INNOTECH JOURNAL (Vol.V No. 1/ January-June 1981)
ApproachesTo Personnel Development in the SEAMEO Region

Editorial Notes

The decade of the 1980's has seen much stresson staff devel opment. Research findingsrevea
that adults|earn best through concrete experienceswherethey apply what islearned, and
informal situationswhere socid interaction takesplace. Experiential learning transferslearning
from thetraining setting to application onthejob.

Inorder to bring to light the effortsat bringing about effective staff development inthe
SEAMEOQO region, INNOTECH thought of devoting the January-June 1981 issue of the
Journal to thetheme" A pproachesto Personndl Development inthe SEAMEO region™. The
articlescontained in thisissue represent across-section of staff development effortsof the
ministries of education and SEAMEO regiona centersinthe SEAMEO countries. This
collection of articleswill, it ishoped, bring about adeepening awareness, aswell asfurther
expogition, of theroleof staff devel opment in effecting meaningful changein educational
management and operation.

Thearticlesdescribe present trendsand approachesin personnel development intheministries
of education and regiona centers. They are of particular relevanceto educational administra-
tors, supervisors/inspectors, teachers, and professional and support staff doing professional
services. Assuch, they devel op thethemefrom various perspectives.

Theamsand specific objectivesof thevarioustraining programs, the qudificationsof the
clientele, and the expected impact of the programs are mentioned. Someresearch activities
contributeto personnel development. Throughit, aperson receivesinputsto help reinforcean
organization's practices. He getsabroader view of thingsand adetached perspective, thus
enabling himto appraise himsalf againgt others.

ThearticleontheMdaysian Education Staff Training Instituteor MESTI by Dr. Chew Tow
Yow describesthe systematic effort to train the educational system's management and admin-
igtrative staff. Theaimisto produce educational managersand management staff with percep-
tive powers, competencein conceptualization, planning and execution in order to bring about
planned change through educati on. Research-devel opment activitiesformthebasisfor training
program development. Thelatter'simportant functions are needs assessment, course devel op-
ment and implementation.

The paper fromthe Thai Ministry of Education tracestheroot of the problem which hasneces-
Stated the Ministry'smounting aconcerted personnel devel opment program. A number of
approachesto personnel devel opment are mentioned; the departments/ingtitutesinvolvedin
personnel development arelikewise cited. The paper describesthevita role played by the
newly created Center for Educational Administratorsin coordinating effortsto train personnel,
evaluatetraining programs, undertake relevant research inthefield and provide needed
consultancy servicesto the offices concerned.
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The concentration on personnel development isseen asan obvioustrend in government service
inthePhilippines. MissHortensiaS. Benoza, writing for the Ministry of Educationand Cul-
ture, describestheintegrated human resource devel opment programwhich the Ministry
launched recently. Thisprogram providesthefocal point for the comprehensiveand systematic
staff development of teachersand school officials. Residentid training programsareheldin
order to effect attitudina and behaviora changesin the participants. Theinvolvement of
teacher-training ingtitutionsin the Program will be sought. A Nationa Devel opment Center has
been envisaged to providefurther impetusto the various personnel devel opment strategiesthat
arepresently being carried out.

Personnel devel opment gpproachesin BIOTROP areincorporated in the organization'straining
programs. They considerably enhancetheskillsof the participantsin making use of scientific
methodsto solve problemsintheir field. Inthisway, aconstant increasein the number of
skilled biological researchersinthe SEAMEO member countriesisassured.

"The REL C Approach to Personnel Development” by Richard B. Nossfocuses attention on the
development of key personnd liketeacher trainers, curriculum devel opers, examination
specidigts, ingpectors, supervisors, administrators, and language plannersin thefield of
language education. For thisreason, thetraining programs stressthe applicability of language
teaching approaches and methodsto varied language learning situations. Research of aprob-
lem-oriented and practical natureisundertaken in connection with personnel development.
The personnel development schemefor the Center'sprofessiona staff isalso mentioned. The
channelsof personnel devel opment, asfar aslanguage education isconcerned, aremeant to
ensurereliance on nationa resourceswithinthe SEAMEQ region.

SEARCA'smanpower development programisaimed at producing highly skilled agriculturd
manpower to carry out agricultura and rural development programsinthe SEAMEQ region.
The paper discussesthe effortsof the Graduate Study Program, Short-Term Training Pro-
gram, and other programslike The Visiting Scientists Program, the Professorial Chair Pro-
gram, and the Personnel Exchange program, to turn out the manpower with the needed
expertiseintheRegion.

Inthispaper, Dr. Efrain E. Abraciagivesaninsghtful report on the personnel devel opment
approaches and strategies being implemented by INNOTECH. Hediscussestherationale,
objectivesand importance of the varioustraining programsand expoundson the Center's
effortsto enhancethe expertise of itsown staff. The devel opment of determined, well inten-
tioned and effective educational change agentsinthe SEAMEOQ regionisdescribed.

Dr. Tanom Intarakumnerd analyzesthe variousattempts, both forma andinformal, to evaluate
INNOTECH training activities. Theeva uative meansused, aswel| astheresultsobtained
fromtheseinstruments, aregivenin hispaper.

Inthearticleof generd interest, Mr. Peter Thomson writeson atopic of critical importance. His
main question focusesonwhat is'basic' inthe design and eval uation of basic education
programs. The problem takes on added dimensionswhen seeninthelight of effortsto carry
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out the specific objectivesof bas ¢ education programsinthefield.

Inthe Book Review section, Mr. Leo Ann Mean analyzes Dugan Laird'sApproachesto Train-
ing and Devel opment. Thebook dwellsat length on the meaning and importance of training
and development in present day organizations.

Thethemeof the July-December 1981 issuewill be"TheNontraditional Approachesto Teacher
Preparation”. Wewel comeyour contributions.

Pacital. Habana

TheMalaysian Education Saff Training I nstitute,
Ministry of Education, Malaysia

By Chew Tow Yow*

Personnel devel opment, by and large, should involveat |east thefollowing considerations:
1. Selection and recruitment of suitable candidatesfor specificjob functions;

2. Staff training, and inthe case of the educational system, pre-service
teacher training and in-servicetraining within the context of continual
career development directed towards the updating and upgrading of
professional competenciesand training for role change asfrom teaching to
supervisory and administrativeduties,

3. Staff deployment to maximizeindividua talentsaswell asfor on-the-job
training; and

4. Performanceappraisa and serviceincentivesand discipline.

Thispaper, however, doesnot attempt to deal with the several facets of staff development inthe
Ministry of Education. It focuses on therecent establishment of the Ma aysian Education Staff
Training Ingtitute (MEST]) for thetraining of the Malaysian educational system'smanagement
and adminigrative staff.

There hasbeen no systematic effort directed at thetraining of the educational system's manage-
ment and administrative staff. Besidestherather limited annua post-graduate degreelevel
training program for selected personnd at loca and foreign universities, and other short
coursesoverseas, the only program that was conducted on some scale wasthe series of short
coursesfor primary and secondary school principals conducted between 1973 and 1977
during which atotal of 2,550 school principal s attended aone-to two-week course on school
administration. Inservicetraining of teachers, on the other hand, hasbeen conducted over the
last two decadesto prepareteachersfor specific curricular changesand the changeinthe
medium of instruction from English to BahasaMdaysia, and toimprove school support
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servicessuch asschooal library, and guidance and counsaling services. A one-year specidist
teacher training has al so been conducted for many yearsto prepareteachersin such subjects
asphysica education, art, mathematics, science, home science and the teaching of deaf and
dumb pupils. Onthewhole, staff training at thein-servicelevel hasbeen ad hoc and piece-
med.

MESTI-Rationa e, Valueand God

Theestablishment of the Maaysian Education Staff Training Ingtitutein March 1979 wasthe
conseguence of adeliberate processinitiated by the Ministry of Educationtoimprovethe
quality of education andto increase the efficiency and effectiveness of theeducationa system's
operationsthrough personne devel opment in educationa management at al levelsof the
system.

MESTI operates asasub-system of the educational system. Itsinputsarethetraining require-
mentsof personnd development for the management of educational devel opment and ser-
vices. Itsoutputs, hopefully, areimproved competencies among educational plannersand
implementors.

Thedecisontoingtituteapermanent system for management training with considerableinitia
capita outlay (gpproximately, US$ 16 million) wasmadefollowing:

1. anappraisal of the educationa enterprise'soperations, with specific
referenceto theinadequaciesof existing training facilitiesvis-avisthe
requirementsfor personnel training needs; and

2. an gpproximation of thekindsof training to be provided, for example,

* induction or orientation programsfor new job requirements;

* retraining to correct observed job performance deficiencies,

» developmental programsto prepare promising individuasfor positionscalling
for broader |eadership rolesand greater responsibilities; and

» continua personnd training programsto enhance and increasejob skills.

