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PREFACE

The author, At_'thut J. O'Sullivan, is employed as the training instructor for an Irish
motor distributor, having previously qualiﬁed as. a Moter' Vehicle “Technician;
graduated and worked as a teacher of Engmeenng and Techmcal Graphlcs in the
second-level education system for a number of years. ~

As part of the author’s current role he is charged with responSIblllty for the

mtroductlon of new technologles and test equipment to a nationwide dealer network

This study is undertaken in par'suanee of a ﬁersonat ambition of the a’uthon_"s: to
encourage the management of the Irish Mdtor.In'dustry to examine the type of training

that they provi'de, compare it with best bractice am_i implement appropriate change.
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Dealer -

D,‘epartm'ent of Education
Distributor

DIT

FAS

Franchised Dealer
IBEC -

’

IOMTR =

IRTE .

Junior Trades -

Manufacturer -

RTC
Senior T rades

SIMI

GLOSSARY

Retail Outlet of the Motor Industry.

The Department of Education of 'the Irish

Republic.
Importer and wholesaler of motor vehicles. ‘

Dublin Institute of Technology.

. The Irish Training and Employment .Authority.v o
Retail Outlet of the Motor Industry witha -
" commercial agreement to sell and service a
- particular vehicle manufacturer’s products.
" The Irish Business and E_mployment
- Confederation.
. The Institute of the Motor Industry. |

. International Organisatioo,; for Motor Trades and

Repairs.

: . The Institute of Road Transport Engineers.

The Junior Trade Examinations of the Department
of Education.

Manufacturer of motor vehicles.

- The Regional Technical Colleges of the Irish

Republic.
The Senior Trade Examinations of the Department
of Education.

The Society of the Irish Motor Industry. -
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ABSTRACT |

The work that follows sets out to examine the training system that exists to serve the -,
Irish Motor Industry and to prupose a model for its improvement. The basic hypothesis
is that the syutem is poorly poised to serve the Industry’s future needs and is in need of
improvement and refinement. | '
.The examination bégirts by establishing the demands that exist on this training system .
and then continues by evaluating the sYstem in educational and philosophical terms. A
" review of the training practices of other countries is undertaken. “
" Public sector trainers constitute the largest gruupmg 'of traitling"uractitioners in"the -
_Industry They also have an unportant role to play in the shape of the traxmng system
of the future A major part of this work is devoted to a unique study of the oplmons A
and eexperiences of this group. _
Public and pnvate sector training pohcy and practlce is also examined w1th pamcular
reference to future trmmng provision and planmng j
In the course of researching this topic, the findings indicate that the demand for non-
technical trainjng is not ad.equat'ely met by current provision and that non-technical --
training barrang.er'nents in many"a.reas'.bit" the Iudusity are ad-hoc.' Beforé. suggesting
improvements to’ these ar.rang‘ements it was first Ao>f all necessary to analyse the skills
that will be.re’quired in the primary occupationﬁl roles of the Motor Industry in the
future. This skills analysis allowed for an informed assessment of training provision to
be undertaken, covéring roles that heretofore were not analysed in such a way.
The final chapter recommends a Qomprehenéive method of improving Industry training
provisioh. This method involves the,‘establishment of a central council that would
oversee all facets of the training function of the Industry, both in the private and public
sectors, and serve as the awarding and certification body for all crafts and occupations

in the Industry.
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INTRODUCTION

This chapter presents an overview of the study, spells out its object‘iv_es and outlines

the key methodological tools used in the study.

1.1 BACKGROUND TO THE STUDY
" The Irish Motor Industry, like many other retail and service industries, is-undergoing
- continual and profound change. Such change is the result of many factors. Its

consequences are most keenly felt by those that implement that change: Motor

- Industry Personnel.

The demands put on the personnel workmg in the Industry are compounded thus

e The customer is becoming more and more demandmg

. Technology is puttmg more and more demands on the intellect of the
individual. . _ '

« Costisa factor in every action and decision taken

e Manual tasks are becommg less arduous but also less called for

« Ireland has truly taken its place in' Europe and become very much attuned to-
European standards and thinking N ’

o The computer has infiltrated every aspect of life -
o Change is always present.

It is impossible not to get caught up ih the waves ol' change that sweep .tmough the
Industry with every "'all-new“ model that lS introduced,- or "revolutionary" new
‘machine . offered, changix_lg a particular task forever. Every month some. new
developtment occors that has technological progress included, with ramiﬁcetions for
some element of the Industry.

For those at Manufacturer,or Distributor, level within the Industry change is ‘more an
evolution, it never ends. There are endlessnlodel face-lifts, technical modifications and
improvements that require varying degrees of knowledge upgrading for the personnel

involved. At individual garage level the same can be said.



Irish Motor Industry Training_ Provision
IriSh motor distributors serve a very important role in the provision of training for the

Industry generally. Three aspects of training provision are important to this study:

e The role of the distributor in providing training
e The type of training provided by the distributor _
e Non-technical training and training for non-technical occupations

The Role of the Distributor
In the Insh market the distributor, or lmporter assumes responsibility for ensurmg that
their retail outlets workforces have the opportunity to upgrade their knowledge and '
- skills to meet changing demands. The Irish distnbutors effect a lot of .control on the
standard of CVT offered to Motor Industry personnel ‘

In fact, the various Irish motor . distnbutors influence the technical upgrading that is
available to the workforce of ﬁ'anchised dealers in every corner of the country The
standard of personnel wrtth the Industry is, therefore largely dependent on the
ipamcular distributor to which a dealership is afﬁllated
Irsh motor distributors and unporters serve a cornerstone function in the training ‘and
development of the many thousands of individuals that make up the Irish Industry If
such key bodles fail in their ﬁinction then many people are professnona]ly ineffective as
‘aresult.

An examination of the overa]l training systém of the Irish Motor Industry,' with a
particular emphasis on the-function and role of the distributor, will be undertaken. The
outcome of the study is intended specifically to assist Irish distributors to formulate -
and implement.training plans for the future, and to develop a national approach to
training. » | |

This study will also examine the future skills needs of Industry personnel and compare
those needs with current training provision. | B

Nature of Training Provision

Current methods employed to train technical personnel are conventional and primarily

of the tried and tested lecture, with some practical experience, format. From an



educational viewpoint they are "re-active", i.e. a reactioﬁ to sbme development, rather
than "pro-active”, i.e. along pre-determined and planned lines which can accommodate-
change when it arises.

The possibility for more "pro-active" planning as the most effective method of training

the personnel of the Irish Motor Industry for the future, will be investigated.

N on-Technical Training Provision

Within the Motor Industry training system there is an almost exclusive emphasi.s l-o.nA
. technical training, with a large proportion of available trﬁining resourceé being-devofed ‘
solely to upgrading tedhnical staﬂ’i Further, there are a number of equally important E
6ccupationa.l f'oleé that fepéive inadequate, or inappropriate, training intervention. The
training needs’ of these areas of non-technical training will be examined in later

chapters. Also, non-‘t_echnical training interventions for technical staff will be discussed.

Other Issues arisihg o -

Aside from distl"ib’_u’tor traipin’g; a number ldf . bthér‘ issues will require analysis in the
course of this study. Primarily, these are as follows:

® The possibility for theintroduction of new oc‘cupafioné.l roles

¢ Public sector training provision and policy

® Methods of improving training -

» Previous Research and Published Material

1.2 FOCUS OF STUDY-
Occupational Roles
This report will examine the area of job description and demarcation of occupational

roles, particularly in terms of craftspersons and the systems that exist in other countries



such as Germany. It may be desirable to introduce new occupational roles to the

Industry to cope with increasing technologieel demands.

Public Sector Trammg Provision ' ‘

Public Sector Training in Ireland plays an lmportant role in initial training for the Insh
Motor Industry. A targe number of trainers work in the area of Apprentice Training in
the various FAS training centres and in Department of Education controlled colleges.
Given the long term irnpact that these trainers have on the standard of personnel within .
the Industry, their views and experiences are vital to any study of the training system '
~ within the Industry A survey of a large number of these trainers forms an lmportant ,

part of thlS work.

Training Approaches
The study will also examine the possibility . of fundamentally altenng the present‘
training systems to reflect a more individualistic and holistic approach The author will
evaluate the appropnateness of current methods of disseminating mforrnatlon and

general skills upgradmg and suggest 1mprovements that can be made.

Previous Research
A review of related published material will be presented in order to allow for a more .

comprehensive and informed analysis of the various issues to be undertaken.

1.3 AIM OF THE STUDY

To evaluate the existing training system and develop a. model of training and

development suited to the future development of the Irish Motor Industry, taking



cognisance of various factors that may impact on the training function of the Industry

over the next number of years.
Objectives of the Study
1. To identify key factors affecting the industry and its training function.

2. To identify the training needs of the industry:

3. To examine training systems in other countries.
Using .I, 2 and 3 to: _ |
A. To evaluate the existing training system in the Irish Motor Industry. -

" B. To formulate a new model of training and development for the industry.

Figure 1, on the followmgfpaéé, provides a schematic presentation of the study.



| Figure 1. Qutline of Study

Identify the changing demands of the Irish Motor Industry & discuss factors which will
affect the demand for training

Examine Irish training provision & the training provision of other countries

Establish a theoretical basis for discussing the tratning system

" Examine the views of public sector trainers on the current system

Examine the policies of both private and public éectbr training providers -

Establish the gaps that exist within the current system in terms of: best international ;

practice, the demands of the indﬁstry, ‘the views of trainers and application of theory.

Undertake an analysis of the skills required for the various occupations in the Industry,

establishing the gaps thét emerge in terms of skills required and training provided.

Establish conclusions and recommendations based on the above

Propose a model training system for the Motor Industry of the future.




1.4 STUDY OUTLINE

The study will take the following éhapter format:
Ch.1. Introduction

Ch.2. Research Methodology

Descriptions of the methods employed to gather information in order to achieve
objectives.

Ch.3. The Motor Industry

In order to identify the key factors affecting the training fiinction it is impofta.nt to
understand the structure and relationships that exist between the Irish Industry a}nd_the :
' world'—Widé Industry. 'Other factors, such as changihggve_h'icle‘ deéign, legislative issues,
environmental constraints ;Lnd customer requirements, that will influence the future Qf
the Industry, will be outlin‘ed.l | |
Ch.4.vLitera.ture-Revi:‘erw 3 _ |

Analysis of pubﬁshed material pértirient to the issues an'siné from the objectives.

Ch.S. Training Practices m Othe:‘ Countries

Examination of training prac'ﬁcés in :o£her 'cour;tries with the aim of determining the
best standard of international practice. |

Ch.6. Irish Motor Industry Priv#te Sector ’[:raining Practice:

Overview of system existing. in Irish market; results of primary research on participant
satisfaction; government / employer / association policy and likely developments.
Systems employed by the various Irish distributors to train their personnel;

shortcomings and advantages of these systems.
Ch.7. Irish Motor Industry Public Sector Training:

Primary research results, issues raised, outcomes and a general overview of public

sector training as applied to the Irish Motor Industry.



Ch.8. Occupational Profiles and Identification of Training Needs:
Models of skills -analysis appiied to the various:-r_g_le; in the industry; Identification of »
key skiils for the various occupational roles in the industry; matching of skills analysis
'and training provision, as discussed in chapters 6 and 7, in order to identify the key.

training needs for each occupation.

Ch.10. Conclusions, Recommendations and Model of Training and Development
for the Irish Motor Industry: -

Proposal of model that encompasses the best of current practice, compensation for

shortfalls and provision for the future.

Appendices and Bibliography
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RESEARCH METHODOLOGY AND DESIGN

2.1 INTRODUCTION:
Research undertaken for this study is comprised of two different strands: .
1. Pnmary Research
C'ensisting of a postal survey of public sector training personnel and of participants on
motor trammg programmes. The public sector survey forms a vital part of the overall =
evaluatlon of the current Irish trammg system and is discussed further below. The'
participants’ survey aimed to assess participant reaction to a typlcal» training course in
the Industry and t0vcomeare this te the ;eection of a similar group from a public sector o
course. | e S

2. Secondary Research
. A comprehensn;/e literature reyiew was Lim‘der‘taken‘ to . fo~rrnu1ate a .theofetical
framework- for the tfaining system ‘i.tself and o’ allow for an informed analysis of that

system. This review follows in the next chapter.

" 2.2 PRIMARY RESEARCH |

In order td evaluate the training system that is currently employed by the Inish M,ot:)r.
InduStry itis important' that some 'm’sight ee gained into the curfent practices employed -
and how the system is perceived by the experts in the area of tralmng ‘In the Irish

situation, the bulk of publlc resources allocated to training are consumed in the

provision of Apprentice training and further education as supplied by the Dept. of

Education and FAS. The FORCE Report states! that:
"The number of training days by day per employee is small after apprenticeships..."

As a result the biggest group of practitioners of training in the Motor Industry are to -

be found in the Regional Technical Colleges and Dublin Institute of Technology (DIT)

! Dominick Tuite, "Employment, Work and Training in the Irish Automobile Repair and Dlstnbunon ’
Sector”, FORCE Report, Dublin Institute of Technology, Feb. 1994, : p.36.




under the control of the Department of Education, and in the .P"AS Tratning Centres
under the control of the Department of Enterprise and Employment.

At no time in the past has axty survey been published whieh sought and reflected the
views of this important group of Trainers. It is obvious that any analysis of training, in
the context of the Irish Motor Industry, should seek the views of this influential body -
of people.

Therefore, the most important primary research carried out, for this study, was a

survey of the training instructors and lecturers in FAS and the Dept. of Education.

Objectlves of Primary Research =~ = = . ..
' « To determine the scale and cost of trammg apprentnces
e To determine the educational standard of entrants to the Motor Industry
» To determine the views of the tramers on alternatlve standards for the
Industry of the future : ,
e To examine the relevance structure a.nd de31gn of the Apprentlce Curncula
- To assess att:tudes to and reaction to the new modular approach to
Apprentice Education and Training. ' »
' e To determine the demand for, and extent of, non—techmcal trammg within the
| public sector of the Industry =~
) ‘« To determine the adequacy of funding for such public sector training
o To examine In-Service training provision for trainers in the public sector
e To assess future skills requirements and occupational roles within the Industry

Research Design

There are two distinct strands  within the training' system for apprentices: FAS
Training Centres catering primarily for 1st year apprentices, and the various Dept. of
Education Colleges catering for other apprentice and post-apprenticeship studies.
These training centres and colleges are scattered throughout the country. It would
have been extremely difficult to visit each one individually and attempt to interview the

individual lecturers/trainers. For this reason a postal survey was undertaken.

10



. The survey document took the form of a questionnaire which sought to elicit both
quantitative and qualitative information, Furthermoré, there were both open-ended and
~ closed questions asked of the participants.

In order to'pilot the questionnaire, initial drafts were sent to a sample of persons from
the proposed respbndent' cohort that were known to the author. Choosing such a
sample for the pilot was necessary as it was important that those chosen were likely to
respond and spend the time necessary to analyse the design of the questionnaire. Such
- feedback was vital if the survey was ‘to'be successful in _achieving'its objectives.

In pérﬁcular with attitude seeking questions, it was important that the fes‘pondent.
should not.be 'asked a "loaded" or "leading" type question. The sample survey asked -

that the réspondents comment on ‘any question that appeared to be of this nature. '

-

, Suwey Cohort and Sample ‘ _ |
There are between 60 and" 80 persons éngagéd 'b'y_ FAS .and the Department of |
. Education in.iproviding training for Motor Induétry .personnel. Estimates are imprecise
due to the possibility for overlap of téaching duties for lecturers in the Colleges, and
the possibility of secondment for FAS Instructors to other, non—instrﬁctiona.l, duties.
50 QUéstiomaires ‘were initially sent out with as wide a geographical spread as
possible. In most cases, more than one person was erﬁployed in each training ld_catidh.
Where this was the é"ase, a survey was sent to a number of persons in order to broaden
the outcome of the replies. Personal contacts were used to establish the identity of as
many - of the ‘motor specific’ public sector trainers in Ireland as possible, and
questionnaires were despatched accordingly.
A st.amped addressed envelope was included at the time of posting in order to improve
the reply rate. The covering letter was written von company stationery with an offer of
technical information and / or assistance if the respondents so required. The offer of
personal assistance to the cohort at any time in the future was intended to assist in

eliciting a greater response rate.

11



Training Locations that were sent surveys> were as follotavs: :

FAS Centres: Tallaght, Ballyfermot, Sligo, Waterford, Cork, Limerick, Galway,
Department of Education Centres: Dublin Institute of Technology, Dundalk R.T.C.,
Waterford'R.T.C., Athlone R.T.C,, Tralee R.T.C., Dun Laoire V.C., Wexford V.C.,
Cork R.T.C,, Galway R.T.C., Limerick RT.C.

Response Rates
 The -response rate was 48%, or 24 replies being received from the 50 questionnaires
that were despatched. At least one reply was forthcoming from each centre which
assisted the regional'/demogratphic.balance. The non-respondents were not different ih
“any way to the overall group B

The level of non-response could have been partly mﬂuenced by the state of flux that .
existed within the pubhc sector system at the tlme of the survey. Much change was
loommg and there were vanous union and professional .implications pending. The

cohort group may have, albert rmstakenly, believed that the survey 1nformat10n was to

be used in some way as a part of the change process. Another possnble inhibiting factor -

was the lengthy nature of the‘question_h'ajre itself, which some of the cohort may have -
found off-putting. o |

A persohal interview was conducted at the request of one individual. It was believed
that this individual’s views and experience were of pa.rticular importance to the overall
outcome of the survey. The outcome of this interview was a list of answers to the same

questions asked in the survey. These answers are simply included in the same manner

as all postal replies received.

2.3 SURVEY OF TRAINING COURSE PARTICIPANTS

In the course of the preliminary research it became apparent that little work had been
done on longer term evaluation of training outcomes. It was decided to carry out a
small survey of two groups of people that had completed similar courses but in diverse

situations; one group completed a Fuel Injection course at a Regional Technical

12



College during late 1993; the other group had completed a Fuel Injection course at the. -
author’s distributor training centre. |

As a groﬁp of people personally known was surveyed; and a group of people
personally unknoWn; doubts regarding partiality could arise. However, the results are
indicative of the views and experience of other technically trained personnel in the

Industry.

Questionnaire Design

The purpose of the questionnaire was to assess the participant’s views on the type of
training undertaken; in other words, one year after the course, how the mdmdual 'felt ‘
~about different aspects of that :gou_rse._

In choosing a questionnaire type the following criteria were employed:
e All questions were primarily concemed with ‘attitude’ to different .aspects of
the course.:
¢ Reply format must be kept snmple to avoid dependence on the 1nd1v1dual'
grasp of the vernacular. - ' A
. Questlon format to be kept simple to avoid rmsunderstandmg

As described by Oppenhexm2 Likert Scales are pnma.n]y concemned with
Um-d:menslonahty- makmg sure that all items would measure the same thing.."

" in this case attltude A Likert Scale ehmmates the need for judgements during the -

analysis by getting the respondents3:
"to place themselves on an attitude cbnljnuuin for each statemenf - running from 'strongly
agree' to 'agree’ , 'uncertain’, 'disagree’, and 'strongly disagree'."
A Likert Scale was devised and used to evaluate the attitudes of two groups:
e TheR.T.C. trained group comprising 11 people
o The distributor trained group comprising 16 people

The issues on which it was wished to elicit information were as follows:
e The personal enjoyment of the participant of the training received.
e The relevance of the training received to the everyday needs of the part1c1pant
e The adequacy of the amount and type of technical training received.

2 Oppenheim, A.N. ".Questionnaire Design and Attitude Measurement”, Gower Publishing Co. Ltd.,
Aldershot, 1981, : p.133.
3 bid., : p.133.
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" e The perception of the participants of the individual ability of the trainer.
- e The-appropriateness of this type of training for ill-eduipped garages.
-® The individuals desire for further and / or different types of tra.mmg
¢ Overall va.lue in providing such training.

Response Rates _
‘The percentage response rates of 69% for the distributor group and 73% for the RTC

group were considered adequate for this survey. Chapter 7 contains more detail.

2.4 SECONDARY RESEARCH

The subject of -training in the Irish Motor Industry is, of its very nature, a very
specialised one. As a result very little is published in this area. Related joumal articles -
and conference proceedmgs are in short supply | |
This dearth of matena.l is both dauntmg and mspmng Dauntmg, in that it has taken
considerable effort to come up with the limited amount of mformatlon contamed in thlS
document. Inspiring, in that this study_ is b{reaking new ground and is, therefore, -a
petential source of infonﬁetion for studies of the future. |

» Only two previoﬁs studies have been published in the area of training and the Irish
Motor Industry; one commissioned by AnCO¢ and the other by the EU FORCE
Programme’. Both ﬁll be ‘refe‘ned to at later points i.n the study. Neither report is
specific to the topic ef the future of training in the Motor Industry, and both were
written from the Public Training Sector perspective; not from the Motor Industry
persbective.

Other Sources

Secondary research is not confined te published information, however. [n’sorﬁe cases
information has been obtained from sources internal to the Motor Industry. In sﬁch |
cases detailed references to sources will not be included. In the event of authenticity

- being in question, these sources can easily be outlined.

