts.
 

II THE NATIONAL APPIENTCESHIP SERVICE IN COL09BL'\
 

The National Apprenticeship Service (SENA) is the largest.,the most extensive
 

and the best financed training organization in Colombia, and probably also in 

any Latin Anerican country. It organizes and operates a vast array of train­

ing programs for workers in industry, commerce, agriculture. eni'- husbandry, 

mining., hotel and catering, as well as in medical services (nurses) and even 

vocational trnininrr in -ha i1l',.. -

Financial Base
 

SENA draws its financial support from a tax of 2 percent on salaries and
 

wages paid by both public and private enterprises with capital exceeding
 

50,000 pesos or employing at least ten workers, aid from a tax of 0.5 percent
 

on salaries and wages paid by the Central Government and the territorial de­

partments and municipalities.
 

ScaleofOperations
 

By any measure, SENA is 
a "big operation" in Colombia. 
Its total projected
 

expenditures for 1971 are close to 500 million pesos: 
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 thrui half of expend­

itu'es for higher education. SENA, moreover, has an assured gro-.ith of income 
The orgunization, legal basis, governing structure and stated objectives of
SENA are set forth in some detail in a more lengthy paper. 
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based upon payroll taxes. 

As a semi-autonomous organization within the Ministry of Labor, SENA
 

budgets and controls its own resources, establishes its compensation scalts,
 

plans and operates its owm progra'ms, and is relatively free from control or
 

interference by other government bodies. The government ministries, and
 

part.cularly 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. aovernment officials and politicians. Its
 

permanent role in Colombia is assured.
 

(3) Other newly developing countries in Africa and Asia are now planning
 

to establish "SEIA-type' organizations, and thus they can benefit from
 

greater ktnowledge of, and contact withSENA.
 

(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
 

agriculture. These include classes in its own training centers (there are
 

over 100 of these), training within enterprises, mobile training units in both
 

rural and urban areas, and consulting assistance to enterprises. These activ­

ities are described in some detail in the SENA Five Year Plan (1970-74).
 



-4-

According to the 1971 Plan, SENA will have a total of 337,000 persons in 

all training programs. The grand totnal of trainee-hours is estimated at 

68,391,5.00. Thus the average class tine in training per student is about 200 

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

No. of Students Trainee Hours 
Formal. Aprentihehip
 
Train i nE YLar -or
 

Agriculture, etc.. 


Commerce 


Industry 


Total 


Training of Adults 

Agr.."culture, etc. 

Commerce 


Industry' 


P.P.P. Rural 


P.P.P. Urban 


Total 


Grand Total 


8,324 


.9,539 


29,261 


20,843 

74,501 


59,044 


87,795 


62.,818 


308,001 


337,262 


8,579,712
 

9,903,784
 

08,215,920
 

28,699,416
 

3,75,023 

9,859,745
 

9,464,947
 

8,896,082
 

7,746,282
 

39,692,084
 

68,39,50C
 

Formal apprenticeship training thus involves about 9 percent of the
 

trainees but nearly 42% of training hours, whereas the P.P.P. (rural and 

urban basic training, largely for the utemployed and underemployed) accounts 

for nearly 45 percent of trainees but only about 22 percent of total training 

hours. 

http:68,391,5.00
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One must remember that within these broad categories there is a very
 

wide range 
 of training progrms, from forcman and supervisory tr'aining to 

short courses for senmi-skilled industrirO. agricuitural, and comercial 

workers. In 1971 SENA will operate more than 1000 classes. Cousilting and 

technical assistice will be given to about 
.,200 enterprises. This is a
 

rapidly expanding activity. In 1969 it nvolved only 250 
enterprises; by
 

19 7 4 is is expected to reach 2,200.
 

Excluding the 
P.P.P. programs for the Luemployed which 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 off-the-job in Lhe SENA training centers.
 

SENA develops its programs in response to requests by enterprises and
 
goverrmant agencies. It also is ided by regional manpower surveys which
 

it undertakes itself. 
Its training programs are thus constantly changing.
 