Thebasic premisethat underliesthe development of MEST I isthat continual staff development
iscrucid tothetask of improving thequality and effectiveness of education providedinthe
schools. In order to meet the challenges of having to devel op and implement morerelevant
and effective educationa programsfor theincreasing number of pupilsgoing through the
school system, educationa plannersand administrators must be provided with the opportuni-
tiesto continually update and upgradetheir knowledge of and competencein the management
of educationd change.

Figure 1 (p. 3) delineatesthe specificroleof MESTI. Asaprogram activity center of the
Ministry, MEST | has specific functionsasthe main training resource for educationa leadership
and management training. However, the ultimate effectivenessof MESTI inmeeting the
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program devel opmental goa of the Ministry will depend on the effective orchestration of the
diverse but complementary rolesof other program activity centers.

Theamof MESTI isseen asbeing directed towardsthe enhancement of educational managers
and management staff's perception, conception and competencein engineering socia change
through education. Broadly, therolesof MESTI areidentified asfollows:

1. Providing opportunitiesfor educational plannersto enhancetheir
understanding of the concepts and processes of planned change, and to develop
skillsintheformulation of strategiesand tacticsfor the resolution of
educational issuesand problems;

2. Providing opportunitiesfor educationa managers and management staff to
develop skillsinquantitative and quaitative analysisof educationa
change, issuesand problems of educationa development, gaininsght intothe
processes and ramifications of engineering change, and acquire competencein
program devel opment and project administration directed towardsimproved
resource utilizationfor qualitative educationa improvement;

3. Enhancing theleadership qualitiesand rol e effectiveness of managersand
management staff of educationd ingtitutions, particularly school principas,
and

4, Providing specifictraining for administrative support staff toinsure
efficiency inroutineadminisrativefunctions.

Focusof Training

MESTI'spresent clientelegroupsareasfollowslows:

Educationa planners, administratorsand

supervisorsat thefederal and statelevels 2,276
Educationa ingtitutional managersand management staff .: 10,169
Teacher educators 1,347
Administrative support staff 7,620
Total 21,412

Itwill besevera yearsbefore MESTI can provide acomprehensivetraining programfor al
clientedegroups. Intheformativeyears( 19791984),thetraining capability of MESTI islimited
by theavailability of quaified staff and training facilities. Until 1984, placesfor trainingwill be
limited by premisesavailablefor hire. When MESTI'sown campusiscompleted in 1984,
therewill be400 placesfor training a any onetime.
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Thesetting up of MESTI hasfocused attention on the need for an overall strategy for the
continual career development of thetotal educationa service staff, including classroom teach-
ersnumbering 117,000. In attempting to perform thiscomplex task of continual in-service
training, MESTI hasproposed for consideration thefollowing:

1. A systemfor the ongoing gathering and analysisof training needsfor all
categoriesof theeducationa system'spersonnel;

2. Redligtic gppraisa of training needsvis-a-visemerging changesin
educational development;

3. Bothtemporary and permanent systemsfor training based on the estimation and
forecastsof training requirements;

4, Systematic development and testing of training programs, techniquesand
materias; and

5. Continual assessment of theresidual effectsof training on job performance.

A three-way system for training has al so been proposed to meet the needs of training thetotal
educational servicepersonnd. System | isbasically what ispresently conceptualized for
MESTI. System |1 will beresponsiblefor devel oping and implementingin-serviceteacher
training programsto improvetheir professona competencewhile System 11 will directits
attention specificaly to ad hoc training programsto prepareteacherstoimplement new
curriculum changesand to energize and sustain school -based curriculum improvement

Theabove proposd raisesseveral organizationa issues. Currently, MESTI istheonly perma-
nent inservicetraining ingtitution. The Curriculum Devel opment Center hasbeen conducting
thetraining of key teachersto assst intheimplementation of curriculum changes. In-service
training of teachers has been undertaken on an ad hoc and piecemeal basisand organized
loosdly by various Divisionsof the Ministry and State Departments of Education. Thequestion
that arisesiswhether MESTI, astheMinistry'smagjor in-servicetraining arm, should also be
giventheresponsbility for planning and coordinating the activitiesof the other two systems. At
the sametime, thereisthe consideration asto whether the present 25 Teacher Training Col-
leges should a so devel op thein-serviceteacher education component in addition to their
predominantly pre-servicetraining functions. Theseand other related issuesand problemsare
being studied by the Steering Committee responsiblefor theimplementation of the Cabinet
Committee's Report on Education, 1979.

MEST 'straining program priority isthetraining of school principals. School principds, while
they may be at the bottom of the administrative hierarchy of the educationa system, arethe
most vitd of al categoriesof educational managersin making the school and, for that matter,
the broader educational program, asuccess. Theneed to focusMESTI'straining programson
school principasbecomesal the more urgent considering that school principasarerarely and
specificaly trained for thejob.
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MEST 'sprogram devel opment priority for thefirst five-year periodisasfollows:
Firg priority Primary and secondary school principals
Second priority Supervisory and key personnel responsiblefor
overseeing theimplementation of curricular

programsin schools

Third priority .... Ministry and State Department of Education

officias, deputy school principas, heads of de-
partmentsin schoolsand Teacher Training Colleges,
and adminigtrative support staff.

Theabove prioritization of training program devel opment, however, doesnot imply that lower
order priority clientswill betrained only after al thehigher priority clientshavereceived
training. Inany oneyear MEST I ingtitutestraining projectsfor acrosssection of itsentire
clientelewiththe mgor share of theannua allocation of training resourcesgiventothe priority
clientelegroup. Toillustratethe above, thetraining projectsfor 1981 areasfollows:

1. Part | of the Basic School Principals Course, lasting threeweeks, for 720
primary and secondary school principals,

2. A three-day Seminar on Financial Management for Principalsof Teacher
Training Colleges,

3. Aten-day Induction Course (Part 11) for 45 new I nspectors of Schoals;

3.Anine-day Mini Courseon Evaluation and Testing for Department Heads of
Teacher Training Colleges,

4. Two-week Basic Coursefor 160 School Supervisorsfrom the State Departments
of Education;

5. Five-day Seminarsfor the Directors, Deputy Directorsand Assistant Directors
of Divisonsinthe Ministry of Education and State Departmentsof Education;
and

7.Atwo-week tria coursefor School Clerks.

Operationd Structure
MEST 'sbasic operationa principlesfor training program devel opment areasfollows:

1. All training programs must be based on systematic needs assessment and
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analysisof desirable normsof job performance;

2. All training programs must be devel oped in accordance with the principles of
systemati ¢ curriculum devel opment and implemented through training strategies
which areefficient and effectivein order to reduce the gap between actual
and anticipated outcomesof training;

3. All training content must be based on relevant and practical knowledge and
proven practices of educationa planning and administration; and

4. All training programs must be evaluated fully and at all stagesof program
development and implementation.

Inview of theabove principles, MESTI's operations are research, development and dissemina
tion-oriented whilethefocus of training content and processesisproblem-solving oriented. If
structurerefersto thewaysinwhich thetasksof MEST | aredifferentiated into operating units
andthewaysinwhichMESTI'sactivitiesareintegrated, then structuraly, MESTI'soperations
asaningitutionmay beillustrated asin Figure 2 bel ow.

To avoid thecommon pitfall of teaching from booksand outdated experiences, MESTI is
emphasi zing the need for cons derabl e attention to be given to research-devel opment activities
aspart of the processof buildinginstitutional capabilitiesand asabasisfor training program
development.

Training needs assessment. MEST |'sexperiencesin the devel opment of the Basic Coursefor
school principalsand the Specific Coursefor school clerkshaveindicated clearly that the
major difficulty in needs assessment isthe absence of , or at best, poorly defined norms of
desirablejob performance. MESTI has constantly established job performance normsfollow-
ing consultationswith target clientsand their superordinates. To be ableto continueto deter-
mineeffectively and meaningfully the desirable outcomesof training, MEST| must undertake
congderable research-oriented activities. The problem may be conceptualized asfollows:

Training needs assessment becomes more demanding when (@) the datashould represent the
actua world of theclient and rel ated people, both asit existsnow and should exist inthe
future; (b) needs assessment must be constantly reviewed and vaidated; and (c) when the
discrepanci es between observed performances and desirable norms of performance haveto
beidentifiedin termsof anticipated behavioral outcomesof training.

MEST | hasattempted to make use of amatrix to identify theloci for gathering dataontraining
needsasfollows:

Thetarget client as | Assessment of client's| Client'sview | Client'sobser-
anindividud | characteristics |of himself | vableleadership
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| | | qualities
| | |
Thetarget clientin |Client'sroleand | Perception of | Client'sdegree
Hisorganization | performance effective-| hisownrole | of efficiency
| ness | effectiveness | as'boss

Duetotimeand staffing constraints M EST | has not been ableto collect and analyze datafrom
all thecellsintheabove matrix. In the case of needs assessment for the Basic School Princi-
pal s Course, no datawas collected from teachers (subordinates). See Figure 3 p. 11 for the
strategy adopted for identifying the normsand training needs of school principas. Smilarly, the
needs assessment for the preparation of the School Clerks Coursewas confinedto clients self
assessment and assessment of their superordinates (SeeFigure4, p. 12).