4 Aidan Moloney et al, "The Retail Motor Trade 1983 - 1990" - A study of Markets, technology,
employment and training: AnCO The Industrial Training Authority, Dublin 4, 1983:

5 Dominick Tuite, "Employment Work and Training in the Irish Automobile Repair and Distribution
Sector”- _ Sectorat Study , FORCE Report, Dublin Institute of Technology, Bolton St., Dublin. Feb.
1994. )
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" THE IRISH MOTOR INDUSTRY

3.1 BACKGROUND

Before attempting to review the training system that exists in the Irish Motot Industry - -

we must firstly establish a reason for that review. The reason is simple: Progress! The
' stud.y'is undertaken in the belief that the existing training system is inappropriate for
‘the Industry of the future and needs to be changed. It is neither pmsed to react to nor
poised to lead the progression of the modern Industry. This progress is an mherent part
of the Motor Industry and ca’nnot be haited but must be examined and the training
| system amended accordmgly | | |

Before examining the trammg system, this chapter wrll present an analysns of the major
issues affecting the growth and development of the Motor Indust_ry in Ireland and in an

overall world context. The key factors considered here are:
e Customer satisfaction trends '
e Technological progress '
o Nature of the Irish Motor Industry )
e Nature of the World Motor Industry -

3.2 ‘ CUSTOMER SATISFACTION TRENDS
The-Motor Industry of the 1990's is charactenised by teclinological progress and
change, with an increasing focus on customer care. This type of customer focus is a
relatively new phenomenon. In previous decades, particularly the 60's and 70's, the
Industry was simply interested in selling new products with no obvious long term
strategy for building up customer-product allegiance. Limited supply ensured a health& _
customer base with relatively high sales volumes and profit margins fer manufacturers.
| The 1980's was marked by a world-wide slump in vehicle sales with manufacturers
struggling to survive while customers were reluctant to purchase new vehicles, due

mainly t0 economic pressures.
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The Indﬁstry has come through these decades in good shape and rﬁanufactﬁrers are
’n_ow' more competitive than ever before; both in terms of the range of produét options

they offer and théir increasing awareness of the need for customer retention. Unlike

‘earlier decades, it is now very diﬁicult to maintain customer a.llegiance in the face of
.impro;led cémpetition and ever improving product quality. All manufacturers are very

keen to retain their existing cusfomer base while building a new customer base, thus

increasing rnarkét share and profitability. Such an emphasis on retainihg customers is

based on the premise that it is coﬁsiderably easier to retain.an existirig customer than it
is to-attract a new ,custdmer.b |

Iﬁcreasingly, manufacturers are aware that customer rétention 1s ,depend'ent on the.
customers relationship with thé retail dealer from which the vehicle is purchaéed and -
‘maintained. While the physical facilitie:s proﬁded in retail outlets‘are irﬁportant, the
~ "human factor" is also important. Quite simply, interpersonal relations between the
customer and the dealer are crucial for custo,vmer‘ retention and satisfaction. All of the
major manufacturers employ market resezirch companies (such as the J. D. Power
company of Amén'.ca)vto e’\’/aluate their customer satisfaction raitinés and use the
feedback obtained from thes"e’comi)anies'to address their perceived shortcomings in

order to improve their market performance.

3.3 TECHNOLOGICAL PROGRESS |

While cusiomér satisfaction is a rélatively new item on the manufacturers' agendi,
technolc;gical progress is not. Technological progress haS been so much a part of the .
Industry aﬁd so prevalent that manufacturers have always provided a training
organisation for their technical staff. As it would have been impractical to‘wait for the-:
' publié sector to provide this training, the Industry has taken the lead and provided its
own technical training. As technology becomes more complex so too does the range of
knowledge and skills required by technical staff. Technical staff's ability to repair and
. maintain complex systems has a direct bearing on the level of satisfaction experienced

by customers but is complicated by the rise in customer expectations. Such a rise in the
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level of service expected by customers is a result of the increasing commercialisation of
society 'in ‘general, ever improving vehicle quality, high purchase prices and an

increasing awareness of customer "rights".

3.4 LEGISLATIVE DEMANDS

External influences alsoeome to bear on the Industry. Legislative change can result in
d-er_nands being made on Industry personnel. For instance, the intrnduc_:tion of noise and
exhaust- emission regulations and the banning of asbestos and CFC materials have -
provided a c’onsiderable technical challenge for the Industry. |

More importantly, however is the increasingly litigatious tendency of Irish society and
the need for members of the Industry to be aware of therr legal obhganons in deahng
with customers. This aspect of legislation i is becommg more and more important.

In summary, the Irish Motor Industry is subject | to increasing demands in terms of’
e Increasing customer demands and the need for customer satisfaction and
retention
» Increasing levels of technological complexity
* Increasing legislative demands and consumer litigation tendencies.

3.5 IMPLICATIONS FOR THE MANUFACTURER AND DISTRIBUTOR
These increased demands on the Industry will be experienced by all members of the

Motor Industry. A failure to meet these demand will lead to :
' e Increased costs for manufacturers and customers
¢ Decreasing customer satisfaction levels
e Lower staff morale and increased disaffection, leading to further decreases in
customer satisfaction levels.

Increased costs will result if technical staff are unable to execute a successful repair,
with the resulting increase in warranty costs to the manufacturer. In the case of cars
that are not covered by a wa.rranty the customer will be expected to bear these costs.
As will be witnessed in the media on a daily basis, customers resort to iitigation more

readily than ever before with high legal costs and awards for damages when litigants
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- are éuccessful Costs can also result from adver'se publicity received b)./ mani.lfactu'rers

in the repomng by the media of court claims; whether these claims are defended

successfully or otherwise. Such costs, through loss of sales, are dlﬂ’lcult to quantify but

are best avoided. |

Even where court hearings are avoided, pnsucéessﬁﬂ repairs can lead to. legal.
correspondence between customer and manufacturer and' necessitate the .use of
independent technical expertise. Invariably, the manufacturer pays a share of such

costs. |

Manufacturers also provide more comprehensive warranties than heretofore. A three
year warranty is now much more common than t‘he.standard: oné year warranty of
. some years ago. It .ivs likely that a three year warranty will be introduced for.European

‘manufacturers in the coming years, thus bringing. them into line with the Japanese

manufacturers. Further, ﬁlany .manufacturers 'also offer free break-down insurance

cover for vehicles covereq By their warranty.

Both of these developments have implications for dealerships as customers spend less
and less money on the maintenance and repair of their vehicles and manufacturers take
.more financial responsibility for their product: , ‘ |

Improving the level of tecﬁnical competence in the Industry is, therefore, in the best - -
interests of the manufacturer and their agents, if costs are to be nﬁnimised. Improving
"interpersonal skills will lead to improved customer satisfaction and retention and,
ultimately, to improved profitability. Current methods of improving technical
competence and interpersonal skills centre on providing training intervention with liftle

activity in Organisational Development or other non-training type programmes.

3.6 THE "UNIQUENESS" OF THE IRISH MARKET _
The Irish market provides a number of challenges that make it unique among European -

countries:

® There is no indigenous manufacturer of motor vehicles and no car assembly is
undertaken
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e New car prices are amongst the highest in Europe due to the high level of
. taxation. N _
e Profit margins on new car sales are small, due to the high number of dealers
“-appointed for almost all franchises and the relatively small customer base.
e Motor insurance premiums are hlgh particularly for high performance vehicles
and young drivers.
e As all cars are imported, the market is affected by international monetary
exchange rates. :
e Our island and peripheral status means that transportation costs are higher than
those of mainiand Europe. - '
o The car ownership rate is amongst the lowest in Europe (ﬁg 3.1)
.o The national population is very small by mtematlonal standards, in fact it is
exceeded by many European cities. ]
e Of a car population of approx. 900,000 units, 58.7 % are over 5 years old or

more-and 23.6% are 10 years old or more!.

Figure 2.1: Car Ownership per Capita in European Countries 2

! Society of the Irish Motor Industry, 1995 Budget Submission of the Society of the Irish Motor
Industry, pps. 15 & 17, Dublin, Nov. 1994.

2 Volkswagen - Audi, Internal Data.
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Structure of the Irish Motor Industry .
" With no. manufacturing base, Industry actn/ity is largely conﬁned to vehicle
importation, sales and service. Ireland’s Motor Industry is amongst the smallest in
Europe if levels of new nar sales are used as a comparativé device. The onfy c‘onntries
in Western Europe that sold fewer new cars in 1993 were Norway, Finland and
Luxernbonrg. Figure 3.2 demonstrates this point. In comparist;n with the major world
markets, Europe, as shown in Figure. 3.3, is the largest market for new cars. Irish new
. car sales, however, represent a tiny fraction of the Eur‘op.ean market: Out of an overall
European market of 104.6 million units in 1993, Ireland accguntéd for 64,149 units? or,

approx. 0.6%, less than 1% of the total.

Figure 3.2: Eurdpean Passenger Car Sales, 1992 & 19933
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In later chapters analysié of some’ other European national fraim'ng systems is
- undertaken. As part of this Mysis the working of the German dual system will be
discussed. When comparing German motor industry training practice with Irish motor
industry practice, the relative sizes of both industries must be borne in mind. Motdr
.!Indu_stry publications report new car registrations for 1992 in Germany as 3,929,558
with the equivalent Irish figure reaching 68,084 fér that year. This would suggest that
| the Insh new car market is apprqximately equal to 1.73% of the German new car
fﬁarket. Training' activity a.nd expenditure must be analysed with these differences of

scale borne in mind.

Figure 3.3: Majonj Passehger Car Sales, Markets , 1992 & 1993 ¢
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Number and size bof retail outlets
Some data fegarding the size of retail outlets in the Irish Motor Industry is to be found
“in the Census of Services 1988. Examination of these ﬁgures shows that the rriajority,
i.e. 99.8 % of Repair Garages and 89.1 % of Car Sales Ouflet's employ 19 persbﬁs or
less. Over 60% are employed in Car Sales Outlets that have 9, or‘ Iess,: employees;-
while 97.8% of Repair Garages have 9 or less employées. In other words, the vast
majority of garages within the Irish Motor Industry are small work units and all
| discussion must take cognisance of that fact. The following is the actual information

contained in the Census:

Figure 3.4 Number and Size of Retail Outlets 5

Car Sales Outlets Repair Garages

No.of PersonsEngaged | (%) (%)

1 to 4 persons | 36.8 85.6.

5 to 9 persons | 26.1 12.2

10 to 19 persons B 252 2.0

20 to 49 persons ' . 11.9 0.2

50 persons or more . e 0.0‘ | , . 00
Number of Outlets/Garages 777 1,769

(Source: Census of Services 1988) -
Employee Number Forecasts
During the 1990’s the nurhber of employees in the Irish Motor Industry remained
static, falling from highs attained during the boom years of the early 1980’#. The
increase in new car sales in 1994 has changed this situation. Figures published by the
Society of the Irish Motor Industryé (SIMI) reveal that an extra 1,200 jobs were
created during 1994 as a result of improved new car sales; giving a total, as of

December 1994, of some 14,000 persons employed in the Retail Motor Industry. The

5 Central Statistics Office, Census of Services 1988, Government Publications Office, Dublin 1988.

6 John Grant, "Vitality remains troubled", Irish Motor Industry , Vol.1, No.20, December 1994: 13,
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increase in new car sales is mainly attributable to a revised motor taxation policy in the
Governmental budget of 1994. The SIMI, in the same article, have impres-sed upon the
Government the need for further changes. Should such changes take place then a

further increase in employment within the Industry is possible.

3.7 THE WORLD MOTOR INDUSTRY

Improved trade arrangements, transportation and global communication networks have

made the concept of a “global village” a reality in the 1990’s. The Motor Industry now .

serves as an example of how ‘small’ the world can be, but this was not always the case-

In recent years there was a perceived division in the motor industry between Japanese
and non-Japanese cars, particularly in Europe. This division was encouraged by a host
of agents whose intere,sts\were best served by the division. The division has manifested

itself mn the decision of Irish buyers to osten51b]y purchase either:
o Japanése Vehicles or,
e European Vehicles

In the late 1970's and early 1980's, the Japanese car industry came from being-a minor

" force in the motor industry to becoming a major one.. This was primarily due to vastly

superior production methods and high standard quality control systems, coupled with a .

‘host of electrical devices. on even. the cheapeét models, European cars seemed
relatively unattractive.

As Japanese exports in electrical goods and high value itefns, such as cars, were very
strong, Japan’s economy boomed and its trade balance with Europe and the USA
moved into surplus. In the late 1980's the European and USA car markets fell into

decline and the indigenous manufacturers looked to their respective governments for

support. This support included the introduction of import tariffs and a marketing

campaign aimed at encouraging people to be more patriotic in their. purchasing of new
cars. The result of this campaign was effectively to stereotype cars as being elther
Japanese or European. The Japanese car was perceived as bemg more rehab]e whxle

the European car was perceived as being more sturdy and enduring.
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Developments in the Industry during the early 1990's have seen. Japaneéc
manufacturers set up manufacturing plants in the USA and in Europe; in order to
circumvent i‘mport, restrictions and to minimise exposﬁre- to fluctuations in the
international monetary exchange rate markets. In tandem with thié, co-operation

agfeements have been reached between a beWild‘ering array of manufacturers; breaking
| down international and idealistic barriers:

Ford and Mazda have combined at board level to share ideas and management
techniqués. Ford's Probe model uses Mazda components. Mazda have decfared their
inténtion to build Mazda cars at the Ford plant 'in Dagenharﬁ, England from 1995. -
Ford sell the Nissan Terrano model as a FordMqvériék in Europe. Nissan produce the -
Primera fange at Suhderla.nd, Ehgla.nd.

Volvo cars are fitted with Renault epgines,- Mércédes—Beriz will fit a Volksﬁ"agen engine
to its forthcoming new E rén_ge. Fiat, Renault and Peugeot jointly manufacture a van
and market it separately under their respéctive marqﬁes. -

The German Volkswagen Group now also own the Spanish SEAT and Czech Skoda
- brands, sharing technology and research and developménf facili:ties with both.

Fiat Auto now own Alfa Romeo and Lancia, while the Fiat HGV operation Iveco
owns the Ford machinery group for Europe. The Insh office of Fiat Auto now
distribute 4/fa Romeo.

The Vauxhall Nova which is marketed as an English car is in fact szmjsh or Belgian
built and known .as an Opel Corsa in other mafkets. Opel are a Germé.n company,
owned by the American General Motors Corporation. The Opel Vectra and the Mazda
323 are fitted with an /suzu engine, of Japanese manufacture. [suzu are owned by
GMC also. |
All of the above examples serve to illustrate the links between the various
manufacturers. There is really nd longer any such thing as a "German" car or a
"Japanese" car. There are simply too many variables at play, in terms of component
sourcing and research and development co-operation, fdr a modem car to be described

as the product of a single country, or manufacturer.
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Commercial links such as those listed above, are likely to--iricrease in humber and
complexity. This will lead to a change in the current ﬁﬁe-up an_d arrangement of Irish . -
di‘stributors.- As already pointed sﬁt Fiat Irl. are now responsible for distributing Alfa
Romeo and a new distributor, with sommercial links to the BMW / Mitsubishi
distributor has been established to handle the Hyundai franchise. Some new importers
will be established as a number of car manufacturers, most notably those from the Far
East, are currently trying to break into.the Irish and European markets. Flux in‘thé

distibutor situation is likely to continue.

‘The Il!;pact of Computgm on the !ndus_try

As m all forms of business, the Personal Computer _(PC) is having a dramatic éﬁ'ect on
the Mbtor Industry. Many retail outlets possess at least one PC, on which the accounts
and administrative records are kept. Many pigger outlets have a small network of PC's,
which allow 'for adnﬁnistratiske work tolbe centralised and,for accounts and stocks to
be updafed instantly. Récords of warranty work and customer and vehicle data files are
also easily included in such systems _

Many franchised dealers - are avaﬂmg of the opportumty to go Qn-lihe" to their
distnibutor. This arrangement allows the . dealer limited access to the mainframe
computers that are part of everyday life in the distributors. Distributors, in turn, are in
contact with their respectiye manufacturer mainfrarries.‘ On-line facilities allow the
retail outlets to check on new vehicle movements and stocks, spare parts stocks and
orders and, sometimes, the facility to communicate with the distributor "without
paper". The Industry is, however, lagging a little behind the UK. in adapting this .type :
of communication system and still relies heavily on éelephone, fax and postal methods
of communicatiﬁg. | | |
There can be no doubt that a communications revolution has begun, but it has not yet .
reached its peak in the franchised dealer-distributor link. Growth in this area will

continue.
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3.8 SUMMARY OF DEMANDS ON INDUSTRY PERSONNEL FOR THE
FUTURE

e Customer Care standards and customer expectations are likely to continue to
increase

e The tendency toward using litigation as a method of resolving problems is likely
to continue to grow. '

e Technological change will continue at a rapid pace.

e Environmental regulations will continue to force change for the Industry.

e The relatively small size of outlets is unlikely to change. :

e Sales volumes are difficult to predict but the cyclical nature of the market is
unlikely to change. Volumes are unlikely to change sngmﬁca.ntly

e Profit margins from new car sales are likely to remain low.

e Car ownership levels and the average age of cars are unlikely to change
dramatically, even though they are amongst the lowest, and highest
respectively, in Europe. '

e Employment levels are not likely to change dramatically.

- @ Co-operative projects between “manufacturers ‘are continuing to increase in
number and complexity. This may well lead to the amalgamation /
rationalisation of the smaller distributors in the relatively small Irish market.
Some new distributors may also be established. '

e The use of PC's and computer penpherals will continue to grow, probably at a
greater rate than in the past. .

_ @ Vehicles are likely to become more and more reliable with further extensions of
warranty cover likely and customer repair bills continuing to fall.

o Transportation costs for new vehicles and for spare parts will continue to
remain high, even though certain freight costs have been reduced in real termé_
in the past number of years (with the introduction of more air and sea
crossings and the removal of internal EU customs restrictions ).

e Investment in training must take into account the different size of the markets
concerned. '

Implications for Future Training Provision
e Training focus must reflect changing customer care standards.
e Industry personnel will need to be more concerned about, and informed on,
legal issues. '
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e Increased levels of cd-ope'ration between manufacturers m'ay necessitate
increased levels of co-operation between Irish distributors in the area of
training provision. .‘ ’ '

o The Industry’s increasing dependence on cémputers will necessitate -planned
training intervention at national level. A -

« Industry personnel will have to be better informed on Environmental Issues. -

e Training systems and policies must reflect the technological sophistication of

the product and nurture the technological skills and understanding of Industry
personnel. B '
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LITERATURE REVIEW

4.1 PURPOSEvOF LITERATURE REVIEW

The purpose of the review of published literature is as follows:

e To examine past research in the subject area of training and development and the
Irish Motor Industry. This examination will constitute Section A of this chapter.

e To examine relevant theory underpinning training, developmeﬁt and education. This
examination will constitute Section B of this chapter.

e To.examine the role of training in the socialisation of the individual, 'COnstftuting

Section C of this chapter.

4.2 OUTLINE OF LITERATURE REVIEW

SECTION A - EXAMINATION OF PAST RESEARCH
The examination of past research wﬂl serve to inform the reader of recent and relevant
ﬁateria] published that relates to the training and development function of the Irish'
Motor Industry. It will be sub-divided as follows: |
Government. policy and reports commissibnéd oh Irish Industrial Training
A number of reports have analysed and made comments on the Irish
, traihing system in general. The outcome of these reports will serve to
stimulate thought for discussion on motor ‘indus;ry training in later
chapters. . |
Employers comments on the Irish Training Sy§t»emJ
The employer group IBEC have issued a report.-on training policy and tﬁe
role of FAS. Given the important role FAS plays in the Irish training
system, .published comment from this group will be compared with views

of the Motor Industry personnel in a later chapter.
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Research into trammg in the Insh Motor Industry
The FORCE report as prepared for the European Cormmssnon is the most
recent piece of research undertaken in thls area. The findings of this report-
are very important‘to'this study and will come up.for discussion at many
points in later ‘chapters.

Conclusions of Section A

'SECTION B - EXAMINATION OF RELATED THEORY
V;STRUCTURE' | '
. The exammatlon of related theory serves to mform on the phllosophlcal and theoretlcal
* basis of the study and w111 cover the following toplcs
- Deﬁmtlons ‘ ‘ |
This sectlon will offer an explanatlon of unportant terms that appear
throughout the report This is necessa.ry in order that the phllosophlcal
perspectlve employed in 'this report is understood when dlscussmg the_ ,
~ training system e |
. Theory of training methods .
| ‘In order to evaluate current tralmng methods an. explanatlon of the various
trammg / educational phﬂosophJes will be offered for the reader This

-sectlon w111 also examme a method of evaluating training methods The -

overall review will form the basis for the development of a new training =~

~ model for the Irish Motor Industry training system:.

Conclusions of Section B
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" SECTION C- SOCIALISATION FUNCTION OF TRAINING SYSTEMS
" One irhportant outcome of the training system is tﬁe effective socialisation of the
trainee, an éa,spect of traixﬁng that is ‘usually uns;tated and often unintentional. This
. socialisation function is the subject of two important commentaries that will lead to

discussion in later chapters regarding the role of technician.

Conclusions of Section C -
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4.3 SECTION A : EXAMINATION OF PAST RESEARCH
In outlining the ﬁndings of research »into training activity in the Irish Motor Industry
attention is drawn to the fact that very little directly relevant published material exists.-
In fact, only two dlrectly relevant research projects have been undertaken in the past.
As wxll be discovered, these two_projects made only limited reference to the subject
| matter- of this study. Both studies lean somewhat toward the publlc sector, were
written by‘public sector personnel, and were undertaken at the reqnest, and with the
| funding, of public bodies. 4
_In llght of this lack of previous research, the scope of the literature review has been
- broadened ‘to include research that is apphcable to the more general sphere of Insh‘
- Industrial Training. This approach allows for a broader examination of the issues .

involved in providing training for the Irish market.

Government Policy and Reports Commissioned on Irish Industrial Training

Of the recent reports "published on Irish industrial training the most incisive and
msrghtful views on Governmental pollcres in this area, are to be found in the report
‘comrmssroned by the Natlonal Economic - and Social Council (NESC) published in
1993 and titled "Educatmn and Trammg Policies for Econonuc and Social
Development". Unhke other reports, this report looks at the direct effect of education
on the -world of work and vice-versa. It is the authors’ view that, due to the very
relevant and important nature of the ;report, some consideration be given to its
contents. : |

This report was prepared at the request of the government in order to ascertain links
between the education of individuals and the net .worth to the economy of that
education..

If it is necessary to justify the provision of education and training for employees then it

can be stated in common with the NESC! that ..