Some of the more significant new programs are 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, SENA
 

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 these:
 

(1) Relevancy of Training to Employment
 

One criticism of SENA is that it has trained some persons for whom
 

there were no jobs, and that it has failed to pr6vide training where short­

ages exist. 
There is evidence that some SFMA-traincd 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 

workers are reasonably well satisfied witli the relevance as well as the
 

quality of the training. SEIUA maintains very close contacts with industry; 

it is under obligation to provide training to meet the specific needs of
 

employers; it emlloys competent teachers and pays them well; and its human 

resources division mnlces continuous assesznrents of manpower requirements. 

But SENA does need a better system for evaluating 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 

some "opinion surveys" of course completers but these provide little "hard
 

data". Perhaps the most crucial area for follow-up evaluation is the impact 

of the newly initiated rural and urban basic skill development programs for
 

the unemployed.
 

(2) High Costs
 

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

many of its training programs. For example, the unit costs for apprentice­

ship training probably exceed those for many categories of university 

students. Even the shorter courses fbr 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 several factors:
 

rapid expansion of the whole program; the necessity to provide a very large number 

of specialized courses to meet specific training requirements; the queity of 

training prcvided; the relatively high salaries paid to instructors; the high 
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cost of plant and equipment in very modern and elaborate training centers; and 

rather high costs for instructional materials and administration. Another
 

basic xeason for high costs is probably the easy availability of financial 

resources provided by the twx on payro].ls.
 

SENA is aware of the need to reduce the cost of training as well as
 

to increase greatly the nuibers, of workers being trained.. It has been
 

making 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, mad 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) Coordination with the Educational Oystem, 

In reality SENA is a massive, far-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 overlapping of their activities. For example, the vocational
 

schools, the new multi-purpose secondary schools (INEM schools) and the
 

projected junior colleges or polytechnic institutions (all 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 formal 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 

http:payro].ls
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the junior colleges and the m1.ti-lateral secondary schools. Some have 

suggested that SENA funds should be usod for training outside of the modern
 

sector. Up to now, however, SENA has resisted all attempts to share its
 

payroll tax income with other organizations. It has maintained its exclusive 

prerogative to mmage and spend all of its own resources.
 

The great danger is 
 that the new secondary a-nd polytechnics will. duplicate 

the facilities, machinery rand even teaching personnel of SEIA. There is much 

talk about joint use of facilities and teaching personnel as well as coo:rdin­

ation of activities, but concrete progrms for effective integration at the 

local level are at best only in the initial stage of development. Here is
 

an area where objective investigation an( hard-headed negotiations 
 hce 11:,ntiy 

needed. 

It is generally agreed that SENA needs to develop a better system of 

measuring the effectiveness of its programs, particularly by following or
 

"tracing" the work and earnings 
 expei-ience of those who have completed the 

various programs. In a broader perspective, there is need for rationaLization 

and much better integration between SENA and the formal education system 

which at the moment itself is undergoing great change. There is great concern
 

in Colcmbia about this problem, and the't:ine 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 several international agencies and a great 

many advanced countries. 
 It has had virtually no assistance from, or contact 

with, the United States. Yet, in terms of effectiveness of training programs 

for its constituency, SENA porbably has a b~tter record of operation thwi 

that of U.S. progrcmns, such as MDTA, Job Corps, N.eighborhood Youth Corps, 
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and other manpower development projects. The SENA experience is certainly 

more relevant to the probl.ems of pther dcveloping countries than is the 

It wo,,J.d be appz'opriate, therefore, toexperi:cnce of the United States. 

explore some areas of collaboration and partnership between SENA and other 

in the process of establishingcounbries in Asia and Africa which are 


employer-financed training systems.
 

III 	 THE UNITED KINGDOM: INDUSTRIAL TRANING ACT; 1964* 

Purposes 

the most comprehensive publicAct of 1964 sets outThe 	 Industrial Training 

Its 	objectives are:
 
policy for 	skill acquisition in the 

United Kingdom. 


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

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


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

This 	is not intended as a complete account of trainlng
* A 	note of caution: on the 1964 Act to provide
policy and 	prograws in the United Kingdom. It focuses 

and contrast with the ColLucbia SENA prototype re government and industrycomparison 
span 	of training rict.iviticsFor a concise account of the'relationships for trainin,. 	