Training content devel opment. The mg or problem encountered inthe devel opment of training
content isthe generation of relevant knowledge and sound practices of educationa develop-
ment and administration whichiscountry specific. What isneeded isapraxiol ogy of educa-
tiona planning and administrationfor Malaysia. Genera principlesand documented practices
of planning and administration are useful departure points, and, asafirst step towardsdevel -
oping MEST I'singtitutional capabilitiesfor the selection, reorganization and devel opment of
relevant founded knowledge and proven practicesto meet the diverse needsof training,
MESTI'snucleus staff isbeing deployed, albeit too thinly, to begin the organization of training
contentinthefollowingfields:

1. Educational foundation and devel opment: sociology and anthropol ogy of
educationa change, theory and practice of education, educationa policy and
planning, history and philosophy of educationa development, and psychology
of socia changeinamultiracia society;

2. Educationd management: morphology of organi zationsand organi zationa
renewal, psychology of human motivation and behavior, humanrelationsand
communications, decision-making and problem-solving, leadership behaviors,
personnel management, project management, and financial management;

3. Curriculum and pedagogy leadership: curriculum planning and implementation,
curriculumandinstructional evauation, pedagogical leadershipinrelevant
school teaching subjects,

4. Educationd ingtitutiona management: school/college management,
instructional supervision, teaching-learning resource management,
Instructional program management, and school-community relations;

5. Educationa research and eval uation: educationa research methodol ogiesfor
educationa adminigtrators, educationd eva uation methodol ogies, testing and
measurements, and the management of educational dataand Statistica
analyss.
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At present, much of MEST 'straining content isnotional and isbased on staff members famil-
iarity with rlevant content in specific fields. However, it should be emphasi zed that thetraining
content of acourse (knowledge, attitude and skills) doesnot necessarily reflect theusua
organization of available knowledge and theidentification of requisite kills. For example, the
Basic School Principals Course hasbeen structured in accordance with theoveral aimwhich
istoimprovetheefficiency and effectivenessof the school'steaching-learning processwithin
therequirementsof theformal curriculum and the constraints of the school environment. The
componentsof the course content and their relationshipsareasfollows:

Training program modaities. MEST | hasadopted two program modes, namely,

1. Seria program to be conducted in seriesor in stages, such as
induction/basi ¢ stage, intermedi ate stage and advanced stage; and

2. Discrete program to meet specific training needsrel ated to specific job
functions.

Withinthetwo modditiesof training, training approachesincludethefollowing:

1. Full-timeresidentid training, lasting from oneweek to Sx monthsand using
avariety of training techniques,

2. Practicum, principally aspost-residentid training reinforcement; and
2. Distanceteaching asthe basisfor on-the-job training aswell aspre-

residentia sengitizing training and post-coursefollow-up.

Eachtraining programisimplemented through training projects, each having specificfoci of
activitiesasfollows

Project Foci of TrainingActivities
1. Seminar a. Dissection and analysisof issuesand problems,
b. Sharing of experiences and integration of practices,
and

c. Formulation of developmental program strategies,

2. Workshop a Problemidentificationand analysis,
b. Detailed formulation of program and project execution
plans;
3. Mini course: a. Development of competenciesfor specific tasksandjob
respongbilities;
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4. Induction course: a. Orientation to new rolesasfromteaching to
supervisory role;

5. Basiccourse; a. Development of basic competencies;

6. Intermediate a. Enhancement of basic competencies,
course;
b. Devel opment of areas of specialization;

7. Advanced course: a. Development of innovative practices,
b. Personal and professiona development;

8. Sdf-ingructiond a. On-the-job training; package:
b. Pre-residentia sensitizing and post-course
reinforcement;

9. Practicum/ a. Application of trainingin specificjob environment.
Attachment:

A number of training projects may be sequenced asalong-term training program for aspecific
clientelegroup. It hassince been suggested that successful attendance of the Basic School
Principals Course bearequisitefor appointment to principal ship. It isalso envisaged that the
three-stage school principalship coursewill lead to theaward of the Diplomaof School
Adminigration.

Itwill besomeyearsbefore MESTI can minimaly fulfill thetraining needsof al itsclients. Until
then, attendanceat MEST I'straining courseswill be mandatory and selection of candidates
will bemadeby MESTI in consultation with heads of departmentsat the Ministry and State
Departmentsof Education.

Organization Infrastructure

I ngtitution building; particularly during theformative stage, isadifficult task when theingtitutiona
goashaveyet to beactualized anditsoperationa procedurestested. Organizational develop-
ment and expansion tend to be viewed as being specul ative, especialy when thereisno exact
duplicatewithinthe system. The devel opment of MESTI'sorganizationd infrastructureis
based ontheanayssof MESTI'sgoas, operationa structure and program activitiesmen-
tioned earlier inthispaper. Consequently, MESTI, asan organi zation, isenvisaged to devel op
its poolsof human resourcesand physical facilitiesfor training in termsof five departments,
five service centersand three administrative units. (See Figure5, page 13)

Thefivedepartmentswhichwill bear themgjor burden of devel oping the substantive knowledge
astraining content are;
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1. Department of Educational Foundation and Development;
2. Department of Curriculum and Pedagogica Leadership;
3. Department of Educational Management;

4. Department of School Management; and

5. Department of Educationa Research and Evaluation.

Thefivetraining service centersand their respectiveresponsbilitiesareasfollows:

1. Training Research and Evaluation Center which conductstheidentification and
anaysisof training needs, monitorsand eval uatesthe short and long-term
effectsof training;

2. Training Technology Center whichisresponsiblefor research and devel opment
of training techniques,

3. Training Resource and Publication Center which servesboth asdepository of
reference and training materialsand asafunctiona center for self-
instruction for trainees,

4. Adminigtrative Support Service Center which providesfacilitiesfor training
inoffice administration, accounting and bookkeeping, and maintenance of
educational supplies, servicesand buildings,

5. CourseAdministration and Trainee Welfare Center which looksfter dl
aspectsof training project administration and the servicing of trainees
before, during and after attendance at training courses.

Thethreeadministrative unitslook after the day-to-day housekeeping functionsof MESTI.

MESTI'sorganizationa structureisreflective of abureaucratic modd of administration, but
functionally, intermsof carrying out MEST |'straining function, amatrix structureisbeing
promulgated inwhich staff memberswork together in variousproject teams. Whilecollegid
respons bility isan attractive concept in management, it issometimeshard to sustain especialy
whenterritoria jea ousy, breakdownin- communication, uneven workload, overlapping of
interestsand lack of coordination are such common human weaknesses. Itistoo early at this
junctureto say whether MEST | will succeed with amatrix cum bureaucratic organizationa
structure.

Concluson

With the establishment of MESTI, adefinite attempt hasbeen madeto systematizethe hitherto
ad hoc and piecemedl attemptsat personnel devel opment. In the processof delineating the
functionsof MEST]I, theMinistry hasal so acted to study theramificationsfor anoverall
strategy for continual staff training. How MEST | will eventually developintermsof itsoveral

[ 12 Innotech Journal |




responsibilities, interna operationsand organizationa structurewill depend oninternal and
externa factors, themain onesbeing (a) the Ministry'stotal personnel development policy and
programs, (b) the number and quality of professiona staff membersavailablefor postingto
MESTI to carry out the research, devel opment and training functions, and (c) whether MESTI
will becomeMESDI, that is, fromtrainingingtituteto aningtitutefor staff development. The 13
professiona staff memberscurrently in position have endeavoredtoinitiate thetasks men-
tioned above and to devel op exemplarsfor trai ning needs assessment, course devel opment
andimplementationwhich, hopefully, will provideimpetusfor further improvementintraining
program development.

Approachesand Trendsin Per sonnel Development
intheMinistry of Education, Thailand

Educationa Planning Divis on Office of the Under-Secretary of State
for Education Ministry of Education

BACKGROUND AND DIMENSION OF THE PROBLEM
1. Functionsand organization of the Ministry of Education

TheMinistry of Education hasbeen entrusted with therespons bility of administering education
a dl levels(withthe exception of tertiary education asprovided by universities/ingtitutesunder
thejurisdiction of the University Affairs Office) aswell asculturd andreligiousaffairs. It has
oneofficedirectly answerableto the Minister and 15 departments, namely:

» Officeof the Secretary to the Minister of Education

* Office of the Under-Secretary of Statefor Education
» Officeof theNational Committee on Culture

* Non-Formal Education Department

* FineArts Department

» Officeof theNationa Primary Education Commission
* I ngtitute of Technology and VVocational Education

» Teacher Education Department

* Vocationa Education Department

* Physica Education Department

* RdigiousAffarsDepartment

» Officeof the Private Education Commission

* Curriculumand Instruction Devel opment Department
» Officeof the Teachers Civil Service Commission

* Genera Education Department

Theabove offices or departments can be divided into two broad categories. those responsible
for operating educationd institutionsand those providing administrative and support services.
Hencethe Ministry'sentire staff can beclassified as:
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» Teaching personnel; and
* Administrative personne (excluding employees).