1 Nat]onal Economic and Social Councrl (NESC), "Education and Traxmne Policies for Econormc and
Social Development”, Dublin, 1993, p.15.
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"education and training ultimately lead to increased produciivity and competitiveness."
‘The report also underlines the key policy aims (which are the stated aims of the Irish
Education System) included iﬁ the Green Paper on Education, 1992.
Dr. Tom Kellaghan was commissioned by the Coﬁncil_ to undertake a comparative
study of vocational education and training in Ireland with that of Denmark and the
- Netherlands. Tﬁese countries were chosen as they are more comparable with Ireland
" than the other EC countries in terms of geographical size in the case of the
Netherlands, and in terms of population size in the ?:aSe*of Denmark. The comparison
is generally restricted to the nature of educational provision and the kind of curriculum
and experience to which the- individuals are exposed. | |
Hierarchy of Skills Attainment _ | _
The European Community (now _Eurobean Union, or EU) has deﬁned a hierarchy of
skills attainment for the varioﬁs technical occupétioﬂs. These are set out in the Official
-J o.urnal of the European Cémmunities, 31 JulSr 1985, and explained? as follows:
"..Level 1 refers to knowledge and skills attained at the end of compulsory education with
perhaps'some im’tiatiqh to wdr'l;.‘ .[ndjyiduals at this level are regarded as semu-skilled. A
holder of a Level 2 qualification is regarded as fully qualified to carry-out work in a variety
of tra&es (e.g. motor mecham'c,. electrical ﬁ'tter, carpenter, dental technician, office wérker,
hairdresser, hotel reoépﬁomsn telephonist, etc.)...Activity at Levei 3 involves techmml work
which can be performed independently and/or executive and co-ordinating duties and usually
involve a greater degree of theoretical knowledge than that required to function at Léyel 2.
Examples: acgoums clerk, bank clerk, lab. technician, master craftsperson, forepgrson and- .
legal secretary.." A Level 4 qualification normally requires post-second level education
“Work at this level.requires sufficient mastery of the scientific basis of an occupation to allow
.autonomously pursued vocational activity in management or administration as an empioyee

or seif-employed person.”

2Dr. Tom Kellaghan, "Education and. Training Policies for Economic and Social Development”, .
Nationat Economic and Social Council (NESC), Dublin, 1993, pps 96-97.
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In setting out this type of hierarchical occupational structure the EU is also opening up
the possibility for cross-occupational pay structures, and although more implied than .
stated, is the possibility, of introducing a social status hierarchy based on the "level" of
a persons occupation. In later analyses the level accorded to the role of Motor
Mechﬁnjc will be addressed. Attention is drawn to the parallel between motor
mechanic and telep'honiét; both are accorded level 2. .
Occupational and Personal Skills
In comparing the different systems of vo'cational education Dr. Kellagha;n places
particular emphasis on the acquisition of technical skills. Vocatibrial education, he
‘ pomts out, ls3 ' |
"not only the achusmon of the particular technical skills required for spectfic occupatmns
but in addition to specnﬁc occupational Skl]lS e
| "preparation for wo_rk»involves the knowledge and skills of general education (such as
literacy, numeracy, the ability to solve problems;, to copé with complex situations, to
communicate clearly) as well as personal and social competencies, the ability to adapt, work
habits and-attitudes and'gnterpﬁée‘;kiil\;.f" ' |
In the next section which will deal with personal and "overarching" capabilities the
personality traits deemed desi;able for employees will be mentioned. .Dr. Kellaghan
goes further than just deciding-on the technical-abilities that a potential entrant to the
“workforce should possess by describing® the more general characteristics of an |
individual who has been prepared for work:
~1.” Basic cdmpetencies‘in literacy, numémcy, science and information technology.
2. The ability to apply the knowledge an?l skills which have been acquired in school or
training in the work situation. _ |
3. The ability to work with others and a sense of responsibility.

4. Positive attitudes towards flexibility, innovation and entrepreneurial activity.

3 Dr Tom Kellaghan, "Education and Training Policies for Economic and Social Develo op en "
National Economic and Social Councnl (NESC), Dublin, 1993,, PPs. 96-97 :
4 Ibid., 1993, p97 .
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5. General and specific knowledge and skills relating to a particular occupation which are
. acquired in special training or appfenticeships;.",
Kellaghan goes on’ to suggest: |
= ."Itis generally accepted that vocational education or training should be preceded by a sound
genemi education”.
Standards of Educﬁtional Attainment _
In attempting to compare the vocational and training systems of other European
‘Countries with those of Ireland, a number of variables must be consxdered not least of
which is the calibre of student. Dr. Kellaghan compares attamment in basw standards»
of educatlon'bepween Dutchz Danish and Irish students and finds® that .
" Mathematics surveys have:found the perfonpance of Irish 13 _y‘r.-old students to be just
above the international mean.”, whereas the performance of Dutch students.. "exceeded the
international mean..". In readiklg tests .."Iﬁsh §tudents performed above the international
mean for 32 coﬁm.ri‘es in all reading literacy 'areas. Their performance was clc;se to the
performance of Dutch students in all areas. Danish students, who were somewhat older on
average, performed’ belter than bot.h Irish-and Dutch students.”.. In comparisons with other
,c0untnes in terms of science achxevement "The performance of Inst}‘ students was well
below the international average." p.99
Given the above information we can conclude that Irish students are on a par with their
European counterparts and are no less able than them acadenﬁcaﬂy, except for Science -
attainment. In comparing E‘uropé_an training systems with the Irish one it will not be
necessary to make allowances for the variable of student attainment. '
However, the proportion of Irish students enrolied in technical / vocational and
apprenticeship programmes is low by international standards. In 1988, 17.4% of Irish
students were enrolled in vocational, technical and apprenticeship programmes, in

Denmark 71.7% were in these programmes and 60.4% in the Netherlands. Since that

\

5 Dr. Tom Kellaghan, "Education and Training Policies for Economic and Social Developmem"
National Economic and Social Council (NESC), Dublin, 1993, p. 97.
6 Ibid., p. 99.
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time the Department offdpca-tion has introduced various Vocational Preparation and
Training programmes and incentives. These incentiveé may-have changed the situation;

the Report doés not take account of such incentives. Reasons for these low

- participation rates include the perceived low-social status of technical occupations and

the tendency for second-level students to aspire to academic occupation. These

reasons will be expanded on in a later section. Also, the.number of designated trades,

where formal apprenticeship training is possible, is much lower in Ireland than in bther

,‘ countries such as Denmark, the Netherlands and Germany.

Apprenticeship Intake Educational standards

Dr. Kellaghan analyses tHe ‘educational attainment standards of the registered

apprentice population? as of October 3 Ist 1992:

Inter Cert. 38% Group Cert. 12% Leaving Cert. 47%  Exempt 3%

 He then compares them with similar 1983 and‘ 1991 staiisiics from the Dept of

Educaﬁon
' Year. 1983 (%) ° 1991 %) © 1983-1991 (+'or‘-%change)
Iner ~ 49 B 22
Growp 21 14 - 33
Leaving 25 44 +76
" Exempt 54 | -25

By examining the figures above, a trend toward .a higher level of attainment: is‘
abundantly clear. The report does not suggest which trades are using the Leaving Cert.'
as the entry requirement, however. It is not possible to decide if this trend is typical of
all apprenticeships or whether it exists for particular trades only. It will bg'possible to
comparé these 6fﬁcial figures with the experiences of the trainers and lecturers of fhe

“public sector in a later chapter.

7 Dr. Tom Kellaghan, "Education and Training Policies for Economic and Social Devélopment",'
National Economic and Social Council (NESC), Dublin, 1993., p. 100.
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. Kellaghan also refers to the findings of the Culli'ton Report when he says?: .
"The Industrial ll’oliq'. Review Group (IRPG) 1992 concluded that there is not enough
emphasis on technical and vocational education at second level and that the educational
system is not attuned to the economic needs of society”....(the system)..."provides a poor
.platform for subsequent vocational or industrial training" The IRPG .."recommended that
indusu'y should be more involved in policy deielopment and that on-the-job training should
be supported by study in vocational and technical schools.f'
. However, the Council contradicts one of these contentions by stating? that it..
"is not aware of any evidence that would support the view of the Industrial Policy Review
Qroup (1992) that the educational sysfem in Irelandﬂ providqs a poor platform for subsequer}t
vocaﬁo@ or industrial training” p.122 |
Certiﬁ;:ation and Recognition of Awards -
Keliaghan highlights!® Some "major problems" with \;ocatiohal.preparation courses in
Ireland. These arise ‘...",'
". from’ the lack of systematic formal assessment and ceru'ﬂcétion procedures. Formal
assessment and certification procedures 'sen)e vseveral purposes. They promote labour
mobility, they reduce costs to employers who do not have to- invest in their own testing
system; they set standards of achievement that can guide curriculum development; and they -
serve as criteria for monitoring the performance of training institutions..In Denmark and the
N;:therlands, formal examinﬁtions are assuming an increasing importance in the assessment
of students.”
Given the move toward continuous assessment and the standards based approach to
apprenticeships which will end the current system of examinations for apprentices, it is

interesting that he comments!! that ..

"It is believed that examinations for apprentices,... will serve to raise standards.” ‘

8 Dr. Tom Kellaghan, "Education and Trauung Policies for Economic and Socnal Develogmenl"
National Economic and Social Council (NESC), Dublin, 1993., p.122. .
? Ibid., p.122. _

10 Ibid., p.125.

W Jbid., p.125.
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An important 0t_>s}ervatic$n12 is made by Kellaghan in discussing the possibility of .the ‘
_introduétion of a,.Nation,al Framework for certification that would allow students to
progress to higher levels‘of training, ...

"The co-ordination and rationalisation of the efforts of a variety of bodies engaged in

ceniﬁcaﬁon, including FAS the Department of Education’s Technical Schools Examination '

Branch, and other agencies, will not be a trivial task"; going on to state that.. "Whatever

system qf vocational preparation is adopted in Ireland, experience in both Denmark and the

Netherlands woﬁld indicate that-it should be kept under continual review."

There is currently no national framework for certification and review ‘prbcedure’s are
ianrmal and largely unreliable. However, the Minister for Education has recently
announced!3 thev establishment of a new body to be called "National Education and
Training Certification Board" This board will:

" ... ensure quality ,anq stafxdards in all non-univei'sity insﬁtpﬁom.inclﬁdjng regional
techni;:al colleées, private colleges, FAS and Teagasc .cemres,- the Farm Apprenticeship
Board and elsewhere. The new board will set in place a framework to allow a young person
to start with a basic vocational course and build up credits to allow them to progress to -
dégree courses in universities or regional colleges. The.forthcoming National Education and

- Training Certification Board (NETCB) will be the regulatory and supervisory body for all
vocational training programmes and all third level education, except the universities.

It is proposed that the Minister appoints the chairperson of the board which will have eleven

other members - two from industry and commerce; one ICTU nominee; a nominee of Lhe‘

Minister for Agriculture; an expert from the EU, a student nominated by USI; and five othe_?s

active in education and vocational training... The experts from industry and the training area -

will consider the relevance of the courses 1o the world of business and ensure that they keep

abreast of changing technologies."

12 Dr. Tom Kellaghan, "Education and Training Policies for Economic and Social Development",
National Economic and Social Council (NESC), Dublin, 1993, pps. 125 - 126.

13 John Walshe, "Reform of Education Awards Planned”, Irish Independent, 16th Jan. 1995: p.1.
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This is a welcome development but will take some time to make any impact on current
tréim'ng systems and certification arrangements. It is interesting to note the explicit
exclusion of the universities from the remit of the Boﬁrd, particulariy in the light of the
RTC's efforts to attain university status in the future.
Prestige and Up-Take Levels of Vocational Education 7
Dr. Kellaghan then continues!* by addressing a problem long known in Ireland, ..
"that problem in both Denmark. and the Netherlands relates to the prestige of vocational
education relative to more academic education”. ‘
Higﬁ achieving students aspire to an achgqﬁc eduéation leading to a University place
and there is a lack of gender equality among apprentices regarding uptake. The
aspiration of a .University education! ..
"seems to have created a particular problem in the Netherlands,‘where students who would
like to go to' a school‘ leading to a um'veﬁity e@umtiqn choose a general secondary in
preference to vocational - education in the hopg ‘that they; will acquire the necessary
quéliﬁ&ations fgr university entrance. They do this even lhough the likelihood of qualifying
' for university entrance and job pm;pects at the end of general secondary education are poor,
while there is a shortage of individuals With‘craﬁ‘ skills in the cou.nt-ry:
A further problem anses in relati(;h to gender stefe_otyping, which is common ih yocational
f:ducaﬁon Ain Denmark and the Netherlands. Training in certain areas (e.g. rﬁotor mechanic)
is confined almost exclusively to males, while in other areas, females predominate (e.g.
" dental assistant). A similar pattern, of course, is to be found in Ireland. A further problem
relating to gender which app&us specific to Ireland is the large proportion of boys, relaﬁve to
girls, among low-achieving students in reading literacy."
The education system in Ireland is broadly similar to that of the Netherlandé; the .
secbndary education and examination system is geared towards the individual gaining a

University place. In common with the Netherlands, insufficient places exist and so the

14 Dr. Tom Kellaghan, "Education and Training Policies for Economic and Social Development”,
National Economic and Social Council (NESC), Dublin, 1993, p.127.
15 Ibid., p. 127.
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" majority of students ére studying for something that they can never bhave. Only a small |
section of the Irish secondary education system is vocationally oriented. The issues of .
prestige apd gender equality are very relevant to training and-the Motor Industry
generally, and will have to be considered in the outcome of this study.

Personal Skills

Dr. Kellaghan continues by making some more general comments on the general

tratning system
"There is already a greater appreciation throughout the EC of the importance of training,
both initial and continuing. In future there will have to be a much stronger emphasisv in that
training on quality and higher standards of both geneéral and technical skills. The Capac1ty to
respond to changes in demand from the labour market will have to be developed "

The capacity to respond to change as mentioned by Kellaghan has implications for role

demafcation within iﬁdustry and is something which is not formally included in any

_ training programme even though many observel;s have suggésted that it should be.
Kellaghan conclude515; '

*"Human c-apital, nurtured by edugﬁon and training poiicies, is an important ingredient in
economic prog.ress in_ an ena characterised by‘. rapid technological change and the
development of a knowledge-based society... education and training policies must address a
~ range of goals simultaneously; to provide the knowledge base for society as a whole; to equiﬁ _
- people with' the skills and attitudes the need for a fulfilled and productive life and with the
‘capacity for life-long learning and development; and to ensure. that all members of society
receive éducation .and training whicﬁ enable them to develop their talents and become
productive members of the community"
Many points made by Dr. Kellaghan are made in the general context of Irish industrial
training policy, not specifically the Irish Motor Industry. It is possible, however, to
: take much of the content of his concluding remarks and apply it to the Industry,.

particularly the notion of "human capital" and the need to nurture a "capacity for life-

16 Dr. Tom Kellaghan, "Education and Training Policies for Economic and Social Development”,
National Economic and Social Council (NESC), Dublin, 1993, p.199.
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Iong ‘leaﬁﬁng" Such phllosophjes will underpin the overall model of tralmng and
development as it evolves
The NESC Report concludes with a number of statements and findings that are
lmportant to the deliberations of an "ideal" training and development system. Firstly, as
a gmdmg philosophy, for the education system the report states!?:

"..the primary role of education is in developing the qualities of integrity, reliability and a

sense of justice and other moral attributes in every student".
This is a somewhat moralistic philosophy and while it is desirable, in the commercial
world very often a different set of values are the norm. Importantly, the Council draw

| the readers attention to thel® |
.."general lack of comparahve analysis of the Insh educatxon and training system."

This lack of analysis is bome out by the experience of the author in researching the
various topics. A great deal more research and‘eotnparative analysis is necessary in
many areas of public sector training. Particularly 50, given that!? :

.. The Council is firmly of the view that systems of education cannot be replicated or

transported from one sociéty to ‘another. National education systems are complex structures,
o reflecting the history,. culture and values of each society."
Skills Gaps
Ih assessing the training and education systems that exist in other coo_ntries in 2 later
chapter the non-transportability of systems from one culture to another must be
considered. In encouraging employers to invest in training it can be concluded that 20 .

~ "..competitive performance is adversely affected by poor quality human capital.. (and) ..there

is a skills gap between Ireland and best practice firms in competitor countries.."

17 National Economic and Social Council (NESC), "Education and Training Policies for Economic

and Social Development” Dublln, 1993, p.200.
18 1bid., p.200.

19 1pid., p.200.
20 Jpid., p. 206.
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This alleged skills gap can be discussed in later analyses of the European Motor

Industry. One area where it is possible to agree entirely with the Report is in that of

* supervisory and management training. The NESC Report concludes?!:
"In particular, supérvisor and management training needs to be improved. This led the
Industrial Policy Review Group to recommend the linking of the provision of some publicly-
funded services and zuds to the willingness of firms to undertake management trammg' :

The report further suggests that?? :
" flexibility and adaptability.. (are).. key skills. Flexibility and adaptability emerge as key.
compgtenci'e_s which have been acquired by our competitors to a greater extent. ...our"relativcv:
under-training, which in furn stems from fess investment in training and retraining, has to be
remedied... recent-changes in the Irish apprenticeship training system... moves us closer to
practice in Denmark and the Nétherland.;. The success of the revised apprenticeship scheme:
will demand significant retraining and up'gxﬁd.ing of skills for the current stock of employees,
particularly lﬁo§ who will be involved with on-the-job txaininé for new apprentices."
‘ Cqmmentators in a later section agree that the success of the revised apprenticeship
scheme will depend, to a signiﬁcant‘.degre(e', on those current employees that will play
the role of on-the-job assessor for new apprentices. An important area which will also
be commented on in greater depth at a later stdge is that23: - .
".a developed system of accreditation is necessary to develop linkages between the various
strands of adult and éontinuing education, émd thus to encourage adult, as well as young
people, to progress through the education and training system at their own pacé and in
accordance with their own requirements."

The National Vocational Qualiﬁcation system, introduced to the traihing and education

- systems of fhe United Kingdom during 1991-92 and explained 'm‘a later chapter, is an

- attempt at such a system of accreditation. A proliferation of awards and awérding

bodies in the UK meant that there was only limited cross-linking and mutual

21 National Economic and Social Counc:l (NESC), Edumuon and Training Policies for Econonu

and Social Development”, Dublin, 1993, p. 207.
2 Ibid., p.207-8.

B Ibid., p.217.
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- recognition by awarding bodies: The introduction of a new apprenticeship system may
well herald the need for a similar system here, although jthe_ proposed new NETCB may
well fill this role.
In-Service Provieion
The need for improvements in In-Service training provision for public sector trainers is _
suggested?*:
"The most 1mponant resource in formal education is the teaching professnon New initiatives
and programmes....demand a well-prepared teaching staﬂ‘ The Council is concemned that

- provision for in-service training... will continue to dehver this training on an megular and -
ad-hoc basis... in-service traiing should be an insﬁfutidnalised,.. accepted, regular
constituent part of teacher educmion.... ,Necessary changes' in organisational and other
arrangements must be eﬂ'ected to enable thls to happen."

| »The idea of staff development programmes will be dlSCUSSCd in the light of the
comments of the public sector trainers survey at a later point in this work.
A number of difficulties for employers which the Council have highlighted?s are that..

. "Apa_rt from the apprentficeehip:syslem, employers in Ireland have had limited involvement
in the design of course material, the development of appropriate assessment, dccreditadon
and even work placements.” . |

Any new training and development system will need to take cbgnisance of these facts;.
employers have not been involved in the design of public sector curricula or assessment;
procedures to any great extent in the past. Any future developments will have to |
'addfess these issues. |
.Summary Findings

The following are the most important findings from the NESC Repdrt for this study:

e Individuals should be prepared for work at second-level and possess basic
competencies in literacy, numeracy, science and information technology.

24 National Economic and Social Council (NESC), "Education and Tralmng Policies for Economx
and Social Development”, Dublm, 1993., , P. 219
23 Jbid., p.222.
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. @ While attainment levels for Irish students are similar to those of other Eurdpean
countries, enrolment levels in technical and vocational programmes are low.