- e.g., Vocational Tra:iningDpartment of Employmentcarried en or fostered by the 
Ser-vice T. I foandSupE.risorsat Go-vr-.mment Training Centers, Ins+.ructor Training 

etc. 	 - see ],npc. ment Produ.ctiviy Gr,te r.
Training Devtlopaent Service, 
October, 1970. 
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Basic VIew 

The AM-t is predicated upon the view that employers acting ithin industrial 

groupings are the key to the formu)ation of training needs wad the provision of 

training progruns. It does noG liJpose a direct obligation to train; rather, 

it provides the basis for financial penalties and incentives to encourage 

employers to undertake, expand, or improve training prog'ams. 

The Act takes an industry-by-industry approach. Its implementation is
 

centered in the Industrial Training Boards established by the Secretexy of State 

for Manpower. The, respective Boards are vested with the obligation to ijrpcse 

periodic levies (taxes) and the task of making training grants (rebates). The 

levies, wben apprcved by the Secretary of State, have the force of a "statutory
 

instrument" and provide the prepondcrent bulk of funds deployed by the Act; The 

grants, dlso subject to the approval of the Secretary, provide the rnech&iisn 

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

the imnpetus and locus for training decisions within industry groups rather than 

leaving these to the individual firm. 



Central Training Council 

in an advisory
The Act provides for a Central Training Council to serve 


for Nanpower. The Council's rembership is 
capacity to the Secretary of State 

based and is made up of employers, trade unionists, representatives from 
broadly 

Boards, educationists,nationalized industries, chairmen of Inwl!:trial Training 

others with a special interest in industrial training. The Council's role 
and 

provides an overview and educational. function th'ough
is clearly advisory. It 

Its memoranda have dramn attention to
 its examination of treining issues. 

the training of trainers, release time as a necessary com­
training guidelines, 

-xd clerical training, programmed instruction, management
ponent, commercial 

training standards for com non occupations, etc.
development, computer staff, 

The Indistri l.Tra.i)n T boar=; 

By the end of March, 1970, the Secretary of State had designated 
28 Indus-

These were estimated to cover some 15 million employees
trial Training Boards. 


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 homogencity of their constituency 
(i.e., in
 

terms of product market, occupational mix, mechanization, etc.) 
and the number
 

Thus, for example, in 1970 the
 of firms and employees within their scope. 


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 equal rmimbers of employer and 

trade unioU representatives. A nuomber of me.bers drawin from education con­

stitute the remainder of the member'hip. The Act does not stipulatc the 

precise membership size or the Jinia.strial scope of a Board. These arc deter­

nined by the Secretiuy of St:.te. General Board policies are voted upon by its 

entire membership. IHoiwever, only employer and =nion representatives vote on 

issues perta.ining to levy. 

Board In.itiative and lndu5 ri a. Se..f-Goverrr-ent 

Once cstabli shed, the Boards - as intended - have the initiative. The terms 

and conditions of levies and grants, however, are subject to approval of the 

Secretary of State. Morever, should a Board fail to act or submit satisfactory 

proposals ithin a reasonable period, the SCcrct4%y has the authority to dissolve 

and create a new one. This power is not intended to be utilized in a coercive 

manner but is in reserve as an ultimate sanction. Collaboration, negotiation, 

and con*serjsus between government and industry sum up the spirit of the Act. A 

large measuLre of djfferentiaLed, industrial self-regiulation is the chosen ir­

strument in the United Kingdom for determining training needs, formulating pro-. 

grams, and providing the financing. 

Board Levies
 

Accordingly, considerable variation in levy base and rate, on the one hand, 

and grant basis and anounton the other~is manifest from Board to Board. The 

initial 5 years have been characterized by cautious steps and exper'iuentation in 

these matters. 

Boards typically (22 o 26 making leview at the end of 1969) use a Lerccnt 

of total pa.,yroll as the base for levy. Some use a r capita as:1essmerit; a few. 
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Construction and Civil Air Transport, for exwmpile, have switched from one base to 

the other. In the fiscal. year ending Mardh, .969, the percent of levy ranged 

from .035 in Electricity Siupply to L2.5 in En.incering; the Iron and Steel Board 

imposed the h.gne.t per capita assesmnent at " "3 lOz. 