2. Personnel strength

Thepersonnel of the Ministry of Education numbered 419,599 in 1980.

Distribution of personnel by category

Thetotal number of 419,599 comprises 8,538 administrative staff, representing 7.03 percent,
and 411,061 teaching staff (including supervisors), representing 97.97 percent. Thelargest
number of staff of 305,551 servethe Office of the National Primary Education Commission,
representing 72.82 percent of the entire personnel strength. The second largest group of staff
isto befound inthe Genera Education Department, whichismainly responsiblefor the
provision of secondary education. It hasastaff of 82,473, representing 19.66 percent of the
total personnel strength. (SeeTablel, p. 17.)

Theabovedataindicatethat amost all staff membersof theMinistry of Educationintheteach-
ing forceare entrusted with themajor respons bility of educating the youth. Constant staff
development isthusessentid.

TheHuman Resour ce Development Program
of theMinistry of Education and Culture, Philippines

By HortensaS. Benoza*

A marked trend in the government serviceinthiscountry isanincreasing interest in employee
devel opment and adeeper appreciation of itsvaue, seen particularly inthelast few years. It
has been observed that this devel opment has been primarily dueto the stimulation and impetus
provided by the Devel opment Academy of the Philippineswhich conductsacontinuing
development program for top career officials, aswell asthe new emphasisplaced ontraining
by the Civil Service Commission.

For itspart, the Ministry of Education and Culture hasrecently embarked on anintegrated
human resource devel opment program covering al levelsof personnd inthe educationa
system.

Although the development of educationa personnel inthe service hasawaysbeen given some
attention sincethe establishment of the public school systemin 1901, effortsa ong thisline
have been rather discrete, piecemeal, and generally in the nature of an adaptiveresponseto
therequirementsof acurrent educationa thrust or policy.
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Therewere occasiona summer ingtitutesfor sel ected teachersand school officials, scholarships
andfelowshipsfor alimited few, and generally arash of brief training sessionsfor teachers
and school officialsconcerned when new teaching content or strategieswere prescribed by
policy makers.

Theneed for amore purposeful and systematic personnel devel opment program hasbeen
pointed out. The present human resource devel opment program of the Ministry of Education
and Cultureisan attempt toward meeting thisneed.

Startedin 1977, and designed for aten-year period, the Program hopesto meet devel opmental
needsof 270 superintendentsand ass stant superintendents; 1,665 district supervisors; 8,000
school principals, and roughly 270,000 school teachers. Mechanismsfor itscontinuing opera-
tion may be adopted after theten-year period.

Retionde
Theindtitution of the Program was primarily based on thefollowing consderations:

1. Almost al the school superintendents, district supervisors, principasand
other school executiveswho had been promoted to their present positionswere
primarily trained to teach. Many of them assumed the positionswithout
adequate preparation for such administrative or executivework and thus
discharged their functions"playingit by ear," soto speak. Notraining
program for the school administrators had ever been conducted.

2. Whileamaster'sdegreeisarequirement for promotion to certain school
adminigtrative positions, thereareanumber of manageria skillsand
competenciesrequired of school executiveswhich the present graduate
academic programsdo not generally provide.

3. Around 80 percent of theteachersin the service graduated 20 yearsago and
will still beteaching for the next 20 years. What they learned 20 yearsago
isperhaps outdated now. Considering therapid gainsin knowledgeaswell as
new devel opmentsin educational thrustsand direction, thereisimplieda
need for continuing education and updating of competenciesand knowledgefor
theseteachers.

4. Thereareno academic programsin teacher training collegesand universities
that providefor specialized training for certain groupslike educational
planners, curriculum devel opers, or ingtructiona materialsspeciaigs.

5. Empirical datahaveindicated the need for amassivevauesand attitude
reorientation of all school personnd and aredefinition of their roles
considering new palitical, economic, and socia requirements.
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Decisonshad to bemadeon: priority groupsfor training and development (where an impact
can best be made); strategy, cost-benefits; and program content.

| dentified aspriority groupswerethe school ¢/ divis on superintendents, ass stant superinten-
dents, and district supervisors. Inthe Philippines, adistrict supervisor hasadministrativeand
supervisory responsbility for anumber of schoolsand school principals. A divisonschools
superintendent hasresponsi bility and authority over thedistrict supervisors.

Thereasonfor the choice of thisgroup 3Sthe priority group wastwofold: first, asstated earlier,
most of thosein the group had not had adequate preparation for aschool executive position,
and second, it isthisgroup which can make adefinite and immediateimpact on the system.
Furthermore, it has been mandated that all district supervisors should be ableto conduct
teacher devel opment activitiesinther respectivedigtricts. The program, among other things,
seeksto preparethem for thisresponsibility.

Past Devel opment Programs

Development programsfor education personnd, in earlier years, made use of various strategies
likeradioand TV inservice programsfor teachers, distance study system utilizing print materi-
alsand radio tapes; one-week workshops-seminarson aparticul ar teaching content or
technique, and the echo-strategy for teacherswhereagroup istrained at the national level.
Each member of the national group "echoes' thetraining at theregiond level. Each member of
theregional team conductsaprogram at thedivision level. Participantsin thedivison program
train theteachersin school.

Whilethe meritsof these strategieshave been appreciated, their shortcomings, nevertheless,
have been noted.

Intermsof achieving quantity targets, that is, number of school personnel served or reached, the
echo strategy and the distance study system would perhaps be most preferred. Their efficacy,
however, with regard to achievement of other program godls, like va ue devel opment and
attitude orientation, isnot quite assured.

Present Training Programs

The present training programsfor school executivesinthe Ministry of Education and Culture,
under theintegrated plan, areresidential. The coursefor school division executives (superin-
tendents, assi stant superintendents, district supervisors, and principals), for example, isafive-
week, residential program conducted in Teachers Camp, Baguio City, which, by theway, is
planned asaNationa Teacher Development Center. It does not duplicatein any way, courses
under theeducationa graduate programsinuniversities.

Sincetheemphasisison the devel opment of manageria skillsand valuesand attitudereorienta-
tion, the dominant training methodol ogiesarelecturesand practicum, Smulation exercises,
human relations and communi cation exercisesfor attitude and val ue devel opment, and case
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Sudies.

Asfar asvaueand attitudereorientation isconcerned, the partiality for resdentia trainingis
perhapsjustified. For indeed anotable changeiseasly seenin the attitudes and behaviors of
participants brought together for aspecific period of time, doing the samethingsin acoopera-
tivemanner and seeking the achievement of group goals. Thereareindicationsof behaviora
changesin personal interaction brought about in aresidential program that cannot be achieved
by aTV seriesor adistance study module.

The program makes use of progresseva uation during thetraining; that is, both the aspects of
the program itself aswell asthe achievement of enroute performance objectivesby partici-
pants, and post program eval uation.

A monitoring system has been set up to determine, from timeto time, whether participantsina
program are demongtrating any change such as, for example, animprovement in persond
relations; adoption of bolder solutionsto their recurring problems, or more effective manage-
ment of their respectivedistrictsor divisions.

Training of dl school administrative and executive personned has been acontinuing year-round
activity since 1977 and is schedul ed to be completed by 1984. Thereisinthepipeline, a
resdentia programfor specia groupslike educational plannersand statisticiansand curricu-
lum developers.

Inthe case of e ementary school principas, arrangementswill be made with state teacher
training collegesto conduct summer ingtitutesfor the principalsin ther respective areas of
service. InthePhilippines, thereisat |least one stateteacher training collegein every geo-
graphical divison of thecountry.

Oneof the new featuresof the present HRD planinthe Ministry of Education and Cultureisthe
attempt to involveteacher-training ingtitutionsin the Program. Itisbelieved that such ingtitu-
tionshavearesponsbility in theretraining or updating of competenciesof their products. The
Programfor theinstitutefor e ementary school principaswill bedrawn up by theMinistry to
beimplemented with the cooperation of the stateteacher training ingtitutions.

Panning for the continuing devel opment of teachersposed amajor perplexity, considering the
massive number-270,000. As stated earlier, there had been pilot projectsusing TV, modules,
radio, and tapes. The use of hardwarewasruled out considering not only costsbut also
certainlimitationsof thismedium like power failure, avail abletimedotsand interferencedueto
geographical factors. Moreover, it hasbeen noted that use of radio and TV would benefit
generaly thosein urban areasand would only serveto widen thedisparity in opportunitiesfor
development among teachers.

Scheduledfor initia pilot implementationin 1983, the massiveteacher devel opment programwill
be conducted by establishing Teacher Devel opment Centersin certain districts. These Centers
will bemanaged by acorpsof school sdistrict supervisors headed by the division superinten-
dent, with the assistance of identified faculty from the nearest stateteacher training collegeor
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university. Sessonswill beheld only on Saturdays. The Program Content may vary depending
ontheidentified training needs of theteachersin the areadetermined on the basisof asurvey.