- ¢The low social status accorded to technical_pfofessions acts as a barrier to the .

recruitment of high achieving students.

e It is not possible to replicate or tfansport national educational structures frorﬁ
one culture to another. ' ‘

o Supervisor and management training needs to be improved.

o Flexibility and adaptability are key personal skills.

e A developed system of accreditation is necessary to develop linkages between
the-various strands of adult and continuing education. ' ’

e In-service tratning should be an institutionalised, accepted regular constituent

~ part of teacher education. ' -

e Employers have only a limited involvement in the education s'y§tem.‘

Employer Cdmments on the Iﬁsﬁ Traini;lg S-ys.tel;l
Irish Business and Employer& Confederation (IBEC) is a body that was established °
to represent the interests of employers at national level. During 1994 IBEC published
a report wmch included a number of recommendations on the Irish training system.
The report was published shortly after the establishment of a new public body
FORBAIRT, which came into being as part of a decision to split the former Industrial
Development Authority into 3 bodies; FORBAIRT, FORFAS and IDA Ireland.
FORBAIRT now holds responsibility for indigenous industrial development.
IBEC representiﬁg employers, propose the setting up of an agency that '\;vould control
and monitor the employers»role’ in providing training. Up fo now, while there is an
onus on employers to provide training for their employees, there is no statutory or
voluntary organisation charged with the overseeing of this training; although theA,
Industnal Training Committees (ITC;s) of FAS do have certain responsibilities in this
_ rggard. Certain incentives are provided by FAS and they are charged with a sfatutory
- role in this area but the ITC’s do not exercise absolute control over the standard ‘of

training carried out.
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IBEC proposes that 26:
"IBEC has proposed that emi:l'oyers’ respons;ibility for the uammg of pedple in ‘t;.mploymem‘
be recognised in a new body... This body would be a powerful agent for ensuring the
coherence of initial and continuing training, and for increasing both the quantity and quality
of training by companies needed to'suppon business growth and competitiveness.”
. "Training for Ihdust.ry should be business driven-and reflect a clear articuiation of industry‘s
: needs for skills deveiopment. However, national policy on training the employed in Ircland is
" driven primarily by State agencies....;'; a
Corﬁments on the Currgnt Training System
lBEC has a number of criticisms to make of the newly structured FAS/Forbairt systém:
- -"The Fas Industry Division is ot industry-led. Its structure reflects the tripartite
'amngeménts whichvapply in FAS as a whole. - |
-Rsponsibili;_y and "ownership" of training does not rest with ﬁle employers who are
bexpected to act on it. | |
-The mechanisms for cousultati'oh with employers are inadequate and ineﬁ'eclivé.
-Policy objectives are not being dictated by employer needs but are significantly influenced by
the supply side. | |
~The promotion of training is not in émployér hands.
-There is a "cfedibility gap" between FAS and its e;m'ployer customers.
~ -There is insufficient potential for leadership, the development of best practice case studies
and the cmaﬁon ofa leammg organisation, dédicated to improving the unality and depth of
training supply.
-There remains widespread disillusionment Wit.il the work of industry training committecs
which are regarded as "talking shops" by many employer participants.” |

In order to counter the faults of the current system IBEC go on to recommend?’:

26 [rish Business and Employers Confederation, "The Training of People in Employment” Summary ,
IBEC, Dublin, April 1994,
27 1bid., 1994



~ ~"The establishment of a Policy and Prémotioné Unit, comprising a very small numﬂer of
’ pemﬁmem staff drawn edually from FAS and the private séctor.
“The Unit Qould operate independently under a board which wouldvhave a majority of
- employers nominated by [BEC, with appropriate representation from FAS and ICTU.
-The Board would report to the Minister for Enterprise and Employment and would be
directly responsible for the funds currently devoted to research and policy making within
FAS (£.. in 1993, appropriately adjusted to enable it to fulfil its wider remit).
-The-um't would establish the pﬁoritiw and lay down criteria for all‘State spending on
training for the emplo'yed,‘ including the broad déignation of pilot initiatives, but would hot
- be r&s’ponsiblé for the actual allocation to particular projects or emplgyers. In this way, it
would indirectly inﬂdence spending in this area.”
Role of IBEC R , |
In order to hasten the\establliiéhment Vof an Industry-led training body‘ IBEC itself will
~also %: . ' | o
:"consider tﬁé fon‘nétion ;x;ithin the organisation of a dedicated.énd adéquately resourced
training unit to: | - |
-Articuiate industry training rieeds
-Act as a focus point for indu_'stry tfainirig activities in the various trade Miaﬁom and |
industry Lrammg committees ‘ | |
-Formulate policj/ initiatives for the training of the emploj'ed and 'ensure_‘ strong
representation of industry's concerns vﬁth Government and the agencies
-Ensure strong employer representation on FAS ITC's and othér' relevant groups
-Promote awareness of the value of training." |
Other Comments
' FAS also comes in for some criticism from an industrial perspective in the course of

the Roche-Tanséy report 2 :

28 rish Business and Employers Confederation, "The Training of People in Employment” Summary ,
IBEC, Dublin, April, 1994, : :
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" "In overall terms, FAS does not meet the needs of industry for higher level skills (e.g.
‘technician, supervisory and managerial) and experience which are vital in improving
competitiveness. it has been pushed progressively away from meeting industry objectives -

towards meeting the needs of the unemployed.”

In applying the notion of FAS as the national training provider certain problems arise.
As will become evident during later chapters, FAS do not provide a lead in terms of
Motor Indust'ry CVT; in.fact they supply only a minimal support role, mainly in
financial terms. Théy do, however, play a major role in. apprentice ‘training; The
comments of IBEC can, in v‘th’e main,’ be applied to Motor Industry CVT. The
cémments of Roche and Tansey regarding higher level training skills are also relevant
to - FAS Motor Industry CVT provision. These comments and suggestions will be
borne in'mind in the enipirical research and in the analysis of future training needs and:
structures.

On the other hand FAS face difficulties in the lack of commitment to training on the
part of the Industry itself. T.h"is f:act will erﬁerQé in later chapters analysing the training

system of the Irish Motor Industry itself.

Research into Training in the Irish Motor Industry _

The two pieces of published research mentioned earlier that relate dir_ectly to this study
are: The FORCE reportbof 1994 and an AnCO report of 1983 detailing activity in the
Irish Motor Industry. Both reports are comprehensive; both are ihponmt in the
contexf of this study. The key findings of these reports are presented below.

FORCE Report |

" The FORCE Report will be analysed under the following headings: -
® Definition of CVT

29 Frank Roche and Paul Tansey, "Industrial Training in Ireland", "A Time for Change : Industrial
Policy for the 1990's", The Industrial Policy Review Group, Dept. of Industry and Commerce, Dublin,
1992: p. 114. : ) : : ) ’
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@ Level of Training Activity
.® Training Plans
® Cost of Training
. e Future Training Provision
e National Training Plan

Definition of CVT
The deﬁﬁition of "Continual Vocational Training", as stated in the FORCE report is 3%:
| (Cpnﬁn@ Voc;#tional Training is) ...."A structured activity, financed wholly or partly by
enlerprisés, dilTectly or indirectly, in order that the persons employed might improve, acquire
or maintain their skills, knowledge or qualifications from time to time in their working lives"
One difficulty an'ses:with this particular deﬁnitiqn;' that CVT is .."financed wholly, or
- partly by enterprises..”. In reality many persons that attend Public Sector CVT do so
on their own time and at their own expense. This is particularly true of the employees . .
of non-franchised dealers and ﬁnemployed persons that attend CVT to keep abreast of
technoldgical developmenis. | _ |
A-wbrking definition for the purposes of this study might read:
"CVTis a st;uctured activityA 50 oréanised that persons, currently or previously,
engaged in an industry might improve, acquire or maintain their skills,_

| knowledge or qualifications from time to time in their working lives." .

Level of Training Activity
In discussing the balance between technical and non-technical traning the report notes
that 31 :

"The motor distributors fun many courses for their franchised dealers and euiployees. -

Because of the necessity to guarantee vehicle pﬁmhaseré an adequate after sales service much |

.30 Dominick Tuite, "Employment Work and Training in the Irish Automobile Repair and Distribution

Se'ctor"- Sectoral Study , FORCE Report, Dublin Institute of Technology, Bolton St., Dublin. Feb
1994, p.5. . , , : v .
3L 1bid., p.22.
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of the trm'ning relates to sales/technical matters involving repair and servicing.... The amount
of training arranged by distributors 'en behalf of their dealers in the areas of . sales and general
managemem is rather limited"
It is important to note the report’s comment suggesting that the amount of sales and
management training was rather limited. The findings of this report were based on a
number of case studies undenaken in conjunction with a variety of outlets, both
franchised and non- franchlsed The level of activity in sales and marketing trammg will
 be discussed at a later ponnt
‘Other comments®? have also been made regarding the general lack of training in the
Motor Industry The actua] extent ‘of sales and management tra1mng provision and up-
| take is lmportant in the context of an overall analysis of the Motor Industry and, as a
result, w111 be dealt with in greater detail in a later chapter |
" The report goes on to discuss its ﬁndlngs when companng the trammg programmes ‘of
franchised outlets with those of non-franchised outlets?3:
"Dealers who have a vehicle ﬁanchise are more likely to be involved with their employees
than dealers without a franchise, or repair garages, tyre shops and other retail outlets.
However, the training provided for franchised dealers is likely to concentrate on technical
aspects with less impact on business rnanagement and development skill;. "
Having suggested a link between franchised eutlets or dealers and a higher level of
~ involvement with training, the report also suggests a link with the overall outlet
operation 34:
"The organisaﬁon of work at di.s;tributor level is very professional. The franchise dealers
benefit from this expertise as training in administration and organisation filters down to
these outlets. The non-franchise dealers depend on public centres to supply the skills needed

for work organisation.”..."The relationship between franchise dealers and the distributors

32 Aidan Moloney et al, "The Retail Motor Trade 1983 - 1990" - A study of Markets, technology,
employment and training: AnCO The Industrial Training Authority, Dublin 4, 1983: p.100.

33 Dominick Tuite, "Employment Work and Training in the Irish. Automobile Repair and Distribution
Sector"-_Sectoral Study , FORCE Report, Dublin Institute of Technology, Bolton St., Dublin. Feb
1994, p.30.

34 Jbid., p.31.
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" (which is.approx. 50% of the dealers) is very good... "The advantage (in customer relqﬁonS)
.generally lies yvit.h the franchise dealers where help is provided in the 'orghnising of skills at
distributor level." | o
Given the above, it may be stated that franchised dealers are likely to have better
organisational structures than non-franchised dealers and to possess an advantage in
terms of customer relations skills. The fact that non-fra.nchised‘dealers depend on
public centres to supply skills needed for work organisation, can lead to Aproblems if the
provisibn of suitable skills training in these areas is in any way inadequate, or
inébpropriate. 'fhe survey of pllbliC sector trainers will examine training provision in
this arez;. : , A N
In se’ttihg ouf the criteria for examining the training systems of the EC Member States,
FORCE sought information‘under, six headings. The moré relevant headings, and the
reports conclusions under each 3%, follow:
Training Plans at Workshop Level
"In general there are plalis for CVT in most main franchise dealerships which are regulated
by the main distributor. The 6rganisaﬁon of training as well as the selection of personnel to
attend is ‘usually left to the manager of the dealership. Sometimes the same employee is
selected to attend .a number of distributor‘comses and because of this some“ émbloyees only
ret;eive timited opportunity to attenci any courses.” |
Tﬁére are Both advantages and disadvantages to this method of selecting employees for
| training. The major disadvantage lies in the non-participation of some employees in
.~ CVT. ;l"he major advantage lies in the specialisation of certain well trained individuals
. with extra skills -that the dealer can then call on when a problem arises. Selection
procedures are important and must bé addressed. The suggestion that dealership

training plans exist is one that the authors personal experience would suggest to be

35 Dominick Tuitte, "Employment Work and Training in the Irish Automobile Repair and
Distribution Sector”- Sectoral Study , FORCE Report, Dublin Institute of Technology, Bolton St.,
Dublin. Feb 1994, p.31. 4 |
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_ slightly misleading. ‘The fact that a plan might exist is possible; the likelihood is,
» deever, that it is not being pursued. . "
Interlinkage of Training Plans and Demand
“The plans are initially developed at the manufacturing ‘base (outside Ireland) and are
adjusted by the distributor to suit the specific needs of this country...."
Manufacturer subsidiaries are more likely to fit this profile than privately owned
distributors. Feedback from distributors on this topic will be discussed in a later

chapter.

Cost of Training
On more general analysis of Industry training activities the Report analyses the cost of
training, but does not actually Quantify t_hosé costs. At individual outlet level 36:
"The cost of tmining can be considerable for a small dealership. Wages and travelling
expenses have to be paid to the individual ..... The loss of profit from labour can be quite
| expensive and ;his limits the number of training days per individual each year....
This comment also suggests that the loss of profit to the employer, as a result of the -
" employees’ attendance at a training course, limits the number of training days received
byiemployees. This problem can be barticularly acute for outlets that.are service agents
for more than one manufacturer as manufacturers usually insist on the participation of
every outlet in their trainihg programmés. A franchised outlet from a provincial town
~ could expect to lose approximately £200 in workshop revenue; plus a day’s wages 6f
£50 and expenses of, typically,b £40. A total of £290 per day per employee. This total

would increase a little if an overnight stay were involved.

At distributor/manufacturer level investment in training is greater but, again, no actual

cost is calculated in the Report 37:

36 Dominick Tuite, "Employment Work and Training in the Irish Automobile Repair and Distribution
Secior”-_Sectoral Study , FORCE Report, Dublin Institute of Technology, Bolton St., Dublin. Feb
1994, p.31. : ‘ .
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The cost to the distributor is also considerable as he must employ full-time trainers and
develop a training school. Each of the distributors provide a budget to ensure that adequate
standards are maintained especially when new vehi'cles‘ are introduced onto the market."

A cost not mentioned in this analysis is that of trainer in—servicé provision.
Interestingly, the report suggests that distributors do not actually quantify the cost of
providing training for their dealer networks 38:
"Normally the toial costs of training are not evaluated by all companies but they have
detailed records of courses attended and the cost of such courses and their relevance to the
' ‘company..." |
The benefits to the distributor in providing training are, the Report suggests, 3
o .. seen as providing a beﬁér quality of work leading to customer retention which in theory
is a financial benefit to the company.” |
Future Training Provision’ | '
‘The Report goes on to look at factors likely to impact on ﬁ.ﬁure training provision in
the Industry. A growth in the number of employees would be an important element
_here, but 4:
"Employment in the automoblle sector wﬂl ‘remain static -or increase shghtly with the

introduction of compulsory vehicle testing...”

In discussing future needs and training developments, the FORCE Report 4! concludes:
"Training needs will have to correspond to the overall development of véhicle technology and
~design. The quality of in-hoﬁsc training is recognised already by the distributor and plans are

in place to raise the stamiards which are going to be required. The need for public centres to

co-operate with distributors will increase so as to develop sales and parts courses to meet

37 Dominick Tuite,."Employment Work and Training in the Irish Automobile Repair and Distribution .
Sector"- _Sectoral Study , FORCE Report, Dublin Institute of Technology, Bolton St., Dublin. Feb
1994, p.31.

38 Jbid, p.32.

39 Ibid., p.32.

%0 Ibid., p.36.

41 Ibid., p.36.
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their needs and provide national quéliﬁg?{ions for their staff. Non-Franchise dealers will
have to invest more time than before in CVT training, so as to rqaintain their standards.”
In-house “training Is iﬁponénf in the area of in-dealer assessment, and it willﬂbe
discussed in a later chapter in the context of the revised apprenticeship system.
The Report also mentions the‘ need for co-operation between public centres and
distributors in sales and parts training; and the need for improved CVT for non-

franchised dealers.

- Training Activity In the Sector¥? -

| ”Tﬁe number of training days by day per employec is small after apprenticeships;, unless.
special courses are arranged by the centres. The number attending public centres is quite
high where céurses are avaﬂable, which is only in a small number of cities and is on the .
employees own tme." ‘ . |

These aspects - of CVT are important to the overall "study-“and merit further

investigation. The survey of public sector trainers will offer more information and

insight in that section of the study. : | o

In discussing the type of CVT dffered the Report concludes*? -
"The predominant mode of training for technjcal.and parts courses is in the tra.lmng centre of A
the distributor. This averages two days per year per embloyee." :

National Training Plan "

Probably the most significant finding, for the purposes of this study, from the FORCE

Repér_t was that regarding a national training plan for the Industry. The Report

suggests 44 :

42 Dominick Tuite, "Employment Work and Training in the Irish Automobile Repair and Distribution
Sector"- _Sectoral Study , FORCE Report, Dublin Institute of Technology, Bolton St., Dublin. Feb
1994, p.35. . -
43 Ibid., p.35.

4 Ibid., p.36.
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"The quality of technical training is to a nery high standard. A nationa] recognised training

plan is needed m parts, sales and general management training, which the industry should

: imfoducc to its members. This training can then be standardised by various means of

' monitoring to ensure its quality. At present only a few manufacturers have any formal
training plans in the areas mentioned.” |

This suggestion of the need for a national plan for training which should be introduced

by the Industry itself, is the "Raison d'étre" for this study. The suggestion regarding the

existence, or othérwise, of training plans among distributors is one which will be

pursued with the distributors themselves in a later chapter.
Summary of FORCE Report Findings -

The following are the most important points.raised in the Report in terms of this study:
® Much of the tralmng activity in the distributors- relates to technical matters.

e Training activity in sales and general management is limted.

° Francmsed dealers are more likely to be involved with tralmng than non-
~ franchised dealers. They are also likely to possess an advantage in terms of
customer relations skills. | ' |

e The selection of trainees is usually at the discretion of the manager of the

| ~ dealership which can result in unbalanced participation rates in training among
employees. o

® The cost of training provision is considerable both for the dealership, and the
distributor.

e There is a need for distributors to co;oper‘ate with the public centres to develop
sales and parts courses and to provide national qualifications for staff. *

. @ Non-franchised dealers will have to invest more time than before in CVT

e The number of CVT days is small after apprenticeship.

e A national training plan is needed in parts, sales and general management
training which the Industry should introduce to its members. '

The Retail Motor Trade Report, AnCO.
in 1983 AnCO - the Industrial Training Authority - issued a report outlining the
operation of the Retail Motor Industry. While soxne 11 years have elapsed since its

publication, many of its recommendations have not been acted upon. .
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The followihg predictions were made at that time by the authors 43 :
| "Retail garages will remain small in size with each department operating under greater
ﬁnaﬁcial control than in the past... Franchise hoiders and non-franchised garages will tend to
- operate increasingly in separate segments of the market, the former concentrating more on
the sale and servicing of new vehicles with the latter placing more emphasis on selling and
repairing used vehicles... Technological change will have a radical effect on workshop
activity and the skills required by craftsmen over the period... The increase in electronic
devices and sealed components in cars will necessitate the increasing ‘use' of diagnostic
equipment to 'ﬁnd faults.”
The  above predict;lons‘ were essentially correct, ‘pa;ticularly in terms of the
téf:hnological change forecast. |
Recommendations of the Report v
In making recommendations for training in the Induétry the Report made a number of
suggestions 4 :
1.” There is a need for a more Qﬂemﬁc and proactive approach to training for craftsmen to
ensure updating of technical rkndwledgé: an.d skills”. .
27 The need to keep instructors skills updated is a continuing ~requirément if the skills of
future apprentices aré to be up=dzited. "
3.” Three training needs have been identified as arising from the increased use of computers
in the industry. They are: - computer appr'eé‘iation courses for a wide range of staff - detailed
software courses primarily aimed at financial controllers, éocoumams and administrators -
| retraining of clerical staff in .computer operating skills." |
4. "The necessity of training in customer awareness has been identified as a uainirig neéd for

vimmﬂy every occupation employed in the garage trade....

43 Aidan Moloney et al, "The Retail Motor Trade 1983 - 1990" - A study of Markets, technology,
employment and training: AnCO The lndustnal Training Authority, Dublm 4, 1983: p.13..
46 Ibid., p.15.
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5. "In an industry with a large number of smail outlets training in.' small business
management is imperative... The primary training need is for ﬁna;xcial management cnabling
gafages to operate ei’ﬁciemly in the present harsh economic climate."”
‘A number of these points merit further discussion. Firstly, the idea of a pfoactive.
training approach for craftsmen. While there have been improvements in the training
strategy adopted for craftsmen, in many cases this still cannot be describéd as
proactive.
I_h-Service Provision
The issue of in-service training for apprentice instructors is.raised here and expanded
upon at a later point in the Report 4.

"Continue basic training of apprcm.xoes taught by instructors whose skills are as up to date

" and relevant as possible.”

As this is an AnCO generated repén it must be assumed that the instructors referred to

afé from that orgé.nisation. The issue of trainer in-service is one‘of the topics dealt with

in the public sector training survey..

Market Share and Levels of Training Activity

The authors go on to make some very ixﬁpor_tant observations the first of which will be

developed at a later point 48 :
"One could suggest that the level of training provided by manufacturers was related to the |
market share which they bave‘ in the Irish situation. Market leaders were seen to be providing
a very compreﬁensive training programme whereas those further down the scale had less’
rigorous training policies.. ]

One comparison that can be made, however, i;s that between levels of investment in -

training for staff, and company success. A study # of the top 100 UK firms revealed:

47 Aidan Moloney et al, "The Retail Motor Trade 1983 - 1990" - A study of Markets, technology,

employment and training: AnCO The Industrial Training Authority, Dublin 4, 1983: p.111.
48 Ibid., p.99.

49 Coopers and Lybrand Ltd Human Resource Development Survey, Nov. 1992.
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) "Companies With~aboye average invesrment in training and development of their staff were.
the same companies who had above average performance in profitability and onerseas market
share.” | " |

- . This would siiggest a strong link between investment in training and company

perforrnance. }The possibilities are that training is an investment that pays off with

success in the marketplace, or that successful companies can afford to invest in training

provision. The latter is quite possibly the case for the Irish Motor Industry.

- ‘Traimng Actiwty in the Industry5°
. "Overall traimng prov1ded by the manufacturers/drstnbutors for their dealer network was
con51derable' The emphasis was pnmanly on keepmg the skills-of the mechamcs employed
" in their garages up to date and to.a high standard In addmon, sales and parts training had an
1mportant role in Lhe eyes of most compames However management and computer umnmg
‘ seemed lower down the_list of priorities". ‘
As discussed in the coritext' of the FORCE ,Report' little has’ changed in terms of
management training. Whiles:iles and parts tra.ining have an important role in the
oerception.qf the Industry.'the' actnzil extent of “non-'techni'cal trainingactivity is not
stated. This inforin;itio’n’ will be sought‘ﬁ'o‘m the distributors and discussed in a later -
chapter. ‘. |
Non-‘Frnnc_hised Outlet Training Needs
_ "'T he increasing need to use diagnostic equjomem combined with a knowledge of electronics
" “and antoelectiics skillsv rather lhan mechanical skills.. It will become increasingly difficult for
rnecharijcs'who do not have the facility of attending manufacturers courses to keepA their
-+ skills relevdnt and continually updated.” - ..
"_The garages ’to be most affected by this vare to be‘ the smaller garages who have a'workshoo ‘

v but-do not have a franchise".

50 Aidan Moloney et al, “The Retail Motor Trade 1983 - 1990 ;’_A study of Markets, technology,
employment and training: AnCO Thé Industrial Training Authority, Dublin 4, 1983: p.100,
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_ The absence of CVT for non-franchised outlet's is obviously important if their survival
is to be assured. In reahty, the distributors are not likely to undertake the provision of
CVT to such personnel In this instance the pubhc sector would appear the best option.

The opinions of the public sector trainers were sought on the area of CVT and will be

discussed in the relevant chapter.

Findings from AnCO Report .

e There is a -need for a more systematlc and proactive approach to tra1mng :
craftsmen. . o

VovThe need to keep instructors’ skills updated is a continuing requirement. |
e There are trdining needs arising from the increased use of computers.
o There exists a need for training in customer awareness for v1rtually every
. occupation in the Industry.
e Training in small business management is imperative.