Increasingly, Boards have pr-ovided exclusion from levy for very small 

employers and have evolved i the divection of iln.ti-rate structures to takde 

accou-nt of inter-firna vaaiations in size, degree of skil.ed labor utilization. 

extent of p-ecess integ-ration. cnd,rodiuct, etc. Moreover, the lery rates within 

industries reflect upw,;srd and down~ord variation from one assessment period to 

the next and indicate a tendency to "fine tuning" in ter--s of total funds to be 

raised as well as among fizms. The Boards have been careful not to build large 

reserves. 

For the fiscal year ended March 31, 1969, the Boards collected about L130 

million in levies. This approximated the outlays for training grants to employers. 

About another ?10 million was disbursed by the Boards - al-most 64 million for 

administrative costs and more than 1-,6 million for advisory and direct training 

servichs. While the system operated in a deficit position during that period,
 

many individual Boards recorded surp.uses. The excess of expen:3 4 ;ures over 

receipts was financed by charges against funds raised in previous ye-o.rs, by 

charges on futare receipts, and by govern7ment grants or .oans. 

Government Oraunts to Boards 

The Act allows the Secretary of State to make grants or loans to Boards up 

to a linit of -50 million. From 1964 to March 315 1970, the Department, of 

Employment expended a total of L12.3 million under this provizicn. The levies by 

the Boards, however, are epected to - and; do - cover the greater proportion 

of their expenses; the government grants are designed to facilitate initial­

organization, and to encource selccte& Board activities. The fol.iorig types of 



grants a:'e indicative: 100 percent reimbursement of administrative expenses 

incurred dtring a Board's initial 12 months; 50 percent rei bursement of the 

training of training officers and instructors during the first 18 months of a 

Board's establishment and 25 percent of such out.ays .thereafter du .ng the first 

three years of the Bo.ad.'s existence: partlia. support (i.e., subject to negotiation)
 

for Industrial training in selectcd szadwich ccurses; 25 pei-cent running ex­

penses (exclusive of trainee wages) for additional off-thejob training places 

duriig a Board's first five years; in development creas and with regard to 

craftsen and technicians, capital grants for additional off-the-job training 

places and annual per capita grants (; .00) for each new on-the-job trainee; etc. 

IThe government grart 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 nunbers, quality, occupational mix, and geographic location of training. 

Board Grants and Services 

Diversity and evolution 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 apprentice­

ship training --especially, the need for off-the-job training, release for 

further education, and reduction in the years required. Increasing emphasis 

has been assigned to management development and training. The training needs 

of the full range of the occupationl spectrun have been encompassed. And. by 

March, 1970, almost cl of the Boards (24) were making grants for ;he training 

of union shop stewards. 

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

to their meiber fix-us. These include: training advisors to assist individual 
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in th, (more th:n 800 were employed by the Boards in 1970);
firms 

Engineering, Ship­
non-re;si(3. 1,1for 	off-the-job training (e.g., 

buildng, ,,;ering), resjdentia
Ll training centers (e.g., Construction, 

Road Traw,; 3 upply); standardized training materials and 
procedwal 

guide";. 

Eva uat JV,' 

of the Act. 
Variolcons have surfaced the workingsregarding 

'Me loll(.,.LcatJ.ve of the criticiams: 

(1) ,faulty in concept in that its frami is an "industry" whereas 

indiNupation, and. geography provide more appropriate terms of 

refcr.aining and thes;e tend to be ignored or subordinated. 

funds for industrial training
vides little or 	no additional(2) 

ont1 .Pys witnin inausur. YL,'
but inLocates training 

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

This is evidenced by the
 (3) lds a short-run time horizon. 


"fine? levies aid grants on a year-to-year basis.
 

(4) 	 'aces undue reliance upon the industrial sector for initiative 

This is not to say that effective training can be
in tryrawning, 

the leadership role iscarriut collaboration of employers,but 

and these are more likely to respondcente'strial Training Boards 

needs. 
to cxuages and cost reallocation than anticipate Lmpending 

ihat has to be a dynetmic(3titutionalizes and bureaucratizes 

se as an approach to de'aligactiVlves emphasis to training per 

- e.g.,

with ':.eds and subordinates consideration of alternatives 


Job r?roduction scheduling, etc. It may encourage training for
 

the stjing. 
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On the positive side, iL is noted:"
 

(1) The Act has broadly heigitened awareness of the economics of training
 

and has forced explicit consideration of training by top management. In 

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

approaches, and costs; in the long-nLum, it may evolve into more effective 

manpower plamning generally. 