Thus, inone center, emphasismay be on devel opment of communicative competencewhilein
another center, it may be content updating or use of newer teaching strategies.

In keeping with thethrust for equity, it hasbeen proposed that such centerswill initidly be
established in areaswhereteachers have no accessto further education. Thetarget, however,
isthe establishment of at |east four centersin every division, operating year-round Saturday
sessions. If every center can serveat least 200 teachersinayear, inthreeyears, all teachers
shall have been provided thetraining needed for upgrading their competencies.

Thereisaplan, too, for the establishment of aNational Teacher Development Center in Teach-
ers Camp, Baguio City, to operate on ayear-round basis. Tentatively, this Center will befor
thefurther devel opment of outstanding teachersor school officia swith potential for leader-
ship. Programsin this Center will be under the aegisof the Civil ServiceAcademy.

Personnel Development Strategies

Training, however, isnot the only approach to personnel devel opment, athoughitisperhapsthe
activity whichismost visible. Other personnel devel opment strategiesunder theMEC-HRD
program, particularly for thoseidentified ashaving potentia sfor advancement are;

1. Attachment asunderstudy or specid assistant toaranking official for a
specific period.

2. Assignment to aspecia task forcewhose membersarefrom ahigher level than
that of theemployeeidentified.

3. Jobrotation or assgnment inasimilar line of work inanother unit of the
Ministry. Thisisparticularly in keepingwith adirectivefromthe Civil
Service Commission prescribing such job rotation. Thus, adivision chief in
the Planning Service, for example, may swap assignmentsfor aperiod of Six
monthswith aschool sdivision superintendent, if they have comparable
capabilities.

4. Assgnment toidentified individua sof tasksgenerdly beyondtheleve of
capability expected of their positions, supported by individual coaching.

5. Specid programs, not necessarily training, for groupswith high leadership
potential.

Basictothedevel opment of this Program arethefollowing assumptions: Whileskillsand
knowledgesare essentia in any mechanismfor personnel development, valuesand attitudere-
orientation, aswell asstrengthening of persona qualities should be given even greater empha
sis. Training, asan organizationa development intervention, amsprimarily at teambuilding. A
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strong team spirit or esprit de corpsisvital to theefficiency of thetotal system.

Personnel devel opment programs constitute amajor investment of any system. Such
investment must be protected in terms of appropriate measures adopted so that we get
expected returnsin termsof improved performance, attitudes, and skillsof itspersonnel and
consequently, increased efficiency of thesystem.

Approachesto Personnel Development in the SEAM EO Regional Center
for Tropical Biology (BIOTROP)

The BIOTROP Staff

BIOTROP, the Regiona Center for Tropical Biology, in Bogor (Indonesia) isoneof the seven
Regiona Centerg/Projectsof SEAMEOQ,, established in 1968 by the decision of the Third
SEAMEC Conferencein Singapore, 6-9 February 1968.

Theestablishment of aRegiona Center for Tropical Biology in Southeast Asawas proposed by
the Indonesian del egate to the Second SEAMEC Conferencein Manila, 25-28 November
1966.

BIOTRORP has been devel oped to provide the SEAMEO member countrieswith increased
capability inbiological research.

BIOTROP passed itsinterim period from 1968 to thefirst half of 1973, completed itsfive-year
permanent operational period 1973-1978 and started its second five-year permanent opera-
tiona period on 1 July 1978.

Thisarticledescribes(l) inwhat way BIOTROP hasattempted to realizethe aimsand specific
objectivesof thevarioustraining programs, (2) the qualificationsof theclientele, (3) the
expected impact of the programsand (4) a so in what way research activities have been
contributing to personnel devel opment withinthepast years.

Objectiveand Goals

Itisstated in the Enabling Instrument for BIOTROP that the objective of BIOTROP shall beto
assist themember statesto identify biological problems, the solution of which will enhance
economic development in their respective countriesand to that end, to undertake research,
publication and training programsand other related activities.

Inaccordance with the above objectives, BIOTROP hasthefollowing functional goals:

1. 1dentify theimportant and critical biological problemsinthe Region, the solution of which will
enhance economic devel opment.

2.Assign prioritiesto these problemsand devel op programsthat attempt to solve the most
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critica onesthrough:
» mission- and program-oriented research in selected problem aress,
» development of new research methodology and principles;

» training of Regiona scientistsin the devel oped research methodol ogy and
principles,

* subject arearesearch leading to action programsin cooperation with the
appropriateorganizations(e.g., agricultura researchingtitutes, extension
services, industries, etc.).

3. Disseminaterel evant information on BIOTROP Program achievementsand research findings
(through BIOTROP publications, papersand seminars) to scientists, appropriate authorities,
interested organi zationsand key personsin the Region; and act asacentra clearinghousefor
storage and exchange of tropical biologica informationwithinthe Region.

4, Foster internationa cooperation, communication and exchange of scientificinformation and
professional servicesamong biologistsand other scientistsinterested intropica biology and
environment.

5. Play akey rolein devel oping acadre of Regional expertsinthetropical biologica sciences.

Organizaion

BIOTROPreceivesgenera policy direction fromits Governing Board, composed of two
representativesfrom each SEAMEO member country. The Governing Board normaly meets
onceayear.

TheDirector isan Executive Director assisted by aDeputy Director and an Assistant Director.
The Deputy Director isin charge of coordinating program activities, whereasthe A ss stant
Director isprimarily incharge of coordinating administrativeand financia metters.

Theprofessionad activitiesare conducted by three Program divisions: the Tropical Forest Biol-
ogy Program, the Tropica Pest Biology Program and the Tropical Aquatic Biology Program,
supported by the Clearinghouse and | nformation Program.

Theorganizationa structureisshowninFigure2.

Activities

Based on the obj ectives and functional goals, thefollowing basic functionsare believed neces-
sary to enable BIOTROPto mest itsprimary objective:
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1. Problem- or mission-oriented research programson critical Regiona needswith emphasison
developingtransferableprinciples;

2. Basicresearch asrequired tofill gapsin the mission-oriented programsand
interpretation of resultsof such research;

3. Training inthe methodol ogy and techniques of problem-oriented research, andinthedevel -
opment of guiddlinesfor application of results;

4. Holding of seminars, workshops, symposiaon rel evant problemsrel ated to the program
aress.

Theinitid listing of Regiona needs, asdeve oped through nationa and regiona workshops, Task
Force Meetings, and Governing Board M eetings, has been classified into three program areas.

* Tropica Forest Biology
* Tropical Pest Biology
* Tropica Aquatic Biology.

Cooperation with other Regiona organizationsin BIOTROP programsisalso oneimportant
way of strengthening tiesamong biologistsand scientistsin the Region, and imjproving commu-
nication among them.

BIOTROP problem-oriented research stresses methodol ogy, improved techniques of research
and the devel opment of transferable principles. Consequently, training programsare con-
ducted hand in hand with theresearch, if thistransfer processto other regional scientistsisto
beeffective.

Training Programs

Withregardtothetraining functions, thefollowing guiddinesapply:

1. Thetraining program should promote and support the devel opment of educationa activities of
member states (derived from SEAMEOQ Charter).

2. Thetraining program should aim at training scientistsin certain methodol ogiesand principles
necessary for the solution of important biological problems (derived from BIOTROPSEN-
abling Ingrument).

Two typesof training coursesare offered:

1. Short term (six-week) training courses, offering training on specid techniquesintropica
biology, such asremote sensing techniquesin vegetation mapping, bioassay techniques, etc.

[ Innotech Journal 21 |




2. Long term (ten-month) training courses, offering training on principlesand

methodologiesof researchintropical biology. The scholarswill be exposed to problemsneeding
solution and relevant to the economi ¢ devel opment of the Region.

Themain objectivesof both the short-term and thelong-term training coursesof BIOTROP are
totrain young scientistsof the Region toidentify biologica problemsinthe Region, andto
develop aninterest among them to work out their solutions. To maintain these objectives, and
inorder to have the maximum multiplier effect, thefollowing arethe minimum requirementsfor
acceptance as BIOTROPtraining participants.

Theagpplicant should:

1. Beacitizen of one of the SEAM EO member countries;

3. Haveat least aB.Sc. or equivaent degreein oneof the (tropical) biological sciencesrelated
tothetopic of thetraining course;

3. Haveakeeninterest in undertaking independent and original research;
4. Beproficientin English (ascertified by the Director of applicant'singtitution);
5. Benot morethan 35 yearsold,;

5. Beingood hedlth ascertified by aphysician; in case of alady participant, also astatement
that sheisnot pregnant;

7. Bewillingto dofield work under inclement conditions.

Itishoped that after the completion of their training at BIOTRORP, the participantswill beableto
present improved work for the betterment of the economic devel opment inthe Region.