Comment on Findings | _
Interestingl-y. the summary of points that are important to this study do not display any -
signs. of ageing, despxte the fact that they were published in 1983 It will become .
apparent in later chapters that httle has changed. The second finding, reiterated above
deals with computer traxnmg:,thie this situation has improved, thet‘n,umber and use of
computers in outlets has -also increased dramatically.. Given that ahrlojstevet'y vontlet in.
the country now employs a cdmputer‘for some purpose it may be more appropriate to
introduce coinpute_r training as part of an induction ptogramme rather than as a i,
training intewention. | A

Many distributors undertake ar qonSiderable amount of training in the area of customer
. relations. This type of training is likely to increase in importance in the coming years.
- The suggestion regarding increased training in management skills, particularly in smail
business exp_ertise, would essentially concut with that of the FORCE Report;

- previously discussed.
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Key Fmdmgs from Past Research , ,
. @ The standard of the Irish education system is on.a par w1th other Europea.n'
' systems. ' ‘
~ e Education should include preparatlon for work of the 1nd1v1dual
*. @ Vocational training programmes present an opportunity that could be harnessed -
to provide a better standard of entrant for the Industry. _ _
e There is a lack of formal certification and assessment in vocatlonal preparation
courses.
e There is an upward trend in the level of educational attainment of the apprentlce
population.
_“® High achieving students: tend to aspire to a umverslty education rather than a.
vocational training programme. .
. @ There is a lack of gender balance in apprenticeship uptake that needs to ‘be
addressed in a pro-active way. ) : ]
° Capacnty to respond to change-is'an ever growing need. 'in,employees; as are the
- characteristics of flexibility and adaptability. - _ ' ‘
- eHuman Capital is an unportant investment for employers
" @There is a need to nurture 2 life-long lea.rmng capacity.
e While NESC suggests that there is a skills gap between Ireland and its
. competitor countries in mdustry generally, no evidence of this in the specnﬁc
case of the Motor Industry has been found; i in fact the FORCE Report would
“suggest that a high level of training activity is evident.
‘@ Improvements in in-service provision are necessary.
. @ Employers should be more involved in course materials, assessment procedures
and accreditation of trainees, .
® A system of ‘accreditation is necessary to develop linkages between the various
education and training strands to encourage continuing education for all. 4
o IBEC suggests that training for industry should be the responsibility of an
lndustry-led body with more power than that allowed to FAS.
® Activity in sales and management training is limited in the Motor Industry
. @Franchised outlets avail of more training than non-franchised outlets.
* . Non-franchised outlets are dependent- on public .centres for thelr tra1mng
provision; this provision is inadequate in rural areas.
o The cost of training can be a problem for smaller outlets.
» There is a need for more co-operation between the distributors and the pubhc- A
centres.
®CVT participation rates, aﬂer apprenticeship, are low.
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e A nationally recognised training plan is needed in non_-teehnical t'rélining,' few
"+ distributors have formal trammg plans in this area. '
. e. The FORCE Report identifies a need for a more pro-actlve approach to .
_‘ - technical training. .
e leen the massive increase in computer - related actmry in the Industry,
~ computer tralmng provision will have to-be improved.
e Training provision by distributors is linked to market share.

- Key Conclusions from Past Research : ‘

. @ While the education system serves Industry well in terms of the standard of
attainment of its students, there is still a shortfall in terms of the individual’s
preparatlon for the world of work. ThlS must be addressed.

. Vocatlonal Preparation courses lack formal certification procedures but they' '
provide the p0531b1]1ty for i improving the standard of recruit to the Motor
 Industry. o | '

. Lower social statis for techmcal occupatlons and gender imbalances in
. recruitment levels are identified as necessitating 1mprovement

e Improvements 1n in-service prows1on are 1dent1ﬁed as urnportant both for
teachers and for instructors. :

,' Improved participation by employers in the education system is recommended
- IBEC ‘go ﬁthher and propose the establishment of an industry-led training
' body ’ : :

e A difference exists between franchlsed and non-franchxsed dealers in terms of
the level of training activity undertaken an_d the level of expertlse_that exists in
customer relations. This difference is undesirable as it disadvantages non-
franchised dealers and their staff, | |

~ Implications for Current Research
. There are issues arising from the findings of section A of the review that require

‘_fixrther research and / or deliberation:

e While Kellaghan established an upward trend in the educational attainment '
Jevels of entrants to apprenticeships generally, it is not specifically stated that
this upward trend exists for apprentices in the Motor Industry. Such a trend
would be important to the outcome of this study and merits investigation,

e The possibility of an increased role for Motor Industry employers in the
education and apprentice system should be further examined. .
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o While the level of sales and management training is described as limited ﬁﬁher
" examination’ of this area would be prudent given the lmportance of these '

occupations to the Industry generally. -
 CVT rates are low, yet the bulk of distributor training is in techmcal CVT The
area of CVT requires more detailed analysis for this study.
e Training provision has been linked to the market share of the dlstnbutor
concerned. Further examination of this situation must be undertaken given the
. large number of smaller Irish distributors that exist.
® The suggesnon that few distributors have formal training requ|res further
A mvestlgatlon
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4 4 SECTION B : EXAM]NATION OF RELATED THEORY OF TRAINING T
. : ‘& DEVELOPMENT

Introductlon
The. followmg section. attempts to lay the foundatlon for later analy51s of the training
system that currently exists in the Irish Motor Industry and the type of systems '

required to meet the needs of the future by;
° Deﬁmng the terms ‘training’, ‘learning’ and ‘education’
e Explaining the different philosophies that underpin learning
o Suggesting some methods of evaluating training and learning outcomes
. Describing personal qualities desirable in employees
* Explaining the terms ‘model7 and ‘strategy’. »

Deﬁmng Trammg, Learnmg and: Educatlon
Dunng the course of this study a number of tenns and phrases w111 be used in |
descnbmg the operation of the tralrung system that exlsts w1th1n, and for, the Irish
'Motor Industry In order to clanfy the study s theoretical posttton these terms and-
phrases will be explamed | -

During the course of a typical motor trade apprenticeship, an- apprentice will spend
| time at both a FAS Trajrnng Centre and a Depanment of Education funded college. .
| While attending the Training Centre the apprentice will, at times, be "trained" and at
cther- times “educated". At other _ttmes the apprentice will be encouraged to learn.
During the course of a working life in the Motor Industry most entployees will be
required to attend a training course or to learn some new task or system. Kubr and

K ’Prokopenl'(o“ exptain learning as follows: .
' "A manager has learned something when either or both of the following descriptions apply -
he knows something he did not know earlier, and can show it; he is able to do something he

‘was not able'to do before."
To distinguish between learning and ‘training is important. Attendance at a class,

seminar or training course does not necessarily mean that learning will occur’2:

i Kubr, M and Prokopenko J. Dlagnosmg Management Training and Development Needs
- Concepts _and Techniques; Intemauonal Labour Ofﬁce, Geneva, 1989 p.39.
52 bid, p. 36. .
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 "You can train without learnjng -yo'u missed the p'oin’t or werenftv_mlﬁ'l_ciently interested. You

can learn without tralmng you learn things all the time."

- To explam the drfference between the training recelved by an apprentlce and the

" education received by an apprentice, Margolis and Beli*3 would suggest that:
"Trzumng focuses on equipping recipients with theé competence needed to do their present
jebs' Education prepares. the person for a future - but known - posmon Development

focuses on. helping the person change as the orgamsaUOn changes "

The dlfference between educatlon and trarmng is especrally important in- the context of

- apprentlcesmps in vthe Motor Industry with the advent of the Modular Cumculum

. "whrch has -been tntroduced recently. Efforts to combine the: trarmng recerved by. an -
' .apprentlce via the FAS: trammg system, with the education - that is provxded for.
k ‘apprentxces through the colleges could possrbly be hmdered by the plnlosophrcal
= dlfferences that- exxst between these two strands
" Training Eﬂ'ectlveness o o I
" As. outhned 1n the prewous sectlon, a consrderable number of people receive some

“form of trammg each year n the Motor Trade If the comprehensrveness or otherwise,
of this training is to be assessed, certain cntena, against which the training system can:
be tested, must firstly be established. In order to assess the eﬁ'ectiveness of training

' Margolis and Bell>* would consider that )
' "Training works best when it: o
- & is the right response:for the identified need.
e zeroes:in on the righ't area witht‘opu'mum focus.
v - " is based on proper consideration of time, need, availn'ble resources and brgamsaﬁonnl
* culture. | . ‘
"e is‘delivered by a person'who embbdies the desired perspective and portrays the required
" competence and confidence, . _ A
e incorporates some type of follow-up to the training aimed at ensuring support for new

learner growth."

53 Margohs F.H. and Bell, CR Understandmg Training: Perspectives and Pracnces, University
Assoc. Inc.; San Dlego California, 1989, p.2.
54 bid., p.2.
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- It will be p0551ble to test’ current traming prov1510n agamst this list in later discussmns,"

regardlng the Insh Motor Industry and its training function. However, in isolation »

training interventlons may not provide the _improvements hoped for at the planning a

stage It is often necessary to look at non—tralmng interventions such as the

orgarusation ltself | |

Organisational Development :

Change aimed at impr_Ovement at. an organisational level is usually described as-

' 'Organisational Devel‘opment'- Very often in the Motor Industry, organiSations are
-small’3 and overlooked as the p0551ble cause of a problem. As a result orgamsational |
' development per se, can be 1gnored An explanation of the meamng of orgamsatlonal

development gtven by Margolis and Bell%¢ suggests that:
"Orgamsauonal Development isa label applied to a host of planned correcuve actions other
than traimng and is "usuatly implemented to ‘aid the orgamsatton in becommg more

responsnve to 1ts environment"
-In implementmg an orgamsattonal development programme Margolis and Bell?

' R

_ 1dent1fy three areas that can’ requlre lmprovement
‘@ “Human to Technology

o Human to Orgamsatlon

- Human to Human "~

" The Human to Technology area‘is one partlcularly relevant to the Motor Industryl :
given the rate of technological change occumng In workshOp, and many other_
dealership situations, dlﬂiculties can -arise when older staﬁ' are requlred to use‘
computensed test equlpment many are reluctant to'do so. |

_Human to Orgamsatlon involves the all important reward for staff. Not only fiscal
remuneration but also administrative structures, socml prestlge within an orgamsatlon

' cornmumcatlon channels etc.

35 Domininck- Tuitte, " Employment, Work and_Training in the Irish Automoblle Repair and
Distribution Sector", FORCE Report, DIT, Dublin, 1994:p.13. -

36 Margolis, F.H. and Bell, CR. Understanding Training: Peggcuvec and Practices, University
Assoc. Inc., San Diego, Cahforma, 1989, p.3.

57 Ibid., p. 15,
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- Human to Human interventions usually - requrre con51derable mterpersonal skllls that
are not always present in small busmess
Another non~tra1mng mterventlon ldentlﬁed by Margohs and Bell58 is that of .

motivation. They 'makethe comment that:

" "Most professionals are motivated to work and motivated to learn”. |
The difficulty with this type of motivation is that it is essentially self-inspired, requiring R
‘a lﬁgh self-worth component. It is unlikely that persons of low self-esteem will be"
motivated in this way and therefore they are unlikely to be self-motivated in learning
matters ?Some other ‘way will. haveto be found to motivate the.non.-professionals ,ot‘ .f'
the Motor Industry - - |
| Theory of Trammg Methods A ' |
In drscussmg the various tralmng methods employed in tralmng employees in the Irish
‘Motor Industry it is necessary to identify the educat10na1 phr]osophles that underpin
them. The trammg undertaken often consists of either: : |

TheoretiCal and practical technical training, or basic computer and keyboarding skills,

o or stores procedures or sales methods and techmques

Although trammg is usually offered in the Industry in'the above areas, people learnina *

number of different ways. The’ three different phrlosophlcal learning models 1dent1ﬁed :

~ by Margolis and Bell* are:

" 1. Behaviourism (‘Behavrour modxﬁcaﬂon)
2. Adult Learning (Discovery Leaming)

'* .3, Social Learning (Behaviour modelling)

The best known exponent of behaviourism was the Russian scientist Paviov.
| Behaviourists believe that the most effective way to change behaviour (the desired
outcorne of -all trainirlg) is through reward and support, 'and occasionally through'

punishment. Many computer-based training programmes are designed on these

38 Margolls FH. and Bell, CR Understanding_Training: Perspectives and Practices, Umversrty
- Assoc. Inc., San Diego, California, 1989., p.10.
59 Ibid., p.67.
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- --;,-.:pnnmples No tralmng system within -the Insh Motor Industry employs truly

L behav1ounst methods in trammg employees

‘ Adult Leammg 1s a more common approach to teachmg such things as telephone skills
| and sellmg‘ techmques_ where role play and workplace simulations are encouraged.
- Many interpersonal skills improver courses are conducted in this way. |
Much technical training is carried out, at both apprentice and post-apprentice levels by'
| ~employing a Behav10ur Modellmg approach. Ma:gohs and Bells0 suggest that th.lS‘
) model con51sts of two steps

: .‘ " Acqmnng a memal 1magre. 'ofsome actionvand its consequences.

2. Performmg or trymg out the acuon. o
Techmcal traJmng usually consxsts of (1) a demonstratton and explanatnon by the
. trainer and (2) a practlcesesslon mvolvmg feedback -wnh the trdinees; and thus it can

be described by this model o | .
‘ To use only. one of the three models to describe a partlcular educatlona] system,
however, 1s somewhat over-sunphstlc In the-case of public sector training carried out

for apprentlces in the colleges no smgle model ‘can be used to descnbe the educational

. process; some actwmes would include aspects of all three models for' thelr ‘successful

completno_n. Many wouldfocus on two,. namely, Dlscovery Learning and _Behavnout | '
a ‘Modelling. ‘Margolis and Bellé! ,'suggest philoSophiCal' backgrmmds for the various .-
occupational training methods as follows: -- b B
| - atiministrative: l?ehayiourism.and adult learning
‘_ - professional-technical: »adult-le_drnir‘:g

- mechanical-lechniéal.’ behaviourisrtt

- interpersonal: adult and social learning” .
. Note that interpersonal skills training and administrative skjlls‘training can require a

mix of two philosophies for their description. »

60 ‘Margolis, F.H. and Bell, C.R., Understanding Training; Perspectives and Pracnces Umverslty
Assoc. Inc., San Diego, California, p.69. -
61 Ibid., p.10.
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Evaluatmg Trammg Outcomes / Trammg Effectlveness
' Havmg estabhshed a philosophical basis for trmmng approaches the idea of assessmg
the outcomes of trammg programmes must be mvestlgated- Wallace$? prol’fers some -
methods for evaluatmg the eﬂ“ectlveness of management development programmes It
is possible to evaluate other training programmes in the same way, One suggestlon is
to use the Klrkpatnck Effectiveness Framework which comprises four levels and is
therefore hierarchiCal_ in approach: - | |
| 1. Reactxon/Respon.se
'}2 Learnmg V
3.; Application'of newbehavrour '
4. Resulis | |
Reactron/ response is srmply what the partrcnpants thought of the trammg course or-l
‘ class in terms of matenals mstructor facrlltles and $0 on. ‘
Learmng is more drﬂicult fo measure than reaction. Wntten or ‘practical tests and'
examlmng the work of the participants nught be employed
Behaviour/application could be eheckéd at the workplace by testing work output in
" terms of rjuality and/or quantity and gé‘neraljob perfonnance.
Results is the more global outcome from the application of the previous level. Did the
, orga.nisatlon’beneht or improve in some tangible way? |
Th_e CIRO Framework | |
- The CIROframeWork is another"'way of measuring, educational outcomes but is non-
luera.rchlcal and can be described as bemg broader. It consists of four categones63
| Conte(t evaluation |
Input evaluation ', |
Reaction evaluation

Outcome evaluation

. & John B, Wallace, Developing Better Managers Crwnng ch___ge throuth effective training, Kogan
"Page, London 1991, p.137. ‘
63 Ibid., p.139.
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'Context evaluatlon ensures comprehensrveness by settmg objectxves that encompassﬂ RN

' "the problem to be solved, change n work necessary and the new skills or knowledge.
| requrred of the employee ‘ |
Input evaluatron mvolves decrdmg on the optimum method of achievmg the goals (set
out as the context for the training course) by deciding where and when the training
~ should be held who should attend and so on.
Reaction evaluatron involves collectmg partrcipants opimons about the programme '

'Outcome evaluation is the collection and use of mformatlon about results in° order to

S analyse the success or’ worth of that trammg

‘Both models -are useful in measurmg the outcomes. of traimng programmes. Very often
’Insh motor. distributor trammg does not properly eva.luate beyond level 2 of the -
’Krrkpatrick hrerarchy simply due to the logrstical diﬂiculties that would be encountered
in trymg to assess learrung outcomes at dealership level, Wthh is where the application
and results 'are to be seen. On the other hand, the CIRO framework is more suited to |
' ,the use of a trarmng orgamsation that trams people for work at a remote locatlon to'the’
training base |
Personal Quahties
'While it is possible to. evaluate learning outcomes as they are often tangible and
measureable employers often attempt to describe the personality traits they desrre in
: employees Such traits can defy precise descnptron ‘
‘ 'Flexrbrlity is -one such trait which is required in the majority iof occupations.
"Particul'arly it is more required for persons working in the trade of Motor Mechanic in
. a smaller outlet, comprising 6-10 employees. In such an outlet there is no possibility'
for specialisation' or strict role demarcation. All’employees are expected to do what is
asked of them. An experienced Motor Mechamc will be a real asset, or a real liability,
dependent not only on ability but also on attrtude There are qualities required of  key

personnel in a.ny business that defy precise definition or description. One organisation
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" has - comed a phrase that descnbes such abihtles ter’ming them -’""Overarchingﬁ'
‘ Capabilltles and explaxmngthem as?“: e o |
" *The .outlook,,understan"ding .an‘d wa'ys of working which promote people’s 'eﬂ'ecu've ‘
: contributions.and facilitate orgarusauonal_changein appropriate dire'cticns. . |
The list of attributes that’ constitute these capabilities. include“.: ‘common sense,
prohlem solving ability, work methods, thinking through the consequences of a
particular action, a-set of values and a good outlook, desire for gettlng it right first.
time and for contmuous 1mprovement using personal knowledge -and expenence
constructlvely, abthty to play pro-actlve roles and to take responsibility effectively’ -
'Such capablhtles in 1nd1v1duals are usually not expected at the lower occupatlonal‘ '
' levels but are usual]y the attnbutes of employees that are of 'management status or, of
‘» those bemg groomed for management Certain occupations that are non-management
. may require these capablhties though and as the document suggests66 |
. "Dlﬁ‘erent occupatrons call for different overarching capabllitres"
_There is also some dlﬁiculty w1th the training and educatlon system in thlS regard ass” :
L "'Tradmonally vocational edu(:auon and uarrunghaye not been designed either to develop or
assess these overarching capabilities which are needed in the‘occupation" |
In ‘addition to. overa.rchmg capabilmes the ideal employee wrll “also possess
. Occupational Capabllitles whrch are descnbed ase8:
- "The ability to mlegrate and use the occupation’s’ techmml knowledge skills and'
overarchmg capabllmes in response to, and anuaipauon of, changes in the work situation." - |
Both sets of personal capabilities merit particular mention in discussing possible future
training. in the Motor Industry as there is 'considerable disquiet among trainers in the’
lndustry regarding the type of individual being recruited for apprenticeship‘,s; ’l‘his '

disquiet will be discussed in a later chapter outlining the results of the ‘s‘urvey'of‘ public

64 The Prospect Centre, Growing _an _Innovative Workforce -Forward . Looking Education _and .
Training for Forward-lookmg Business, The Prospect Centre, Kingston-upon-Thames, Nov 1991, p. 7.

65 Ibid., p.35. ‘
66 Ibtd.,p.37.
67 Ibid., p.38.
68 Ipid., p.7.
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'~ sector training instructors. Some further discussion on personal qualities will follow. in

the section outlining the socialisation aspects of training programmes.

Model and Strategy Building '
" In formulating a model of training and development for the Irish Motor Industry, the
precise meaning of model must be understood. The model will, of necessity, also
encompass a strategy that allows for the practlcal implementation of that model. The
exact type of strategy must also be understood.
A definition of model®® reads:
. a plan, desngn, s_omething tobe eopied; cotnpietcly suitable for imitation, exemplary..”
and strategy™ is
"the art of conducting a campaign and manoet:vring an army".
Inthe‘ business world it is often necessary to implement a'strategy. Such a strategy
cannot realistically be described as militaristic. In understanding the rationale of a
business strategy, then a slightly less formal definition would be more appropriate.
- Quinn! proposes that’
"A strategy is the pattern 0} plaxi that integrates an organisation’s major goals, polictes and
action séquences-into a cohesive whole. A well formulated strategy helps marshal and
allocate an organisation’s resources into a unique and viable posture based upon its relative
internal t:ompetencies and shoncornings; anticipated changes in the environment and
contingent moves by intelligent opponents.”
This- description was formulated by Quinn having made a study of 10 multi-billion
d_oltar companies in the United States that were undergoing important strategic change.

Quinn’? makes the following observations:

69 Sidney Landau et al, Chambers English Dictionary, W. & R. Chambers Ltd. and Cambridge
- University Press, Edinburgh and Cambridge, 1988, p. 919. : ,

7 Jpid,, p.1452.

71 James Brian Quinn, “Formulating Strategy One Step At a Time", Journal of Business Strategy,
Vol.1 No.3. Winter 1981, p.44.