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

with explicit attention to off-the-job training. 

(3) The Act has stimulated group traE.niLg among smaller companies (some 

500 programs). 

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

of training period, content of training, training methodology, adequacy of
 

trainers,/facilities, etc.
 

(5) The Act has added awareness of the likage between industrial. training 

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

"sandwich" programs.
 

The ultnate consequences of the Act are difficu.t to perceive at this point 

in view of the brevity of the period since its inception and its continuing evolution 

It could, as its critics indicate, result in a highly bureaUcratized set of 

arrangements which simply level off ?nd redistribute costs. Or, it may evolv 

into a system which brings into working balance the role of the industrial sector 

and government policy.
 



IV ENYA
 

Africa whxch 
Kenyan Industrial Training Act of 

1970 is the first in 

(i.e., beyond apprenticeship) for 
Thi 


establishes a comprehensive framework 

sector with public policy for manpower
systematically linking the private 

training.
 

Initial St ,6e 

The Kenyan Act oas passed by Parliament in December and received final 

It, therefore, is in the
 
Presidential authorization in late 

January. 1971. 


Extended comment regarding its operations
 
start-up phase of its implementation. 


must necessarily be deferred.
 

a more 
The Act, in the fone ,of a series of amendments to limited voca­

stipulates the following:
tional training statute, 

of properly trained manpower at 
(1) "it shall ensure an adequate supply 

all levels of industry" '
 

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

efficiency of Vocational Training"; and,
 

firms".as possible betieen 
"it shall share the cost of training as evenly

(3) 

Emp Loer sup2 t 

The Act was forged with the active support 
of the Kenyan Federation of
 

of the latter operates in a context denoted by: 
Employers. The membership 

(1)pervasive skill shortages;
 

and "piracy" of ex.:perienced employees; and,
(2) reported high turnover 

(3) a policy for "Kenyanization" of employment. 



Patterned' on UK Model
 

In 
 broad out.uei, the Kenyral approach to industrial training is closely
 

modeled after thatl of 
the United Kingdom. Its basic frnme-of-reference, too, is an 

industry-by-indu-try basis. like the United Kingdom program, the Kenyan uscs
 

economic penaities/reuzards 
 aid gi.es an eployer the option of maintaining
 

training activities or contributing to The costs of emplcyers within his
 

industry who mcet trainig standards. Liid, as in the 
case of the United Kingdom, 

the text of the Kenyal Act does not set out specific levy/grant terhis but pro­

vides orgaizati,nal machinery to work theoe out. 

Mac hinco ry 

The Konyan Act provides for the establishment of a National Industrial
 

Training Council. The Act stipulates that the Council shall be comprised by
 

a chairmni and "not less" than '12 represcntati.ves drawn equally from employers, 

einployc, and "other interests". Th o Hliristcr of Labour appoints tha Coiuicil's 

membership and holds ultimate authority for t>.e imposition of industry levies, 

and the making of training grants. The Council, in turn, is authorized to 

establish tripartite ir.dustxy Training Committees and direct these to submit
 

levy proposals. 
Council approval of a Training Committee's levy proposal is a 

requisite condition for its transmittal to the 14inister of Labour. Thus, unlike
 

the advisory role of the UK Central Training Committee, the Kenyan National
 

Council is assignd a direct role in the levy/grant decision process with the 

industry Training Committees explicit.ly subordinate to it. 

Further differences between the UK and Kenyan policies will undoubted.ly 

emerge in practice. This is alre--ady indicated with respect to the development 

of training levies. The Kenyan policy is being implemented with exl.icit 

concern for any negative j ipact on the level of employmzent. As a result, the 

respective industry levies are being tailored - at least in the initial phases -

http:undoubted.ly
http:explicit.ly
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upon such bases as value added, percent of prime contracts, or percent of physical 

production. Taxes on pyroll - -or cmploymwent -Z.Ptr se ore to be avoided. 