Asmost of thetraineescomprisethe staff of ingtitutionsof higher learning, themultiplier effectis
expected to beredlized through their passing on theknowledge gained to their universitiesand
gmilarinditutions.

Impact of Programs

TheTraining Programsaim at producing acadre of Regiona expertsintropica biologica
science.

Thetraining does not emphasi ze the parti cipants amassing of more and more bitsof knowledge,
but rather their developing:

1. A better understanding of the underlying structure of agiventopic and aframework of refer-
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encefor problem-solving;

2. A recognition of theimportance of basi ¢ concepts and principlesand how to devel op gener-
dizationsand inferencesfromthem;

3. Anappreciation of the process by which the content knowledge of thebiologicd fiedis
increased, revised or corrected when new informationisnot infull agreement with that already
known.

In properly designed training courses, the participants not only learn scientific methods, but also
and moreimportantly, learn how to apply these methods creatively in seeking solutionsto new
problemsintheir fields.

The participantsthrough thesetraining programs, further devel op their scientific skillsin order to
obtain higher academi c degreesand becomefull-fledged scientistsintheir home countries.

Each Program Manager must necessarily devel op thetechniques and methodol ogy best suited
to accomplish the stated Program obj ectives. Once those techniques have been devel oped,
evaluated and defined, they aremade part of acontinuing training program to develop cadres
of skilled researchersin member countries.

Thenumber of trainees sponsored so far by BIOTROPmay befoundinTables! and 1.
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TheREL C Approach to Per sonnel Development

By Richard B. Noss*

Theapproach of the Regiona Language Centre (REL C) to personnel development inthefield
of language education isimplemented through four main channels:

1. Theregularly scheduled REL C training programs,

2. Exchange of personnd within the Region and specid training programs,
3. Research and development activities;

4. REL C professional staff devel opment schemes.

Up to now, theregularly scheduled training programs have accounted for the bulk of personnel
development activitiesconducted by REL C, at least in quantitativeterms. An average of about
100 traineesare accepted each year in therecurrent categories of training. Thismeansthat in
1981, after 11 yearsof full-time operation, more than athousand Southeast Asian language
educators have been trained through regular programs. Until 1977, the nameof theinstitution
wasthe Regiona English Language Center, and thetrai ning programsreflected thisdesignation
inthesensethat mainly specidistsinthe Teaching of EnglishasaSecond Language (TESL)
and asaForeign Language (TEFL) weretrained. Since 1977, when theword "English” was
dropped from REL C'sdesignation, language education specialists, not only inthislanguage
but also in such languagesasindonesian, Malay, Filipino, Thai, Chinese, French, and German,
have participated in every type of training program conducted by REL C. Key personnel in
bilingual education activitiesof thevarious SEAMEO countrieshave likewisejoined many of
thecourses.

Training Courses

Theregularly scheduled training programmeare currently of four types: (&) anine-month course
leading tothe DiplomainApplied Linguistics (Course-101); (b) aseriesof four-month Spe-
cialized Advanced Certificate Courses (the" 200 series’ of courses), each on adifferent topic;
(c) anine- to 36-month courseleadingtotheM.A. inApplied Linguistics (Course 301); (d) a
nine-month Advanced DiplomaCourseinApplied Linguistics (Course401). From 1982
onwards, in keeping with theemphasison languages other than English, the DiplomaCourse
will beplitinto two parts: Teaching English to Speakersof Other Languages(TESOL, Course
102) and Applied Linguistics( 101). Inaddition, aPh. D. programin Applied Linguistics
(5012) will beoffered for thefirst time. The Specialized Advanced Certificate Courseswill be
reduced to ten weeks duration, and will be held once annually (as opposed to twiceannual ly
asinthepast).
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Thegenera amsand specific objectivesof REL C'straining programs have not changed much
during the 11 yearsof operation, however. Thefocushas awaysbeen on supporting and
strengthening nationa effortsin language educati on devel opment and advancement, in har-
mony with the educational needsand aspirationsin Southeast Asia. Thismeans, for example,
that in spite of theinclusion of other languagesinthetotal program, Englishwill continueto be
emphasized in responseto acommonly percelved need in the Region. It aso meansthat inthe
future, despitethe extension of degree programsall theway to thedoctoral level, the needs
for shorter, problem-oriented training courses on speciaized topicswill not be neglected]. In
termsof content, the programswill continueto focuson the genera body of knowledge about
language, languagelearning, and languageteaching that retainsvalidity regardlessof the
particular language under study. The projected increasein training courses|eading to academic
degreesispartly motivated, of course, by escalating costsof such training oversess, but it also
partly representsasimplerecognition of thefact that REL Cisnow ableto providetraining of
equd qudity, andinmany casesgreater relevance, ascompared with smilar trainingin Eu-
rope, North America, andAustralia.

REL C hasawaysamed at the devel opment of key personnel inthefield of language education:
teacher trainers, curriculum devel opers, examination speciaists, ingpectors, Supervisors,
adminigrators, and language planners. Although afew ordinary classroom teachershave been
selected for training, it hasnormally been on the basisthat theseteachers have been identified
by their governmentsfor postsof greater responsibility and are being trained for that reason.
Thefocushasalwaysbeen on preparation for potential educatorsof languageteachers,
increased effectivenessfor experienced teachers, and useful insightsfor language Program
adminigtrators, in order to increasethe versatility of language education personnel. Thetraining
programslikewise have constantly emphas zed the gpplicability of |languageteaching ap-
proachesand methodsto avariety of languagelearning Situations.

Thesdection of candidatesfor regularly scheduled training programsisbest discussed inthe
context of the other personnel devel opment activitiesof REL C, becausein genera thesame
criteriagpply. All candidates, whether for diploma, degree, non-degree coursesor temporary
attachments, are expected to have afirst degree (B.A., B.S. or B.Ed.) and aminimum of two
yearsof teaching or other related experience before being considered for training at REL C.
Thisadmissionspalicy isin keegping with the objective of meeting the higher-level manpower
needs of the SEAMEOQ countriesrather than merely duplicating training dready availablein
thevarious countries. On occasion, participantswho do not meet these qualificationsexactly,
but who have equivaent quaifications, or experiencein other fields, are selected for training,
but ingenera, theminimum criteriaare strictly observed.

Candidatesfor in-service courses mounted at the specific request of member countries, and for
other training whichisnot on theregular schedul e, are selected according to criteriaspecified
by the country or organi zation requesting thetraining, but normally the samecriteriaobtain as
inthemore general admissions policy. REL C hasmounted many in-service coursesfor the
government of Singapore, and hasa so organized attachmentsfor groupsor individuasfrom
variousother countries, both inside and outsidethe SEAMEOQ region - for example, insuch
specidizationsaslibrary management, English for specia purposes, preparation of instruc-
tiona materids, testing and eval uation. Regiona workshopsfor teachersof both Frenchand
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German haverecently beenheld at REL C. Participantsin someof thesetraining activitieshave
comefrom Brund, Sri Lanka, Hong Kong, and Pakistan aswell asfrom the Southeast Asian
countries.

Closdly related to thesetraining activitiesisthe exchange of personnel, whichisoneof the
functionsof REL C'sLibrary and Information Center. Occasionally specialistsarebroughtin
fromother countriesto assst REL Cinitsowntraining programs, for example, in connection
with the 1980 four-month specialized coursein trand ation, expertsfrom fivedifferent
SEAMEOQO countriesand from Japan, Germany, and Canadawere brought in. But more often,
senior personnel areattached to REL C toimprovetheir own general capabilities, to upgrade
their skillsin certainfields, or to take advantage of REL C resourcesin preparing an action
programfor their own countries. Inaddition, over theyears, REL C professional staff mem-
bershave conducted, or assisted in the conduct of , training programsin every oneof the
SEAMEOQ countriesat therequest of governmentsor other educationa organizations. Inthis
way, personnel development inthemember countriesisfurther facilitated through exchange
programsand short-term consultancies.

Research and Development Activities

Some of the Research and Devel opment activitiesof REL C can aso be considered in termsof
personnel development. Therearetwo categoriesof personnd involved here: Research
Scholars, and Research Fellows. Theformer areexperienced specidistsinlanguageand
related fieldswhowishto avail themselvesof thefacilitiesof REL Cinorder to pursuether
own research. In caseswhere the Research Scholars are Southeast Asians, the opportunity to
plan and implement aresearch project at alocation which isremoved from the day-to-day
demands of normal routine can be considered asakind of personnel devel opment, sinceit
affordsthe samekindsof opportunitiesastheir Western counterpartsenjoy during their
sabbatical leaves. The second category, however, isprobably more pertinent to our topic; the
Research Fellows. Thesefunded researchersarealwaysfrom SEAMEO countries. Their
projects must have approva not only from REL C but a so from the Governing Board mem-
bersof their own countries. Hence both the nature of theresearchitself and theindividua
devel opment of theresearcher in carrying it out are bound to accord with national aswell as
regional priorities. Asfellowship holders, they areresponsibleto both SEAMEO and to their
country of origin.