72 1bid. p.64.
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" formal strateglc planmng in sample companies was one of many lmportam burldmg T

o blocks ina contrnuously evolvmg structure of analytxcal and polruml events that combmed o
. ', ydetermrne overall stmtegy ..The full suategy was rarely wntten down in -one place The |
processes used to arrive at the total strategy were typrcally fragmented evolutionary and -
largely_ mtumve..;th_e overall- corporate strategy tended o evolve as internal decisions and
. external events'ﬂowed-together to create a new consensus for acdon among members of the
top ma‘nagement_—ream. ’I'he_radona!e héhind this hkind of. incrcmemal suaregy was soE
' _'. powerﬁrl that n - ‘rather than.'the formal system.plarudng approach so- often espoused -
: :-seemed to‘provide:an irnproved normative—mOdel for strdiegic’:-decisioh making." (this is)‘bes'r'

.- descnbedas “Incrementalrsm" ora"bmldlng block su'ategy o
Thxs approach to strateglc plannmg and 1mplementat10n 1mplles a looser type of
. planmng process that i is not’ ngrd 1t allows for change as, and when, it occurs. The

- Irish Motor Industry, at dlstnbutor and manufacturer level is very susceptlble to

extemal 1nﬂuences such as, Govemmental taxatlon pohcy changes currency

‘ ,ﬂuctuatrons, interest rate increases and so on that can have serious repercussions on
- new car ‘sales. Any strategic planning r_nethod for.the Industry must allow for such

" eventualities and the general cycli_cal nature of the Industry. " - :

e .Conclusions from Section B

: - The following conclusions arise from the preceding section. '

» Given the definitions of training and education. offered earlier, it ‘would appear
‘that apprentices are 'trained' while attending FAS Centres and 'educated' Awhile -
aﬁending colleges. It is possible that difficulties can arise with the
implementation of the new modular curriculum due to this difference in
approach. ' '

e Some issues currently assessed as necessitating training would be better

addressed by employing Organisational Development interventions, in Human
" to Organisation, Human to Technology and Human to Human areas. The -
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Industry may need to examine the need for O D. mterventlon as a supplement
' to its training programmes ’

‘e Comprehensive evaluation of training outcomes in.the Industry can be ac‘hieved‘ __
by .applying. the CIRO framework: This framework comiprehensively assesses -
" the effectiveness of the training intervention by assessing: Contextual

appropriateness, the level of optmusatlon of the Inputs required, the

Reactions of the participants and the Outcomes in terms of results. -

Impl'icationS'for this Re's'earch‘ - _
o f'There are 1ssues ansmg from the ﬁndlngs of sectlon B of the.review that require further:

research and /or dellberatlon '
e 'Training‘ effectiveness will be assessed using- the Margolis and Bell definition; - :
" i’e. Training works ‘best -whén it is the correct response, focuses on the nght
‘area, is based. on. appropriate practical basis, ‘is dellvered by a competent
person embodymg the desued perspective, and mcorporates some follow-up
* for the learner.

- o The extent of Organisational devetopmental as a practice in the Motor Industry
~ ‘must be established. The Margolls and Bell model can be used asa measuring
device for this purpose T

‘. The tenn';Overarching Capabilities' is One»that will be .used to describe personal
characteristics that are desirable in an employee but difficult to explain. -

e The overall outcome of thlS study must mcorporate both a model for trzumng,
. and development -for the Industry ‘and a strategy to - assist .in its

~ implementatijon.

o The strategy can employ an "incremental” building block approach which will
allow for change and re-thinking as it. progresses. -. )
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- 4. 4 SECTION C SOCIALISATION FUNCTION OF TRA]N]NG SYSTEMS
Introductlon '
‘A number of themes'haV‘e’ arisen during the preeeding pages; oné of which ‘was levels -
of :remuheratio;n_ and l'eyvard. While these items-are important there are alsO a ndml)er
. of socialisation . functions served by current occupational roles and hierarchical
structures. E.nligh'tened‘employers, realise that the role of their training department is
_ notsltrictly-One of _produci'ng speeialist workers, it also]has the function of ‘the ‘eﬁ'ec'tive
| socialisation- of; workers; l'slotting-inf' the worker. into their appropriate niche in -
B society', as it wer'e.; : | B - o
| Examples of the Soclahsatlon Functlon of Trammg Systems: _
| 'Novak and Rost who are employed at the Mercedes-Benz Gaggenau factory, Whlch.‘
‘employs approx 10, OOO employees and 1s ofie. of twelve Mercedes-Benz factories; '.
-have some mterestmg comments to make on the role of the employer in thls:
- socnallsatlon process. They remind us that 7 : . |
'fVocatxon__al training does pot have the function of ortly producing good specialiSt workers o_r.
) staﬂ' it also.provides opponhmﬁes,and a to'leih society... While the social responsibilities of
o vcompani_es t_oWa_r»dsLsociety and young people were otien emphasised in earlier V'tjm"'es, more '4
- 'attention_ is’ nowedays pald to eeoponlic and technologioal-,factols as a 'basis for decisions..
' Sldlls are noyv regarded as ohe of the most decisive producu'on factors."

They proceed to discuss the investment made in their trammg programme74

"The average ‘annual trammg cost for a male or female trainee at Mercedes-Benz AG in

. Gaggenau is l)M 40,000. These investments in human assets must be seen as equal in status .

_ to anestrnents in fixed assets."
,The idea of investment in hum_arl assets is ot one that is often associated with a .
service 1ndustry such as the Motor Industry, there is no reason why that association

- should not be made. It is interesting to note the cost of trammg prowsnon at approx )

73 Hermann Novak and Herbert Rost, "Industrial ‘Training_- The .Emp_lg.ers Rolé in the German

Training- System", PETRA Conference,"Vocational Education and Trammg in Germany", Dublm , |

Castle, 30th September, 1992: 1.
74 Ibid., .p.1
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£15,000 per trainee per annum! Such a trainee would be a participant in the much

aoolairrted German du'al-trajning.system. A similar "ﬁgure for CVT is not offered,

however. In the Inish situation, the State pays almost all of the training costs involved

with the appreritice system. In Germany, the State pays only a portion of the cost.

Role of the Employer -

As a provider of skilled employees Novak and Rost see the role of the public sector

training system somewhat differently than would be the Irish experience 75

o On no account can companies assume that third parties will provide personnel with

outstanding qualifications for them‘. It is their most basic_task to- develop’ professionally
skilled employees The state is only able to create the condmons wh1ch make thrs possrble

They stress here the role of the company as s the pnmary provider of tralmng with the

State playing only a secondary role.

. The suecess or'failure of the training effort depends on the personal experience of the

trainee. Thrs experience can be positive, or negative, and will be reﬂected in the

trainees attltude to their training programme 'One variable is identified as crucial by

Novak and Rost 76 :
o All -vocational training stands or falls by the enthusiasm and effort of the’ instructors in
'V different trztining locations.”

In employing training instructors and personnel their personal and professional abilities

greatly affect the entire training process. This idea is reiterated by Margolis and Bell

when they suggest’” that training works best when it: |
"... is delivered by a person who embodies the desired perspective arld portrays the required
competence and confidence.." |

A problem that exists with the German System identified by Novak and Rost’® is stated

" thus :

75 Hermann Novak and Herbert Rost, "Industrial Training - The Emplovers Role in the German
Training System", PETRA Conference,"Vocational Education and Training in Germany”, Dublm
Castle, 30th September, 1992: 2

76 Ibid., p.3.

77 Margolis, F.H. and Bell, CR., Understanding Trai g Perspectives and Practices, University
Assoc. Inc., San Diego, California, 1989, p.2.
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’ "A certam amount of drssausfactron ensts regardmg the ability of teachmg mstrtuuons to.
*”absorb change Schools and cumcula are too static, whrle the worid of work rs 5ub1ect to.-
| dynarmc processes S | |
Noval( and R‘ost'm'ake th‘e folloWing points 7 in summary oi’ their position: |
| : lv. ' Comparu'es must develop the skills of their employees themselves.
2. . Well-irained and oontinuou’sly tmined personnel constitute a foundation upon which
| " companies can react ﬂexrbly 1o new market requirements.

3. . Products and producuon processes are changing more and more, raprdly, makmg the '_ i

: tmu]atmn of reality i in ewtemal schools increasingly diﬁicult, causmg these to. fall behrnd".. o

'developments and makmg the transfer or .use, of the leamed subject-matter almost S

‘ rmpossrble Expenence is of parucular value in the learnmg process
4, anate mdustry is mamly responsrble for vocatronal Lralmng Socrety and the state
‘} have’ the ﬁmcuon of strmulaung and.encouragl_ng the activities of companies in the
. yocatiOnAI'training sector. ' | | | N
It would appear that Novak’ and Rost see the role of the employer as primary in the |
. tralrung of personnel the States role is only secondary and mamly one of provrdmg-:
support to the employer; removing learning from the workplace and placrng it in the
classroom IS not appropnate The Roche-Tansey report also recommends that
employers should be responsrble for their own tralmng with a restncted staté mput 80 .
" restnct subsrdlsed ‘state trarmng to the sphere of general training, Firms should .
themselves, provide the training specific-to therr ownoperauonal needs."- ‘ |
Giyen the low level of tra‘iningr activity in Insh industry, as identified by Roche‘ and
Tansey, the process of increasing the involvement of employers must be carefully

. managed and organised.

78 Hermann Novak and Herbert Rost, "Industrial Training - The Employers Role in the German
Trining System" PETRA Conference,"Vocational Education and Training in Germany" Dublin

* Castle, 30th September, 1992 p. 3.

7 Ibid,, p- 4 -

80 Frank Roche and Paul Tansey, "Industrial Training in Ireland" "A Time for Change : Industriat

Policy for the 1990's", The Industrial Pohcy Review Group, Dept. of Industry and Commerce Dublin,
1992: p. 40



The Occupatlonal Role of Motor Vehicle Technician
N At the International Orgamsatxon of Motor Traders and Retailers IOMTR) Natxonai
Congress -of -1993 held in Washmgton DC; the Vocational Training’ Committee was
addressed by two speakers on the same theme; namely the social status of the Motor
Vehicle Techmc1an
The Chairman of this committee in introducing tﬁe two speakers, M. Débargue and
Herr Stoy, explained that each was unaware of the others chosen topic; yet they both
chose to speak on the same theme. This, he explained, underlined the relevance and
importance of the topic. The pqints raised are particularly important in the
deliberations_of this study. -, | _
M. Debargue began-by defining®! the type of motor techniciaﬁ to which he will refer .
again: |
"There is an increasing’ divergeqce in Lhis- popuia;ion of workshop technicians between
operators with few qUaliﬁcatjons who carry out basic lasks and experts whose competence is
commntiy-beiﬁ.g cast into doubt by accelerated technological ‘c\;olution... The future of our
companies is largely dependent on them and that's why we should consider improving their
-sodal posiﬁon... tecimicians in this category carry out almost one third of our workshop
~ activity." ‘
This.'divergence to which M. Debargue refers is one to which the referred in the
introductory section of this study.. The role of rﬁotor technician is one which is
increasingly being called for and one which may be introduced, in a formal way, into
' the' Irish Motor Industry in the conﬁng years. In explaining the roie of technician M.
Debargue: suggests that in-addition to technical competence the technician should
possess$? : |
- The ability to iisten, and to create "empathy” by putting himself in thé other persons place,"

and thus see the problem from his client's point of view.

81 Mr. Michel Debargue, " The Social Status of the Motor Vehicle Technician and the Recruitment of

Young People to the Industry". IOMTR Congress, 2 June 1993: p.1.
82 1bid., p.2.
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B _- An aputude for twmwork the abrhly to work wrth mechamcs.and bodywork reparrers .asi g
- ..wellassalesmenandpartSpeople " I . ; ST
4.-'Const_am cunosrty: a taste for resolving eomplex problems and»l.,he'abilj,ty to see-eaeh,oneas
‘ ’,(a new éhallenge. | | |
- A sense of responsibility such that he can work ~wrthoul supervision, right from making the
initial dmgnosrs to ca.rrymg out the ﬁnal check on his high quality work. -
The Organlsatlon of Work A _
| In line: wrth the thinking of Herbert and Rost regardmg the role of the employer, they."
may“havea primary role to play herev If a company is to nurture tlus-type of employee
~ then, Debargue argues83 that wrthm the company any |
consummng procedures and rigid hrem.rchr&s must be. abolrshed "A flexible and pracucal |
organisation is needed to produce responsible workers,‘ apt at organising themselyes and co- .
operating with &9h‘othe'r"1o‘ find the ideal éorudon promply, thus alleviating the need. for
' hier'aIChy.'”IA‘his‘would cenamly ‘mean the end of cut and dried divisions and ri\}alry between -
', yan'ous services: These are "can‘eers'i which eat away at efficiency.”
A number of issues arise here, the most: nnportant of which is the level of co-operation
which a group of employees wonld need to exhibit in .order to partrcrpate in such an
orgamsatron | ' »
. The more controversral issue of role demarcatron is addressed, in a specrﬁcally Insh -
context, by Roche and Tansey84 who suggest that -

- "Tradmonal job boundaries between operatives and techmcrans between lechmcrans and

craftworkers, between techmcrans and management are being erod;

83 Mr. Michel Debargue, " The Social Status of the Motor Vehicle Technician and the Recmnment of
. Young People 1o the Industry". IOMTR Congress, 2 June 1993, p.2.

84 Frank Roche and Paul Tansey, "Industrial Training in Ireland", "A Time for Change Industrial

Policy for the 1990's", The Industrial Policy Review Group, Dept. of Industry and Commerce, Dublm,

1992: p. 81. A
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o Improvmg the: Socnal Status of the Motor Techmcnan

- In the broader commumty M Debargue argues that motor techmcrans must be -

encouraged to take a more active role.in the community as a means of i 1mprovmg therr -

socral status. The. person must appear successful Lrttle can be done by the company in
this regard but improvements?® can be made w1thm the company |
B “We are largely responsible for his social position within the company. T]us mvolves
Acknowledgement of 1ongev1ty. :
- Performance-related salary
. Encouragmg employees to gain funher quahﬁcauons :
| Researchmg into posslble v1srble mdrcatxons of position. .
| Awardmg those in posmons equwalem to supemsory posmons tlus status.’
. g Tn'e Irish Motor Industry has not addressed these. partlcular suggestions as yet. No -
' formal role of "techrxician'.' exists within the Industry as yet. Introducing a new grade of
' techmcran to the Industry may be met by resistance from employers because of the
: ‘possible extra payroll costs involved. Increa.smg wage levels for technicians would add
' to workshop overhead costs and could reduce proﬁtablhty. 7
In examinii;g ways of ﬁ.mding ‘\yage increases for techrucian's M. Debargue suggests a
number of ways ¢ of tackling this problem: |
| (l) By prov1d1ng the lechmcnan with the best eqmpment avallable so that he can achleve
.- maximum producuv:ty ' ‘
- :(2) ‘By ensuring that groundwork and reassembly, Whlch require - a lower level.of expernse
* are carried out by operators on a Jower wage scale. - - '
o '(3)-By statjng the cost of the technician and that of the operators separately on the inyotce. '
‘ (;1) By giving the technician a significant interest in the turnover he generates
" In ret'u_rnin‘g. to the issue of social position M. Debargue links skill levels” to the

attainment of a new social position for technicians:

83 Mr. Michel Debargue, * The Social Status of the Motor Vehicle Technician and the Recrmitment of
Young People to the Industry”. IOMTR Congress, 2 June 1993: p. 3.

. 8 1bid., p.3.

# Ipid, p. 4.
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The most important aspect of a techxucrans socml posmon is undoubtedly hrs recogmsed’ v

level of sk111 The opponumty to make progress certainly plays a detenmmng role in the '

| techmctan s socral posruon becausc the reward acknowledges his efforts and gives him the. -
courage to- succeed
Reinfbrcing Social Position by using Visible Indications.

Debargue suggests the possibility for retnzorcmg a hlgher attamed social posmon by

- usmg tang1ble changes such as®® :

*..Tite i is important: InFrance ..... ., the word technician is rarely used... Work clothes .must- |
be distinctfve particularIy in colour... The various working zones Should have'the same
- drsungulshmg cmena. Menuomng the techmclan s-name on the chents mvorce havmg‘ ,
dbusmess cards prmted wrth the techmcxans oumrbmuom and number of years expenence 7
T This.card should be,attached to the mvorce...‘In French‘mdustry, technicians are no longer
| classed as unskilled.wo’rkers,_ but:'assupenriSOry staﬂ' Thrsrs not yet the case in most
garages”. : | ' ' _

: These ‘sugg'estio'ns .of M. Debargue are Iow—cost and are ways of highlighting' the
‘se‘pa_'ra_texrole and panicUlar abilities of the tecbuician; If the role of technician exists as
a separate entity irn France then it is poésibte that a sumlar occirpational role could be -

.in’troduced into the irrsh Motor Industry in the future.. |
Recrultment .
» In order to attract the nght type of recrurt to the Industry the followmg must be asked
.of a candidate (hrm)39
- -How can we interest him in vehicleé repairs when. ‘he is most. often tempted by a post with a
* vehicle manufacturer, or in a large company with an impressive fleet of vehrcles" -

« -How can we measure his degree of mouvatron?

-How can we recruit him at the.right level, neither too high nor too low.

88 Mr. Michel Debargue, * The Social Status of the Motor Vehicle Technician and the Recnntment of

Young People to the Industry”. IOMTR Congress, 2 June 1993, p. 4.
89 Ibid., p.4.
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| o _4"-What supplementary (off / on the jOb) trarnmg scheme wrl] be necessary to remforce hrs
"',.quahﬁcatmn?
© -What promouon ladder shall we let him sce to‘nrotivate him?’ |
: -How can'we minimise the risk of hun leaving at the end of or dunhg lus supplcrnentary
tralrung, when he. has cost more than he has yielded? |
There are difficulties in all these areas’in the Irish Motor Industry also
M Debargue c0ntmues by suggestmg‘three reasons for the above difficulties % :
- '(l) The motor trade has not yet unpmved its public unage to the extent that it naturally '
attracts well-qualrﬁed young people -7
(2) There is too little- commumamon between our (Motor Industry) compames and schoolst V‘ -
. whrch educate young people to thls (adequate) level
(3 Our employer orgamsatmn has not yet pubhshed any guide to help compames wishing to
recruit’ young .motor ,techmclans, and advise them how to do this successfully. .
’ Debargue continues by'suggesting one method, successfully. enlployed in France; of.
~ ‘improving the industry's public imagedurin‘g recruitment campaigns. That is by u’sing
the carefully nurtured: corporate 1dent1t1es of the manufacturers in recruitment
. advertlsements 91
".ifa yehjcle manufacturerland his Anetwork-cany out the‘same process (_of advertising for
- recruits), the firm'’s -irnage_ is .substituted for the ffaltertng"irnage of the trade, with
| : significantly m‘o‘re success...." o
»A"pprentice‘s'hip Places and Up—t’ak‘e y
In the Irish Motor. Industry advertisements for apprenticeships are rare; as indeed are
"offers of apprenticeship places generally. One newspaper article 92 suggested that it is
in fact much easier to obtain av place on a University or Regional Technical College |

Course than it is to obtain an apprenticeship, for a variety of reasons.

90 Mr. Michel Debargue, " The Social Status of the Motor Vehicle Technician and the Recruitment of

Young People to the Industry”. IOMTR Congmss, 2 June 1993, p. 5.

N 1bid,, p.5. .

92 Christina Murphy, ”Appnennceshlps scarcer than university places” The Points Race, lrish Trmes
25th July 1992, p.2. .
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Ano'ther COn}mentatgr who a.ddressedv' the themé of récruiﬁng the correct tybe of .
| person for the Motqr Industry was M. Walter Stoy in a paper delivere,dr at the.-
International Organisation of Motor Traders Annual Congress, 1993. Stoy notes . the
decline in numbers paﬂicipatihg in the dual training system in Germany as follows 93 -
"In 1987,.. close to 1.8 million apprentices were taking part in the (Gennan) dual training
system at that time. (In 1993).. there are only 1.5 million you}:g people ic. a reducﬁon of
‘ .300,000, who are following apprenticeship training: There is a fi;nhgr downward trend."

In examining the pattern of this trend Stoy looks at the number attending state

" - .. university or technical college in Germany. This number-%4 :

. has mcreased to about 1.6 mﬂhon in total In other words in Germany, the rising
éenerauon is more acadenucally than vomuonally inclined." |
Such a trend would be. in keeping with the academic orientation in the Netherlands as
repdrted by Kellaghan95_ . | “
Stoy goes on to &‘ex"p0und on the implications of such an emphasis on academic |
education % : | | |
"I believe, that in Lhe"weSt‘em industrial nations,... the temptation of a constantly over-
estimat;;d theoretical education, causes them to head for academic examinations, hence
degrees;, which are of no practical value in society. On the other hand, highly skilled workers
" and craftsmen, who are willing to invest both in their work, namely the télents of their head
and their hands, are desperétely being sought.
Such comments underline the views of Debargue as outlined previously. Stoy
continues by suggesting that suitable technical personnel can only be recruited if #7 :

"..we .. allow more substantial rewards, ... with money as well as with status.”

93 Walter Stoy, "The Motor Vehicle Technician: A New Career Stage in the Training for the Retail
Motor Industry in the. Federal republic of Germany" IOMTR Congrm Washington D.C., 2 June
1993. p.1.

47bid., p.1.

95 Dr. Tom Kellaghan, "Education and Training Policies for Economic and Social Development"
Nationat Economic and Social Council (NESC), Dublin, 1993, p. 127.

96 Walter Stoy, "The Motor Vehicle Technician: A New Career Stage in the Training for the Retail
Motor Industry in the Federal Republic of Germany" IOMTR Congress, Washmgton D.C, 2 June
1993. p.1.

97 Ibid., p. 2.
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,"New Occupatlonal Role '
~,,Stoy asserts that baslc realisation has led the German system to mtroduce a new
,v'occupatlonal role that of "Servwetechmker The pre-requisite for becoming a“
Servtcetechmker or. motor vehtcle service techmcran, is that a candidate must be a
: ~particularly talented qualified craﬁsman, hav1ng completed a training programme as
V-either a mechanic, or auto electrician The company owner, or the workshop manager,’
o encourages particularly capable craﬁsmen or apprentlces to follow the career path -of.
) Serv1cetechmker Further trmmng for’ Serv:cetechmkers is carried out 9% |
- "in all Semce Tralmng Centres of the car manufacturers and 1mporters 'The list .. when?i' »
added up would cover a market share of more than 98% The central orgamsatmn for the 3"_
- German Retail Motor Industry the ZDK, has dehberately mcluded the Semce Training.
Centres in the concept, as. the mstitutes wh1ch are. mmally responsnble for the commumcation
| of techmcal know-how of the most modern cars at any given time".
R _The Serv1ce Tra.mmg Centres mentioned are private sector centres and cater for those
-* technicians that are employed by franchised dealers. In the case of those technicians '
employed by non-franchised outlets the German authorities have invested heavily in the -
: prowsxon of a number of spemally des:gnated centres
- " We have ratsed approx 35 out of 100 vocational tralmng centres 1o a particularly high level '
as far as the ‘technical - and technologlcal aspects of their traimng programmes are '
} concemed" R ) - R - : r |
vSp'ecial curricula ‘have also. been adopted to b_roaden the" training of technicians.
-Emphasis is placed on service coMunicat_ion skills and practical ‘dia‘gnostic‘ tests are -
. included at the end of the programme.. Such tests ensure the practica.l application of the
. knowledge gained during the course of the training programme. Specialisations such. as

- motorcycle engineering or utility vehicle engineering are also possible.