Concludh ,. Conjn~rens 

Eenyan raani.o,-.wr planmrs witicipivte a close worhing reJationf,,ip between
 

specific industry training proLgraors* id various educa-tional facilities of both
 

a fornal and nonformnl naturc. Thus, heghtened uszage is cxpctA:d of the
 

National Industriz-.1 T 'aining Centre, the li.vrpe~ien't T'aining and Advisory 

Centre, the Kenya Pulytechnic, the 1Moibass a Technical Institute etc. 

Wheter or not, the Kcnyan Act will iia/dc a si.gnificait contribution to 

trained manpower - or, will get inired in the redistribul;ion of costs between 

employers - remains to be seen. Lack of adequate information re tra'ining needs, 

limited training recources, and sparse training facilJties pose major probl.nis. 

The outstanding features of the thrce approaches may now be summarized. 

Scope of Trainicn, Activity 

SENA is the most comprehensive progrwn. It services agricu.ture, comnerce 

and the military as well as industry. It provides a wide variety of courses 

for unskilled and semi-skilled workers as well as intensive apprenticeship 

programs for master craft-men. It Ulso provides short courses for unemployed 

youth and others seeking entry jobs in the economy. The UK and Kenya program s 

offer services to workers already employed in industry. Relatively more of the 

training is provided whthin the work-place than in off-site training centers 

as such. SENA is adninisterec! as a nation-wide enterop':ise. The UK and Kenya 

plans are directly lirlked to individutul industries. 

Financial Sunlpor 

SENA is supported mainly by a 2 percent statutory tax on payrolls of 9ll 

http:raani.o,-.wr
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enterprises both public and private employing 10 or more persons. No rebates 

or grants are given to =mployers Qho havu their ocm. t;.aining prograns. The 

levies which are differentiated among industriesUK.and Kenya plus are based upon 

and. whih may vary from year to year. They also give grants to employers operating 

their own Program,:. 

The main thrust of SE.A's ae.ross-the-board payroll tax is to generate 

resources foi.. broad taiillng pur-poses. The emphasis ofextensive fin,.nci. 

le'vies in the UK ond Kenya programs is more on redistribution of trainingthe 

costs between eployers. 

Relationshipsto Fo'mm3 Educatv ion 

AUl three programns -aemianged autonomously from the formal educational 

system, In some instances, the train:ing provided duplicates that offered in 

for policy andthe formal. vocational schools. In all cases, the .ipetus 

1 VL:kProgrmfl -- Etna; per1Iat.,5 -J.e u L~.v ±±l .L"! . -, I atl.-- 7 

uni.on groups rather than with ministries of educationcentered in emplJ.over and 

or labour. 

Costs 

As yet ther e have been no really definitive studies of unit training cozts 

in any of the progrrnms. Thx.re are indications that SENA's c6sts rue excessively 

to lower them through more efficient m1n.agcrenthighb but efforts are being made 

and use of resources. 

:rn the 2'aze of the IJK sLeable and continuing administrative and service 

costs are being engendered by the industry Training Boards. It is too early 

to say what the. costs are likely to be in Kenya. 

,,,n,-.i'
Relation of T o'.•v,,to T -,w 

In all tnree cases, ru.jo-r emiq.hasis is gi;'en to training workers x-ho are 

already employed. The instruction Irovided is therefore closely related to 
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specific jobs. As originally constituted, none of the three programls aimed 

to train the unempl~oyed o1 those seehziig employment for" the first tUwce. But, 

because of mounting unenplognent. and conseqcunL politic- p-e'esures in Colombia, 

SEVA has recently instituted programs for out-of-work youth in both rural and. 

in reducing iunexr.ploymcnt is
urban areas. The effectiveness of these progmfms 

iramht welldoubtful. Other nation!- introducing national .training TirogD 

exmine this experience. 

Exchange of Iformation re Natio)-ln T) aininP-'o& aTls 

Becau':u Uf the rapid. introduction of nationil training schanes in the newly 

operating mepa'ience should
developiig countries, Anformation on legislation and 

be made available.. 

The ILO is probably the most appropriate orgonization to undertah-e the 

othe. Latin American countries aretask. SE.A and similaLr organizations in 

able wkl willing to provide informton ni9d -ece:Lve sTuAv ,L~ui1v .4 .h 

serious study bycountries. National training schemes should indeed be given 

rural and industrial development progreans.countr'ies which are pressing forward 