Under thegenera provisionsof its SONOL Project, REL Cisableto givepriority to research of
aproblem-oriented and practical nature, both in connection withitsadvanced training pro-
gramsand with theawarding of Research Fellowships. Intermsof personnel devel opment,
thismeansthat the kind of experience gained in the course of conducting the project, aswell
astheresearch results, can be passed on to otherswhen the researcher returnsto hisown
country. Likewise, theactivitiesof two other ingtitutional research and devel opment projects
of REL C, namely English for Specific Purposes (ESP) and Research on French and Other
Foreign Languages (REFL ) bothinvolve staff inthe SEAMEO countriesaswell asat RELC
itself. Tothe extent that |oca personnd participatein the project activities, they gain equivaent
experiencein research and devel opment even without leaving their own countries.
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Staff Development

Lastly, REL C hasapersonnel development schemefor itsown professiond staff. Thetwo main
categoriesare (@) long-termtraining, to the doctoratelevel, for Southeast Asanswho have
beenidentified ascandidatesfor professiona staff positions, although they have never served
at RELC, and (b) short-term training and study toursfor incumbent professiona staff, to
upgrade and/ or bring up-to-datetheir specia areas of competence. Sofar asispossible,
both typesof staff training are conducted outside Southeast Asia- for example, inAustralia.
Thisisnot because existing ingtitutionswithin the Region arethought unsuitablefor such
training. Thepurposeis, rather, to give staff memberswho areaready familiar with Southeast
Asian educational contextsand problemsabroader outlook.

In additionto thismoreformal type of personne development, even the most experienced and
senior membersof the REL C professiond staff are given the opportunity to conduct their own
research, provided that their project proposal s have been recommended by the Research and
Devel opment Committee and approved by the Board of Studies. These measuresareall
designed to enable REL C to attract and maintain gppropriate staff for itsvarious professional
activitiesover thelong term. When it happens (asit must occasionally) that Southeast Asian
membersof the REL C professional staff are called back to serveintheir own countries, they
takewith themawedth of expertiseacquired during their tenureat theregiona ingtitution, and
anew outlook on national problems.

In summary, thefour channelsof personnel devel opment described aboveal contributein
variouswaysto ensuring that language education in Southeast Asiageneraly, and particular
areasof specidization withinthelarger field, will not suffer from lack of trained manpower.
They d so contribute, in thelong run, to diminishing reliance on expertisefrom outsdethe
Region. Theregularly scheduled REL C training programs, the specid training programsand
the exchange of personnd, the research and devel opment activities, and thein-house profes-
siond development schemeadll sharethefeature of encouraging the strengthening of national
resourcesin areasdetermined by regional considerationsand priorities.

Evaluation of INNOTECH Training Programs. AnAnalysis
Tanom Intarakumnerd

At least four partieshave good reasonsfor evaluating theINNOTECH training activities. The
participantsto thetraining courses certainly want to know about their progresstoward meet-
ing the objectivesof the courses. TheINNOTECH staff, on the basisof theevaluation, can
modify, reviseand justify the programs. SEAMEO member countries are no doubt interested
intheoutcomesof training tojustify their continued participation inthetraining programs.
Finally, thedonor countries, to continuetheir support, will want to seeif their dollar invest-
mentsare paying off intermsof results.

Whether welikeit or not, eval uation occursin every program. Someprogramsareevauatedin
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anovertly systematic way, whileothersare evaluated intermsof covertly persona judgment.
But most training programs, according to Laird (1978) and Suessmuth (1978), arenot orga
nized for evaluation. Every country experimentswith new programsamost every year, spends
alot of money onthem but exertsvery littleeffortin ng their worthwhileness. Insuch
Situations, eva uation isdonewith few or even without any facts. A mgor precept of Bloom's
Taxonomy of Educational Objectives(Laird, 1978) which statesthat eval uationisthe most
complex of thementa skillsand can be doneeffectively after knowledgeisacquired, compre-
hended, applied, analyzed, and synthesized, isthenignored.

Being awareof thesepitfalls, INNOTECH training programsare so organized that evaluation
formsanintegrd part of them. It becomesabuilt-in facet of the planning and implementation
of thetraining program. It isan ongoing-activity in which everyone concerned, the participants,
the staff, themember countriesand the donor nations, playsavital role. Theunderlying
rationa e behind thisexerciseisto determinewhether the objectivesof training areachieved
and whereimprovement can take place.

Each year INNOTECH conducts severa training courseswhich areclassified under two
principal categories. theregular and the specid training programs. Theformer comprisethree
courses. First, the Three-Month Training Course on the" Application of the SystemsAp-
proach to Educationa Problem-Solving, Planning, Innovation and Technology" isconducted
thriceayear. Twenty middlelevel key educators, representing thefive active member coun-
tries, attend thiscourse. These course participantsare mainly responsi blefor educational
adminigtration or planningintheir respective countries. Secondly, the Six-Month Training
Courseisconducted onceayear onthetopic " Applied Educational Research”. Ten partici-
pants, two each from thefive active member countries, who deal with educationa research
and planning projects, attend thiscourse. Last but not least, the Short Course, of two weeks
duration, isoffered once or twiceayear. Thetopicsof the short coursevary fromtimetotime
and ded with problemsof current urgency. Fifteen senior educatorsfromthefiveactive
member countriesparticipateinthiscourse

INNOTECH aso organizesspecia training courses upon request. Since 1979, eight such
courses have been conducted.

Fromthisbrief description, it can be seen that among theforegoing training programs, the
Three-Month and the Six-Month Courses havefixed themesand are assured of continuity for
sometime. Thefocusof thisarticlewill thus, be onthesetwo courses.

Tobeeffective, thetraining programsat INNOTECH areeva uated from three different but
complementary perspectives. Thefirstinvolvesthe application of internal criteria, the second,
intermediate criteria; and thethird, externa criteria. Thisisthe sameapproach cited by Tracey
(2974).

Interna Evauation

Internal eva uation focuses on the on-going activitiesof thetraining programs. Itsmain objective
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isto assessthequdity of thetraining programswhilethey arein operation so that corrective
measures can be made asthese are deemed necessary. Both staff and participantsto the
training courses providefeedback whichisused asabasisfor improving their strategies,
methods, and performance. Thistypeof evauationisundertakenintwoforms:

1. Measuresof behavioral changeduringtraining. INNOTECH training materias
aresdf-instructional and aregivenintheform of modules. To completeeach
module, thesethree stepsarefollowed: (1) independent or group study done
by the participants; (2) discussion and clarification led by staff membersin
class; and (3) submission of practica. The staff memberscheck the exercises
to seetoit that thelearning objectives of each moduleare met. If the
objectivesare not achieved, remediation takesplaceindividualy or
collectively Experience has shown that the mgjority of the participantscan
copewiththispractice. However, thereare afew cases, particularly among
thosewho have English difficulty, who need specid attention. A diminution
inthe number of problemsencountered isalso noticed afew weeks after the
course commences. Thisisfurther proof that through module practica, inthe
course of training, the behaviorsof the participants are changed to meet the
expectations.

2. Participant reactionto thetraining course. Theusud instrument for
collecting dataisthe questionnairewhichisadministered at theend of each
module. There aretwo partsof the questionnaire-the closed ended part in
which the participants are requested to rate each module on four scales
accordingto relevance, ability to sustaininterest, style of presentation,
validity of conclusion and/or reasoning, timeallotment, discussion of
Issues, opportunity for participation, usefulnessto the participantsand
achievement of modul e objectives; and the open ended part which invites
participantsto make additional comments.

Theresultsgathered from past training courses have been encouraging and positive. A typica
answer takenfrom onetraining courseisasfollows:

Module5: Innovation and Technology and Basic INNOTECH Concepts

Very Good Good Far  Poor

Rdevance 10 9 1 -
Ability to Sustain Interest 9 11 - -

Styleof Presentation 10 10 - -
Vdidity of Conclus on/Reasoning 8 12 - -

Usefulness 11 9 - -
TimeAllotment 10 10 - -
Discussion of Issues 6 14 - -
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Opportunity for Participation 9 11 - -
Achievement of Module Objectives 9 11 - -

Thenumber of responses correspondsto the number of participantsin the course. Based upon
thefeedback received, the component or componentsidentified as"fair" or "poor" inthefour
scaleswill bereviewed and revised.

Intermediate Evaluation

Intermediate evaluation for INNOTECH isevaluation of the course participantsand staff's
reactionsat the conclusion of training. Theactivitiesfor thispurposeareasfollows:

1. To get feedback from the participants, aspecial sessoncalled
"Debriefing" isset up right after thelast training session. Inthis
session every participant isrequested to freely expresshisviews, comments
and recommendations on every aspect of thetraining course, both academic and
nonacademic, for the purpose of futureimprovements. Itisencouragingto
notethat, sofar, INNOTECH training courses havereceived very positive
feedback from the participants. Thelatter have expressed ahigh degree of
sati sfaction with the academic aspects. They have cited therelevance of
course content, style of delivery or learning experiences, quality and
dedication of thetraining staff and the humani zed atmospherethat prevails
during thetraining sessions. However, sincetheINNOTECH Center is
temporarily housed in very modest quarters, and itsfacilitiesand equipments
arefar fromideal, the non-academic services often get negative feedback
fromthe participants. Hopefully, thisproblemwill be minimized when
INNOTECH hasitsown building.