. 98 Walter Stoy, "The Motor Vehicle Technician: A New Career Stage in the Training for the: Retail

Motor Industry in the. Federal gpubltc of Germany" IOMTR. Congress, Washington D.C., 2 June
- 1993.p. 2.
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Certlﬁcatlon is- prov1ded v1a a tn—partlte arrangement between the - German' '

L manufacturers or 1mporters assoclatlon, the ZDK, ‘and the tralmng centre prov1d1ng the

tralmng Accredltatxon for’ courses attended at such centres on a modular basns is’ also :

'posslble for those expenenced personnel that wish- to aclueve the status of

o 'Semcetechmker .

' .'On the subject of improved remuneration all p’arties involved in the system agree that a.
.j_ techmcran should be pa1d moré than a co-worker without the- added qualtﬁcatton 9.
o On a scale of one {o elght, the service techmman will be probably be at.a level of 5 1o 6,
. whrch .means l to 2 steps hrgher than a craftsman with snmrlar professnonal expenence | .
. B In order that the employer nnght beneﬁt ﬁ'om the employment of the more hlghly pald )
R worker Stoy‘°° would suggest that the techmcum should be assxgned those tasks that
‘,‘."were prewously reserved for expenenced and capable cra&workers (motor mechamcs)
1 Including "acnvmes requmng extenswe specnahst knowledge in the ﬁeld of hydmuhcs / 4
fpneumatxcs ABS ASR, automaue transmrssmn, bodywork electromcs commumcatmns
' "ele_ctromcs They can also be put into action as team members with spec1al dlagnosuc skills
;.'who can lead groups, assist-‘course 'instmctors? taking an- active.part in the training of: -
apprenuces and ease’ the workload on.the receptxomst and foreman at peak times. In short:
- the bearers of knowledge in the retail motor mdustry ' I |
In closmg his paper. Stoy makes lmportant plulosopluca.l comments 1017
4 -.on the ba515 of sohd Jbasic mnmng, the service techmman in the future wﬂl be sooner ina -
. position to make use of and put into practice home study programs, oomputer- based training -
| etc. .. (inAother-words) : Leaming‘bwomes easler and more effective in the'course-of__time,

once a person is equipped with the proper fundamentals."

. 99 Walter Stoy, “The Motor Vehicle Technician: A New Career Stage in the Training for the Retail
Motor Industry in the Federal republic of Germany" IOMTR Congress, Washmgton D.C., 2 June

©.1993. p23.

100 fpid p3,
101 fpid., p.4.
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~The subject of* a. sound basnc tralmng or educatlon is a very 1mportant burldmg block -,
_ for successful CVT In companng the German system wrth the Insh tra.lmng system the

: ,_Roche-Tansey report concludes 102 .
: o the amount of trammg and the type of traxmng recelved in lnshxlndusu‘y is far‘ off the pace
when compared with Germany, Wthh is generally acknowledged as the best Whlle Irish "
.craftsmen are. well trained... 1t is.in the.area of skilled. operauves techrucnans and supervisors
that the real gap is apparent..."

Both papers- outlmmg the role of techmclan are mcluded to” mform the reader of o

developments in other, perhaps more progressrve European countnes

| _Finding'sjfr'om ~Sectio,ni‘(:"- W

. The German dual-system relies, heavily on. the employer for prov1sron of
e trarmng, ‘with the state playmgalesser role '

@ Vocational training plays 4n important role in the socialisation of workers.
" @ Training success 'is'dependent,on the abilities and attitude of the instructor, .

. Re51stance to change is 1dent1ﬁed as'a problem for the pubhc sector tralnmg
system 1n Germany )

o There is an increasing divergence in the abilities of workshdp technical staff. -

® Tradltlona.l _]Ob boundanes are bemg eroded and ﬂexxble -and practrca.l
" » orgamsatlons are needed to produce respnsible workers.

«The role of technician has been established in the French motor industry where
considerable effort is being made to upgrade the social status of this role. -

102 Frank Roche-and Paul Tanseéy, *Industrial Training in Ireland”, "A Time for Change : Industrial
- Policy for the 1990's", The Industrial Poli¢y Review Group, Dept. of Industry and Commerce, Dublm,"
-7 1992: p.132. . ) .
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e The lack of glamour or presttge at the lower occupattOnal levels of the Industry o
makes 1t dtf’ﬁcult to attract and recruit hlgher calibre 1nd1v1duals

- _o"It? is diﬁicult_for'seco_nd-leve_l'.students to secure app'renticeship places.-.

. e There is an increasing trend toward third-level participation among the 'second-
l level st'udents‘of Germany and the Netherlands maklng it increasingly difficult
;to attract students to take up training and apprenticeship options. ‘ '

"o The German Motor Industry training programme exhibits hrgh levels of co-
Lol operatron between manufacturers the publrc sector, and employers '
}‘:0 German trarmng structures encourage hrgh degrees of speclahsations by ‘
workers w1th pay structures and qualiﬁcatlon / career paths that reﬂect
md1v1dual attamment S ’
- The type of trammg received by Insh techmclans supemsors and skrlledp
L operatlves is lacking when compared with German practlce

e S ."'.",-"
Implications for Irish Situation °

~ e In line with‘the German experience, companies may have to -should,er“more'
responsibility for the provision for their own training needs. Investment in )

" hiuman assets must be acknOwled_ged.-For' smaller outlets, which constitute the
' bigger portion of the Irish Industry, this will present enormous challenge. |

. Vocational training - stands or falls, by the enthusrasm and eﬂ'ort of the
- instructors. Within the public sector there is the possibility for the failure of
' the training system due to instructor attitude. While in the publlc sector a lack

- of formal pedagoglcal qua.liﬁcatmn is also an issue. .

® There is need 'for the establishment of the rolel of technician, with improved -

social status and remuneration. Personal abilities will feature highly._ in the
. ‘selection process for this type of person. -
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. Tradltlonal jOb boundanes are bemg eroded away, co-operatlon is now very

people Multl-skxll tramrng may be requ1red in the future .

. In the experlence of the German system | there is hkely to be res1stance to change ,
. from educatlonal and training institutions. Such resistance could be
. detrimental to any-new 1n1t1at1ves.

,Implications for this Research"
. There are 1ssues arlsmg from the ﬁndlngs of Sectlon C of the revxew that wﬂl be

~exammed further in thls research :

- It w1H be necessary to examine the- need for the mtroductlon of the role of -
techmcran to the Irish market as 1t a]ready exists m Germany and France '

3 Whrle dlﬁicultles _are expenenced by second level students in securmg
- apprentlceshlps generally in Ireland 1t is unportant to estabhsh the extent of
thlS problem with specxﬁc reference to the Motor Industly

| 'o.The lack of formal training programmes for-supervisory staff has.been identified
as a problem in Irish Industry generally, but not specifically for the Motor.
Industry Further ana.lysns of this toplc ‘must be undertaken..

e Some measure of the attitudes of instuctor's and.lecturers must be gleaned‘ from
. the responses of the public sector trainers to the survey questlonnaJre .
' Resistance to change by the public sector is also an 1mportant factor into
““which some insight may be gained from said responses -

'- "The public sector training personnel that constituted the ,survey'fc’ohort group were .
uniquely - positioned to provide information for all of the issues identified, Chapter 8

| ‘contains. the information that this group provided on those issues.
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TRAINING PRACTICESIN@TﬁEKCQUNTRIES’ -

' vIn order to evaluate properly the Insh pubhc sector tralnmg su'mlar trauung programmes in

o some of our European partner countries w1]l be exammed Whlle the German system is - -

5consrdered by many commentators as close to the ideal there are Stlll features of the other
systems that are worthy of consideration in an Insh context.

~ In con51dermgtra1mng« programmesﬂlt'ls also worthwhxle examining the second-level systems

that prov1de educatlon in. the penod just pnor 10 recruitment of young people into the Motor

‘_.-Industry Second-level educatlon generally supplles the background educatlon for

apprentlceshjps and traJmng and can mﬂuence the subsequent standard of attamment of‘

R 1ndlv1dua.ls :

BELGIUM

: Second-Level Educatlon I Imtlal Trammg
) _Cumcular 0ptlons at- second level allow for an early 1ntroductlon to vocatronal education. -

These optlons can be descnbedas follows , : :
- - e+ A General secondary educanon, denoted ASO wluch is usually intended as- a
. préparation for university education - = : '

" . = Technical secondary educatlon, denoted TSO, ‘which combmes general education and
" more technical training. ... ‘ ' '

P Art education, denoted KSO Wh.lCh combmes general educatron w1th a leamng:"'
' towards the arts o '

L e Vocatxonal ‘secondary educatxon denoted BSO,. wluch provtdes specxﬁc vocational - -
. training... '

: S'chool attendanceis obligatory unttl the age of 18 and school students who leave school at 16
are obliged to carry on part-time education until the age of 18 usually in the form of TSO or
, BSO coUrses Students who leave ﬁ.lll-tirne education at 16 can continue TSO, or more

commonly BSO courses on a part-time basis. Apprenticeship schemes are an optional way of -

completmg the compulsory portion of the students’ education, the minimum age for :

apprentices being 16. _ : A
FOREM a.nd VDAB are the two bodxes charged with prov1d1ng advanced tra.lmng, one for the.l »I’. g
‘French- speaking populatlon, the other for the Flemish speaking population. 'Both are +
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administered by joint management comrrlittees under the control of *executive councils 'B’oth.-.
_ “also operate vocational trarmng centres (totalling approxtmately 400) run in co- operatron with - -
: 1ndustry, and 0eneraj educatlon centres for both secondary and hlgher educauon
. 'Contmumg Vocatlonal Trammg : ) I o 'g' "
" In addition to these centres FOREM and VDAB are aiso mvolved wrth in-house company
traxmng‘mrtla_tt_ves. The involvement ranges from extendrng oﬁicral recogmtton to in-house
' training courses to paying out subsidies to company schemes for employees and creating joint
. training opportumtles wrth industry! .. _
: "Trammg for supemsers and for those selected for internal promouon to’ lugher managenal posmons "
.is conducted in approved uammg_centres, cither private or one of. those run by the regtonal authorities. -
'_'I‘he public centres also offer managtzment and business training to craftsmen "and the self-employed .

who run small enterpnses A dtstmctton is drawn between business management and skills training,
wrth 128 hours per year required for each.”.. -

According to the IOMTR Survey of 19922 there were 270 Publtc Sector Professronal Tratmng :
,' Estabhshments in thé Belglan Retail Motor Industry. This corresponds to 100% of all Motor..

Industry dedtcated tralmng estabhshments

o

'DENMA'RK"
Seéond;Level Education
'Attendance at lower secondary school 1s compulsory up to the age of 16 years At this stage

three optrons are open to students : .
e year courses leading to the Upper Secondary School Leaving Exammatton

e year courses leading to the Higher Preparatory Examination. .
o year courses leading to the ‘Higher Commercial Exaxmnauon or the to the I—hgher
- Technical Examination.

In 1977 basic vocational training and apprenticeship were brought‘to‘gether under the Basic
‘Vocational  Education and Training Act. In order to begin a training progamm; or an

'apprentic’shi’p, ‘trainees can either begin employment with a company or start a twenty-week

1 Pete Burgess, "Training and Development" Europmu Management Guides, Insutute of Personnel
Management, I.ondon, 1993: p.19. :
2 JOMTR , "International Survey of Vomuonal Tramme in_the Retail Motor Ind M Kostenjland,
Netherlands Update 1992, . -
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1ntroductory perlod ata commercral or techmcal school Ln erther case there follows a twenty
week penod of schoolmg Subsequently, trarmng altemates between practrcal work' and "

‘ "classroom 1nstruct10n, takrng between three and four years o
‘ o "By combmmg school and practical work, basic vocational educatmn and training aim both to prepare
‘the trainee to take i up employment immediately and to provide the basis of further training in the rade
- and/or participation in continued further education. Great emphasrs is therefore laid on relating theory
- to’actual work experience and on ﬂexxbrltty t.he abtltty to: adopt to- new technology and workmg
. practices is highly valued.” ‘

, Contmumg Vocatlonal Tralmng

¥

In the area of CVT the Damsh Government encourages vocatlonally onentated tratmng by".tl .

" grant ardmg m-semce training and further education.. Such activities are genera.lly planned and -
i unplemented at local level and run at local pubhc educatron estabhshments Pnonty is usually
glven to company 1mt1at1ves ’ | ‘ |
_Management tra.tmng is restricted w1th llttle publlc mput dependtng almost enttrely on in-
: company trammg Managenal staff are generally of graduate status with little progressron,

" occuring from the rank of supervisor to the: rank of manager.

53 FRANCE

vSecond-LeVel ’Educ'ation . |

, Secondary Educatron involves a broad general educatlon up to the lower age limit for school
leavers of 16 years After thts general education two optlons are usually followed elther
" “attendance at a general secondary school orata techmcal secondary school. At the end of thrs
| time students will usually possess ‘either a leaving certificate or a technical leavmg certificate.

‘ Apprenttceshrps have recently been: rejuvenated after a penod of - relatrve 1nact1v1ty during
whrch time they were unpopular. Their duration lasts between one and three years, consrstmg
of employment expenence and a theoretrcal training. In the past three years the French system ;

.- has been oVerhauled to follow the German "dual system".

- 3 Pete Burgess, "Training and Devel@ment" Europwn Managemeut Guides, Insutute of Personnel '
. Management, London, 1993: p.23.
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Continuing Vocational Tra’tning - A

‘ Industnal collectlve agreements have recently been used to reflect the hlgher profile aﬁ'orded
to tralmng nationally. Industnal agreement commonly include a clause obliging comparues to
spend 2 or 3 per cent of the wage bill on training. This comnntment is considerably higher than

the statutory minimum of 1.4 per cent; the average is thought to be around 3.1 per cent."4..

Trammg Plans

"Under the Labour Code (amcles L.932-6) the employer must draw up a uammg plan each year in
consultation with the works conumttee or, in establishments with under fifty employees, with staff
representatives. The plan should contain details of existing training schemes w'iulin'the company and
schemes proposed for the coming year. ..According to a report on training in France ...training plans
‘were.seen as a useful means.of dialogue'by companies but regarded by training organisations as-rarely -
matclung the expectauons msed and often very bas:c"’

The notion of compulsoxy trammg plans is not often dlscussed in the Irish sntuatton but has

merit. The FORCE Report noted the absence of any training plans outside the franchised outlet

networks. in the Irish Motor Industry.

Continuing .Vo‘cational Training is available to all employees by law, with the aim of adapting
skills to technological change anct maintajning or improving on existing skills. CVT plans are

| mcorporated into training plans and are included in the statutory minimum level of expendnture

on trmmng that all companies must comply with. ‘

The IOMTR Survey6 apportions training establishents as follows:

57%, or 285, trammg establishments are in the hands of the Public Sector; 43°/o or 215

establishments are in the hands of the Private Sector.

3.4 GERMANY
"The outstanding feature of education and training in Germany is the "dual system” of initial
vocational training, with its implied comittment to broad-based skills for all and investment in people
across the range of academic ability. The dual system is seen as the foundation of a high-skill economy

and as an important element in‘social integration.”

4 Pete Burgess, "Training and Development”, European Management Guides, Institute of Personnel
Management, London, 1993, p.42.

3 Ibid., p.46.

6 IOMTR , "International Survey of Vocational Training in the Retail Motor Industry”, Kosterijland,
Netherlands, Update 1992.
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-’-Such a descrlptlon7 of the German system is s0mewhat typrcal and it is generally regarded as
' ".'a model for tra1mng systems partlcularly by those commentators attemptlng to analyse
. --‘Germany s 1ndustnal performance ' | | o |
"However the dual systern is deeply rooted in’ a strong tradltlon of gurlds and local self—
reoulatlon as well as in. a network of tn—partlte mstltutlons Such a system lS‘ not eas&ly |
rephcated 1n other cultures or societies. - | | B " o
. The trarmng system is underprnned by strong ﬁnancral support from- the pubhc purse both 1n
) terms of grants for employers and loans for trainees. ‘ n
L LSecond-Level Educatlon | |

B In common w1th Belgrum, Ireland and other- European countnes a number of types of second-

' level school exrst L ,
e 'The Gymnasmm whrch caters for the more acadermcally g1fted and those who asplre '
. to a Umver51ty education. ' ‘
" e . The Realschule caters for those students of average abrhty that will complete a.
' " leaving certificate and who will probably follow on with-a vocational training course.
e. The Hauptschule which takes lower abthty puprls and oﬁ'ers preparatory courses pnor
1o entering vocatronal training . ‘

'Tr'aining-,

The provision of training places and contracts which forrn”'the core ot‘ the dual system, is
entirely the responsrbrllty of the employers There 1S no oblrgatlon on the employers to provrde ) |
'tramrng places and no formal right of the individual to avail of vocational trammg There is
often; however an excess of trarmng places over demand, except in the former East Germany.

Strict criteria are laid down for those firms wishing to be accredtted as tramrng_ firms.

However, accreditation offers a. number of advantages to an employer as follows: - -

e Access to a home-grown pool of skilled workers not only trained in specific skills but
- also socialised according to the company norms, giving a competitive advantage.

-7 Pete Burgess, "’I‘rammg and Development" European Management Gmdes lnsutute of Personnel
Management, London, 1993: p.61. :
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Larger compames can tram more workers than they need aﬁ'ordmg them the
._opportunity to choose the best of the group and: releasmg tramed employees back into"
the workforce without the 1mpllcatlon of poachlng or wage competmon o '

_6," _The generally high standard of training also imparts foundatlon skills Wthh favour the
- later- trammg of foremen and Meister craﬁsmen '

Bemfsschulen adrmmstered by thelr respective local authority, provrde the theoretical training
element within the dual system. . Berufsfachschulen, or craft trammg schools supplement or
“ ' replace.-company tralmng for people ln the dual system and traln young people- for the ..
| quahﬁcatlons awarded by the Chambers of Commerce who are in: turn responslble for. the C
J standards and quahﬁcatlons of the dual. system ’

Where compames are small or cannot oﬁ'er a full range of expenence to meet trarmng"
B requ1rments (on practlcal or safety grounds oriin sectors where technical change is especrally

fast) resort is oﬁen had- to inter- company trarmng centres which complement the- theoretical.
* « activity of the vocatlonal school with a broader range of drreeted on- the-job expenence The -
., centres are usually financed by employer assocratlons with supplementary funding from publrc

authontres and may serve a broad spectrum of tralmng ob;ectlves (such as for managers) as.

well as initial 'vocational trauung

"AJLhough many Enghsh—language publications refer to "apprent.rceslnps the German ‘term for

' apprentxee (Lehrhng) was in fact replaced by the term "trmnee" (Auszubrldende Azub1 for short) some' N

years ago".
Contmumg Vocational Trammg : | |
Probably the greatest strength of the German training culture is the avarlablhty of a huge range'
: of CVT courses. Further StudleS begmnmg after initial training, often lead to the quallﬁcatxon
of Melster or srrmlar in occupational areas ranglng from commerce to data processmg to
o craftsperson Schools catenng for such further studies include trade schools vocatlonal further

educatron colleges and vocatmnal colleges

3 Pete Burgess "Training _and Development”, Eu:opean Management Guides, Insutute of Personnel
Management, London, 1993 Pp.62. ’ . . :
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Occupatronal roles such as foreperson or techmcla.n require addmonal training to that provrded
: dunng initial trammg Individuals with an initial vocational qualification and appropnate
experrence_, are entitled to study for the ,quahﬁcat_lon of "Meister". Such a title is recOgnised by
~all errrployers and is afforded a seperate role and higher status with ap‘propriate‘ remuneration

and work conditions. -

Managerial training and development’

“"Compared with the UK, top managers in German business, particularly in large companies, are more
likely to be gr'aduates of universities or polytechrtics...Board members of large companies, especially in -
‘ ﬁeldc such as chemicals, are frequently e_ducated to doctoral level, and a doctorate in enéiheering isa
. common route to senior management throughout manufacturing industry. Nearly two-thirds of top
managers are educated to, degree level compared with about half in the.UK..Managerial
developrnent..is ‘widespread, in particular for developing technical knowledge and skills as well as
managerial capacit}"... Compared with other employees, managers enjoy a much greater intensity of

" post-entry training and de_velopment".

In t992 7.5% or 1800 of all German "9Retail Motor Industry training establishments were
Pub_lic Sector ‘con‘troil.led. The other 92.5% or 22,000 establiahments were ‘Private Sector
controlled | | .

_.In Germany there were about 370 recogmsed occupatrons in the dual-trarmng system in 1993;
one interesting aspect of the training undertaken is that tramees do not specialise until the
second or third year of training. This w1ll lead to a broader and less specialised training. ‘
In order to compensate for some of the drsadvantages of the dual system the followmg

- measures have been implemented or planned for 1rnp1ementatronlI
e Cross-curricular teaching involving project work in which trainees work from guidlines to do such
things as plan, draw, calculate; and produce. The aims of the project-based leanung include
encouraging the trainees to see connections (this is especially important in highly specialised
occupations) as well as to develop personal and social skills and professional knowledge and
skills. '

 Pete Burgess, "Training and Development”, European Management Guides, Institute of Personnel
- Management, London, 1993: p.70.

10 JOMTR , “International Survey of Vomtronal Training_in_the Retail Motor Industry”, Kosterijland,
Netherlands, Update 1992.