2. Sometimeafter the debriefing, thetraining staff hasasessoninwhichthe
staff membersgiveinputsfor evauation and revison of thetraining
courses. Following thissession, the feedback and recommendations gathered
from both participantsand staff areincorporated intheimprovement.

3. Withregardto post-eva uationintraining, it isinteresting to mention that
in1979, INNOTECH madeagrant to Dr. Orlando Claveria(1979) in connection
with the preparation of hisdoctoral dissertation, to conduct astudy onthe
impact of theINNOTECH Three-Month Training Course participantsinfive
active member countries, i.e., Indonesia, Malaysia, the Philippines,

Singapore and Thailand. The study included the 297 participantswho had
attended the coursefrom 19711977. An analysis of thefeedback questionnaires
revealed that: (I) the participants perceived the conduct of theINNOTECH
training course as systematic planning; (2) thetraining materids, the

course organi zation and scheduling, and communi cation among the participants
and with the staff were excellent; (3) the participantsgave an overall
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evaluation of "very worthwhil€e" to the course; (4) the objectivesof the
coursewere achieved; and (5) they reported their involvement in educational
innovationsin various capacitieslike planning, organizing and implementing
activities.

Externd Evauation

External criteriaare used to evaluate the results of training when participantsget back onthe
job. Essentially, therearetwo classesof external criteria: thoserel ated to changesinthe
participants behavior and thoserelated to their impact onthe organization.

1. Changesin behavior.

INNOTECH isawarethat the effectivenessand efficiency of itstraining programs should be
observablethrough changesinthe participants behavior. To get thisinformation, sSx months
after the completion of each training course, aquestionnaireissent out to the participants
immediate superiorsinguiring about the performance of these participantsasaresult of
training. From 19781980, the questionnaire was sent to 210 superiorsof the 210 Three-
Month and Six-Month Training Courses participantsin fivedifferent countries. Unfortunately,
only 92 returnswerereceived. Therewasauniform pattern in the feedback received fromthe
superiors. Every oneof therespondents stated that, after training, the participant became
more systematic; displayed greater confidencein hiswork, wasmore effectiveinthe planning
and management of educational projects, had avery positiveattitude towardswork; openly
demonstrated hiswillingnessto be an effective resource personin theinitiation and application
of innovative and effective strategiesfor solving problems; etc. |n summary, the superiorsof
the INNOTECH participantsreported that thetraining courses made the participantsmore
systematic, effective, enterprising, innovative, positiveand confident intheir work.

Again, thesamestudy by Claveria(1979) revealed smilar results. In apart of hisstudy, he
interviewed 52 education officids, 26 superiorsand 26 colleagues of the participantsinfive
member countries. Perceptionsof theintervieweesreflected that INNOTECH training partici-
pants performancein thevariousrolesthey playedindicated ageneraly positivechangein
their behaviorsin planning, organizing andimplementing educationd

change.

2. Impact on organization

Asprevioudy mentioned, sSince 1978, aquestionnaire was sent out to the participants
superiorssix monthsafter the termination of each training course. Out of 92 returned copies, 11
reported that the proj ect proposal s devel oped by the participants during thetraining course
were approved by the superiorsfor implementation, 30 were awaiting approval; therest were

slent asto the status of their proposals.

Oneiteminthequestionnaireisabout change of position of participantsafter training. Althoughit
cannot be compl etely concluded that the changeisdueto training, thelatter might partialy
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contributeto the change. Thereport revea ed that 47 out of 92 were either promoted or given
amoreimportant assignment. Thisconfirmsthefindingsof Claveria(1979) inthe samestudy.
Therespondentsinterviewed reported that majority of theINNOTECH participantswere
assigned leadership roles such as chairpersons of working committees, survey studies, project
designing, curriculum development, project implementation and eva uation, staff devel opment,
consultant servicesand research studies.

Concluson

INNOTECH hashad avery unsettled history. The SEAMEO Charter had designated Saigon as
the site of the Center, but the conditionsin Vietnamin 1979 caused INNOTECH to seek a
temporary homein Singapore. From thereit moved toits permanent host country, Vietnam, in
1973. After abrief two-year period of operations, devel opmentsin Vietham again madeit
necessary for INNOTECH to transfer to Bangkok in 1975. 1n 1976, the Center moved to the
Philippineson atemporary basis. SEAMEC, during its Fifteenth Conference held in Manila,
Philippines, in February 1980, passed aresol ution requesting the Philippinesto be the perma-
nent siteof INNOTECH effective July 1981.

Itisheartening to notethat, despite the difficultiesand tremendous constrai nts brought about by
itsfrequent changesof venue, INNOTECH hassatisfactorily achieveditstraining objectives
asevidenced by thefollowing:

1. Thefeedback received fromtheregular training course participantsand their superiors
reinforcesthefinding that the coursesare very effectiveand helpful, particularly inthe areas of
planning, problem-solving and management of educational projects. Sofar, thesetraining
courseshaveyielded atotal of 831 graduates.

2. Thetraining programs have gained agood reputation among member and non-member
countriesof SEAMEO. Requests have been recelved and continueto be received from both
member and non-member countriesfor INNOTECH to organize and conduct thetraining
programsfor them. Asof thiswriting, INNOTECH hasaccommodated the requeststo
conduct two training programsfor Thailand, threefor Indonesia, onefor Maaysia, and one
for Bangladesh.

Theresultsreported inthisarticle should be of interest and satisfaction to thefour parties
concerned with INNOTECH training programs: the participants, the SEAMEO member
countries, thedonor governments, and the INNOTECH staff themselves.
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Book Review

Dugan Laird-Approachesto Training and Devel opment;
Addison-Wed ey Publishing Company;
Reading, Massachusetts: 1978; 303 pages.

Reviewed by LeoAnnMean, Training Division, INNOTECH

A featurefound in many organizationsistheexistence of aTraining Department. Theroleof the
department isto train or prepare peopleto do their jobsto meet certain standards of perfor-
mance. In recent yearshowever, the name Training and Devel opment has becomemore
popular. Thisisto accommodatethefact that besidesitstraining function, the department al so
prepares employees so that they can movewith their organization asit devel ops, changesand
grows. Training prepares peopleto do their jobsand devel opment improvestheir overal
competence beyond thejobsnow held. Theroleof training and devel opment haslong been
recognized. Whether the department isaone person operation or alarge specialized one,
training and development isavita factor inachieving organizationa effectiveness.

Thisbook presentswhat wewould liketo know about training and devel opment in el ghteen
relatively short and highly readabl e chapters. Theauthor, atraining consultant with twenty-five
yearsof experiencein the business, providesatremendous number of ideasin the book, more
than onewould expect in avolumeof thissize. The principlesand practicesof training and
devel opment used by departmentsfrom the most Spartan to the most sophiticated, are
examined in aquestion and answer format. Each chapter beginswith ashort and deceptively
smplequestion. Thisisfollowed by awealth of ideaswhich answer the question posed. In
fact the question posed isactually thetitle of the chapter. Thetitle of Chapter Two for ex-
ample, is"Why HaveaTraining and Devel opment Department?’ and that of Chapter Elevenis
"How Important is Teaching Technique?’

Topicscoveredincludetheroleof training and devel opment officers, location of the department,
finding and responding to training needs, learning objectives, theoriesand methods, teaching
techniques, training rooms, visua aids, training and devel opment budgets, measurement and
evaluation and selection and care of staff. A short summary isalso provided at theend of each
chapter for recapitul ation.

Inclear, frank and direct language, the author managed to present even highly sophisticated and
complex conceptsfrom fields such aspsychol ogy, education and administrationinamost
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simpleand easly understandableform. Thisisamajor accomplishment. Touchesof refreshing
humor arealso found occasiondly inthetext.

Thebook coversmorethan what itstitle suggests. It coversvitualy everything we need to know
about training and development. In hisattempt to cover asmuch as possible, the author may
betrying to cover too much, thereby not doing justiceto certain aspectswhich need wider or
deeper coverage. The specidistslooking for sufficient coverage of one specific topic may
therefore be disappointed. Nevertheless, training and devel opment staff would benefit from
the book, whether it isread from cover to cover or kept on the shelf and referred to when the
need arises. Newcomerswill find Approachesto Training and Devel opment amost useful
'how to doit' book while old-timersmay benefit fromit asarefresher course. Intheauthor's
ownwords, thebook containsalot of answersto questionswhich newcomers honestly ask-
and which ol d-timersoften ought to be asking.
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