11 Dr. Leo Heimerer, "The Dual System of Vocational Training", PETRA Conference, “Vocational Education
and Training in Germany", Dublin Castle, 30th Sept. 1992
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e . Increase in the number of le;sens at the Berufsschule to'a max. of 12’ lessons (on two days) in
order to allow more time for project-based learning and general education.

. » Increascin general educational provision; learning of a foreign language (usually vocational)

Advantages of the Dual System

o Vocauonal training is hlghly speclahsed and occupauonal proﬁles are closely related to the

needs and demands of ﬁrms ‘
o Trainees experience the reality of the workplace.....(they) acq1ijre ‘sccondary’ skills important

for work like punctliality, reliabilty, precision and indepehdence as well.as social skills like the ability
to work in a team, to fit into the firm and to be w111mg to help others. Creativity and wﬂhngness to

take on responsibility are further skills which the system seeks to develop.

Disadvantages of the Dual System

® - The co-ordination between school and firm, between theoxy and prac'tloe is more difficult than
would be the case in full-time edumuon

C e There is' not much time left for general and 0puonal subjects.

e ' The centralised final examinations do not take account of reglonal variations.
° “The cost of vocauonal training for the state and firm is lugh Tlns is because the trainces are

" paid, the tmmmg is spec1ahsed and requires a low student-teacher ratio.
THE NETHERLANDS
Second-Level Education
Education starts at the age of 4 and continues until at least age 16 years. There is a legal
obligation for all 16-17 year old school !eavers to attend part-tlme vocational classes for one or
two days per week for a further two years. |
Vocational Seconda.ry education consists of two levels:
* Junior secondary vocational training from the age of 12-16. )
e Senior vocational. training followiag on from above lasting three or four years.
Alternatively, a shorter course, introduced in '1979, lasting two or three years can be

undertaken.

- Apprenticeships
In the Netherlands apprenticeships are governed by law which stipulates the obligations and

nghts of thie employer and the apprentice. Under this law the theoretical compoaent' of the
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apprentlceshrp is the responsrblllty of the schools and the employer is responsible for practlcal o

. tra.mmg Burgess describes this apprenticeship system!2; -

’ Most apprenuceshlps consnst of up to three levels. The first lasts for two or three years and mcludes the
compulsory schooling element. Tlus is provrded by attendance at a recognised institution, where two-
 thirds of the time is spent on theoretical work«memated training and one-third on more general
education. This -initial phase is completed by an examination for a- nauonally rccognised initial
* vocational diploma as a craft worker. The second-level, lasting one or twa years, extends the initiai
basic training and may lead on to a lhxrd level of further spec1allmuom lasting one year, and offering

- the prospect of a move into management or supervision."

Continuing Vocational Trainin'g

A]though the Dutch system of vocational education, principally the various MBO (techmca.l
| quallﬁcatlons) options, is broadly based and offers formal- training to a large | number of young .
| people, it suffers from diSadvantages‘which employers must offset through in-house provision. -

In the first pla‘ce, people who complete standard vocational ‘edueati_on are often aged at least
21 when they are ready to ;enter emoloymerlt out sﬁll lack industrial experience or functional
_ kﬁoWIedge. However, .the breadth of vocational education means that often only a short period.

of company training is needed to allow the employee to become productive!3.

- This breadth of employment also allows for subsequem mobility within the firm, often with no further
Lrammg or at least with only short in-service courses. The company training effort appears to be
substantial: according to a CEDEFOP study carried out in the mid-1980's, about one in four employees
had some form of training over a one-year period. Whereas larger firms (500+ employees) tend to have
in-house facilities smaller firms either share training or use external providers.

In 1992 all 60 Training Establishments in the Dutch Retail Motor Industry!4 were in the

control of the Public Sector. -

THE UNITED KINGDOM ,
The National Council for Vocational Qualifications (NCVQ) was established in 1986 to co-
ordinate the training system of the United Kingdom. Prior to that time a large number of

_ different organisations were responsible for training and education in the UK. As a result there

12 pete Burgess, "Training and Development”, European Management -Guides, Institute of Personnel
' Management, London, 1993: p.130.

13 bid., p.122.

14 JOMTR , "International Survey of Vocational Training in the Retail Motor Industry”, Kosterijland,
Netherlands, Update 1992. :

94



’ ‘was a lack of- consnstency in standards .and there was a problem w1th mutual recogmtlon of
Aawards between the various awardmg orgamsatlons .

The NCVQ mtroduced the NVQ (Nanonal Vocanonal Quallﬁcatlon) system to attempt to ‘
overcome some of the practxcal difficulties and to standardise awards. NVQ’s are awarded at 5
hierarchical levels, with a similar structure to the EU occupational levels previously explained.
Level 1 is regarded as 'a basic vocational qualiﬁcation,' while level 5 is regarded as equivalent to
a higher degree level | | |

The awardmg of a NVQ is based on the candidate’s attamment of a certain level of
competence ThlS level of competence is assessed against a ‘statement of competence agreed-
by the NCVQ and a re]evant professxonal body. When the mdmdual is adjudged to have
attained a number of modules or ctedit's, based on theSe_“‘sta‘tements of comp‘etence’, then the
“individual is awarded an appropriate NVQ. ~ |

One of the benefits of the system lies in the’possibilitifor' any relevant .qualiﬁcation to be
considered- as “Vio'r;thy of credit for attainment of competence. 1’70—r' instance, if a person has
previously studied Customer Relations and wishes to change occupations, there is no -
requirement for that person to study the same module again; the NVQ credit can simply be
transfered to the new occupa-tion.‘\ ‘ | | |

Also, all courses and awards can be included in the system; allowing for easy transfer from one
programme of study to another. |

Accreditation of Prior Learning (APL) _

A ‘major advantage of the NVQ system is the possibility for past work experience to be
cfedit_ed to the individual. Older, experienced staff can qualify'fof NVQ credit through APL’s,
without having to re-study material that is already familiar to them. Units of learning credit can '
be buhilt upon, thus enconraging those who are long removed from the training system to begin
training agajn but at a level that is more appropriate for experienced staff.

Cntlclsms of the NVQ System |

While in its theoretical structure the system has much merit, there is a consxderable body of

* criticism against the NVQ system. The system is exhibiting many implementational problems
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and there has béen a,"noti-ceabl'e.declin'e‘in the number of apprenticeships ;ince it's'-introd_u;:tior;.
Th"'eré is also som‘e_. disquiet 1'0'\'/er the number of private training pr'd,\iiders. that have NVQ -
. accreditation approval. Many of these pﬁvate providers: have beén accused of allowing an

individua@ effectively to ‘buy’ a qualification. ' 7

The system has some way to go before it will have proved itself. = . |

Summ#ry of Training Systems _

In orde} to clarify.and summarise the important parts, for. this study, of the training systems
 that exist in the various European countries, table 5.1 follows. A summary of initial training

systems follows: .

,"I"able;S.l:v _Sum'm'ary of Training Systéms

4

School Training CvT Public Management Legislative
Leaving Plans Motor | Training Framework
Age Training Agreements
Centres ; (Training)
Belgium 18 100% In approved
centres 128 hrs
per year req'd
_ for
Denmark 16 Encouraged Restricted public
and grant- provision,
aided dependent on
in-company
France 16 Obligatory Availableto | 57% 1.4% of wages bill
' ' allbylaw | spent on training
Formal :
] : : ; agreements
Germany | 16 Widely System’s 7.5% Widespread Formal
- : implemented | greatest agreements
strength
Netherlands | 16 Poor 100% Formal
Agreements
Ireland 15 Required by | No formal 100% * | No formal None
' FAS but no arrangement arrangement
follow-up
check

* While there are a small number of private training centres, mainly at distributor premises, they do not
provide training programmes with open attendance and are not part of any formalised nrational
training system. ' -
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‘ .Su'm.mar'y‘ of Initial Training

For ai] countries except the Netherlands, the initial training period is between 3 and 4 years and
| 1s p'ro;/ided at publié éeﬁffes: beginﬁfﬁg at'age Ié or 16 years. In many countries it is poésible
to transfér t’dr vocational training while attendiﬁg at Isecont-i-level education. In~ the case of the .

Netherlands, the initial training period can be of more than 5 years duration.
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INTERNATIONAL PRACTICE IN MOTOR INDUSTRY TRAINERS IN-SERVICE _
Introduction' | . |
In Sectlon A of the literature review, the i issue-of In- -Service tralmng arrangements for the
mstructors and lecturers of the Irrsh tralmng system was raised by a number of commentators.
' In order to compare the Insh system wrth best international practice, it is necessary to establish
the systems that exist in the public sector of other countries. The following section outlines the
arrangements'of sorne other countries. While the comments earlier were made -about Irish:
“industry generally, the arrangements’ outlined refer specifically to Motor Industry designated:

trainers.

In-Servrce Arrangements . _
When asked the questlon "Are there systems far zmpravmg the quality of the teachmg staff?,
respondents to the IOM'I'R survey update of Vocatlonal Trammg in the Motor Industry 1992

- gave the fo]lowmg replres”

Austria Advanced traJmng related to the franchlse (by Manufacturers /
Importers).
Advanced training prov1ded by the lnstltute for Economic
Development. :

Belgium . -Importers' training courses.

. Switzerland ©  Training provided by the Importers.

Germany Teachers at vocational training schools are provided wrth a
training scheme which is established in cooperation with the
automobile manufacturers.

Trainers in the Retail Motor Industry business receive a
subsequent training from manufacturers 10 days a year.

Sp_ain. . Generally, advanced training for teachers is given by pnvate

. training centres.
France . There is a scheme jointly run by the Ministry of Education
' (Directorate of Vocational Training), the regional authorities, and
the Motor Industry.

Great Britain  Manufacturers courses and higher teaching qualifications.
Luxembourg Automotive Electronics, key qualifications, etc. '

15 JOMTR , "International Survey of Vocational Training in the Retail Motor Industry" Kostenjland,
Netherlands, Update 1992.
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New Zealand  Tutors in the Public Sector receive professwnal tutor trammg and
' attend manufacturer courses. Tutors in the Private Sector
undertake'training for trainer courses and attend technical training

courses at parent company overseas.

Portugal Advanced technological and pedagogical trammg courses.

Finland The teaching staff are obhged to attend professional and
pedagogical training 5 days/year. Furthermore, 10% of teachers
- have an opportunity to. voluntarily participate in the work of

automobile dealerships for a couple of months.

Note the formal 'coLoperatiOn between manufacturers or importers and the public sector
training system. It has been established that cirrerit In-Service arrangements are ad-hoc, and’
that no sumla: high -levels of formal co-operatlon occur in the Irish situation. Further

examination.of tms 1mportant lSSue will be undertaken at a later point.

CONCLUSIONS - -

Without doubt the German sysfem is the most structured and well planned system of all the -
European training .systems. While this is admirable, it is unlikely to lend itself well to a cross-
cultural transfer, such as that required to transfer to the Irish situation. The trade and chamber
of commerce organisations that have existed for centuries and are an integral part of the
German system, do not exist here. To establish such a network of orgamsatlons is not practical
in the Inish situation. | |

One important difference between Germany and the other countries studied ie in the area of the
provision of public: sector training facilities. The German system depends heavi]y on private
sector. training facilities, whereas in Belgium and the Netherlands the system consists entirely
of public sector training centres. Part of the reason for this may be the difference in scale that
exists between the various markets. As discussed in chapter one, the German car market is the
biggest in Europe aﬁd many times larger than either Belgium or the Netherlands. The relative
small size of the Irish market will limit the amount of investment available from the private
s‘ector. in this regard, in fact it may lead to an additional investment fequirement on the part of

the public sector if the current level of CVT provision is to be improved on.
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Although the Irish market already utilises a: large number of publxc tratmng centres for
apprentlce training, many of these centres do not provnde CVT A change in this srtuatlon may
' be necessary to bring Ireland more into line wrth both Belgium and the Netherlands. |

Formal agreements exrst vln'many countries regardmg‘-CVT; no such agreements‘ exist'-in the
Irish situation;v Given the 'general lack of CVT in many Sectorsof the Industry it .may be
necessary to follow the lead of France where legislation requires both.a. minimum level of
investment and the formulation of CVT plans for all employers.

It 1s interesting to note that very little CVT is carried out for management personnel in any of

- - . the countnes studied. There are certain minimum educational entrance requirements in this

regard however, which the Irish market does not have. The notion of compulsory attainment
of certain minimum quallﬁcatrons is worth consrdertng if management standards are to be
improved. CVT arrangements should be formahsed also

The NVQ system of the Umted Kingdom is revoluttonary in its attempt to co-ordinate the
education and tralmng systems. Whrle it has many practical problems due to the complex
nature of both UK systems, many of its features are worthy of consideration in the specific:
context of the Irish Motor Industry The ‘notion of Acreditation of Prior Learmng lS.
partlcularly relevant to technical occupatlons and will be considered in more detail in the model

proposed in the final chapter.
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PUBLIC SECTOR TRAINING AND THE IRISH MOTOR
INDUSTRY

. 6.1 INTRODUCTION
This chapter will examine:

e Existing Public Sector ’fraining Provision

. . @ Public and Private Sector Training Policy

- 6.2 PUBLIC SECTOR TRAINING PROVISION |

The inQolvement of the public sector in the training activities of the Irisﬁ motor
ihdustry is complex. In order to ‘examine this ianlvement' it is best to sub-divide these
" ativities as follows: - |
Apprenticeship Training and Technical CVT
- Managemeﬁt‘Training ' o

Other Continuing Vocational Training

Apprenticeship Tlfraining and Technical CVT | |

The Irish»Motor Industry have, tr;ditidna]ly, trained a large number of apprentices
each Srear. The numﬁer of Ist year motor industry apprentices registered as of 31
December 1991 was‘42v6 (FORCE Report, p.20, 1994). However, figures requested -
from FAS for 1993 indicate a drop to 239 (See communication from FAS in
Appendlx) ' | 5
Responsibility for the educatlon and trammg of these apprentices lies with two pubhc :
bodies; FAS and the Department of Education. Traditionally, FAS were responsible for
the registration of apprentices and the first year "off-the-job" phase of their training. -
Duﬁng this year apprentices were trained for twoA separate examinations: The Junior
Trade Certificate of the Department of Education and the FAS end of year
examination.

Four days of the working week were spent at a FAS Training Centre and the other day

at a Vocational College. The one day attendance at college was aimed at securing the
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Junior Trades Certxﬁcate while, at the same tlme gaining a general educatnon the t1me
spent at FAS allowed for a more comprehensxve but jOb specific, training of the
individual for their chosen trade.
During the remaining three years of.,the_ apprenticeship, apprentices continued to attend
a vocational college and was requircd to undertake the Senior Trades Certificate
Examination, during eithervtheir third or fourth year. Attendance at the vocational
collegc was either on the basis of "Day l{eleaée" or "Block Release". "Day Release" is
a term coined to explain the process whereby an employer "released” an apprentice to
attend college one day per week during all three reruaining years of the apprenticeship. A
"Block Release" usually entailed attendmg college for "blocks" of two exght-week
penods | _ '-

The curriculum used in the co‘llegeslallowed fcr the _teaclling of a number of different
subjects to the appre‘ri'f‘.ice"s:'-Motcr‘ Vehicle Tbeory, Gbrage" Practice, Science and
Electricity, Maibematics and Craft Calculations, Mechanical Dreiwing, and Workshop

Practice. Usually some general subject such as Communications was also included.

| ~ Standards Béséd Approach

During September 1994 a new standards based approach to training apprentices was
mtroduced Instead of the apprenticeship consisting of a partlcular time duration, the
- apprenticeship was now split into a number of modules and consisted of 7 phases; 4 .
ou-the-job and 3 off-the job phases.
The first phase is to be spent at the employer’s bremices, instead of at FAS, allowing
for the induction of the new employee into company work practices and norms. The
‘second phase cf 22 weeks is to be spent at the FAS Training Centre in full time
training. Pbases 3,5, and 7 are to be spent in training at the employers premises; while
‘phases 4 and 6 will be spent at a FAS Training Centre, or at a Vocational College. If
the apprentice is successful in completing all modules then they are to be awarded the

National Craft Certificate.
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One outcome of the new standards-based appreach is that there will no ienger be
d'iscr.ete_subjects such as Maths and Mechanical Drawing. Instead, such subjeets are to
- be taught using an "integrated’ approach; apprenticeé will learn .a particular calculation
methbdjwhen the need arises, during their training, to use that calculation. -

Intended benefits of the new system are; a normalisation of training atandards,
c.erﬁﬁcation ona rnedular basis allowing for various levels of attainment and an overall
streamlining of operations in the two strands of the system. |
Educational Approaches: |
In the various ‘analyses of the apprenticeship system, few references have been made
to the rationale employed by the establishments that are involved in prowdmg training
for the lndlwdual Very different approaches and forces are mvolved ‘

On beginning an apprenticeship in the past, the recruit usually started work at a FAS
"'fraining Centfe. :The'..tra.ining environment at sneh FAS centres has been Qery much
‘Industrial’ in 1ts ethos. There existed a tenuous distinction between a ‘trainee’ and an
_‘apprentice’ in. tnese centres. The apprentice began work each day at 8.30 a.m. by
‘clocking-in’ annd finished by ‘clocking-out’ at 4.30 p.m. having followed a pattern of
instmctien .whjch was leﬁ }very much to the discretion of the Instructor. The balance
between time spenf "in the classroom and time spent in the workshop, varied
accordingly. |

The industnal ethos of the FAS centre was further reinforced by ensun'ng rigorous
- control of the individual’s bfeak-times and ensuring general compliance with factery-
type industrial time procedures.

The recruitment of training instructors to the FAS organisation is the responsibility . of
FAS itself The minimum qualifications required for appointment as a training
instructor with FAS are; the possession of both junior and Senior Trades Certificate
- Examinations and evidence of completion of a recognised apprenticeship period. In
practice, these are minimum requirements and the instructors employed usually possess

a nnmber of additional technical qualifications.

103



As ‘mentioned above all apprentices were required to attend classes at a vocational

college. All of these colleges continue to be under the control of the Department of
Education; through -their funding arrangements and through the Depa.lnment’
Ins'pecto'ra;te. Cbla.lsses typicaily began at 9.00 am and continued through uﬁtil 5 -p.m.

with a lunch breék, éﬁd morning and afternoon breaks. During this time the épprentice

was treated as a student witAh a time-table of classes operating, thereby receiving a

number of time-units of tuition in different subject areas. In many respects, during this

time the apprentice was educated rather than trained; many of the skills taught were of
a general nature aplplying to mainy situations and not specificaily to that of the

occupational role of the‘ apprentice. The apbrentice, or student in this case, 'was,no't_
required to ‘clock-in’ and in'.vmany subtle ways was tr,e‘ated differently than duriné FAS "‘
training. -

The appointmént of tgachers t6 -thé’se'colleges was controlled by ‘the local education

authority and oﬁén_ the teachers of apprentices, for general sﬁbjects, were quaiiﬁed in

areas other than the ‘motor trade. The stated minimum education requiréments for

_ teachers are the same as those _fgr FAS instructors with one notable difference; the

requirément by many local ‘authoﬁfies that the applicant possess: the Ceard Teastas

Gaelige, a certiﬁcéte in the ‘ab-ility to feaéh through the medium of Irish. Again, it is .
- unlikely in praétice thét any of the teachers employed by a college would be appointed

_ while possessing just the minimum requirements.

.. Differences and Strains within the system

As outlined above, there are very different approaches taken by the two establishments
responsible for apprentice education. By referring to the explanation of Margolis and
Bell I;

“Training focuses on equipping recipients with the competence to do their: present jobs..

Education prepares the person for a future - but known - position”.

I Margolis, F.H. and Bell, C.R., Understanding Training: Perspectives and Practices”, University
" Assoc. Inc., San Diego, California,: p.2.
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it can be said that; FAS“ "trailned"" apbrentices wh_iie the colleges "educated--

apprentices.-

: Furthér, it migh_t' be said that FAS ‘industrially trained’ first year apprentfces. It is

interesting to note that 97.8% éf repair garages employ fewer than 10 people and -
55.6% employ fewer than S people (Census of Services, 1988). Theréfore, very few, if
" any, motbr apprentices will subsequently work in a large estz%blishment with a truly

industrial regime. It can be argued that such an industrial atmosphere can stymie

indiv.idualism,v initiative and problem—splving; abilities that the new standards-based

c':u‘rri;:lﬂum strivels'to engénder in apprentices. Further,v'the majority of Smallér guége -
'workshops do not employ’ ‘clocicing-_in’ cards and jobfdemarcation does not really -
exist. The new standards-based system to apprer_ltice.:‘training may altér the FAS

apprdach to these aspects of its tr,aiﬁing.‘ o | | '

This standards-based"apﬁni'oach to apprentice training was pr_imadly a Government

initiated attempt to improve the apprenticeship system and to offer a moré integrated

form of training for th.e'ixidividual. Moves to implement change have béen met with

resistance from a number of sourcgis resulting in slight dilution of the initial and

inténded impact. One example of this would be in the manner in which the Phase 4 and

Phase 6 off-the-job training will be carried out. .

Initial proposals suggested that FAS centres would provide Phase 4 and 6 training

modules aloﬁgside tﬁe Colleges. The Department of Education has unofficially .
suggested that this was unlikely to happen and that the Colleges would continue to
provide all post-first year apprentice training. This suggestion has now been borne out
in practice as the Department has increased fuhding to the relevant Colleges in order to
allow them to re-equip their workshops to teach the new syllabus to apprentices. On
the other hand, FAS centres are not being re-equipped in a manner that would enable

them to host Phase 4 and 6 off-the-job training courses.
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Management Training | v
The Dublin Institute of Technology (DIT) offers a Diploma course in Motor Indnsfry
Management and is a Departrnent of Education funded institution. This course has
traditionally encouraged two types of e_'n_trant; |
1. Students that have attained specific grades in the Leaving Certificate enanﬁnation of
the Departme'nt and who have usually just completed their second-level education.
2. Students that have not attained a Leaving Certificate but have attained an equivalent
technical qualification in the trades areas and display the desired aptitude to succeed in
such a management course. | | -
Similar courses are planned for some regional venues, such an Limerick R.T.C. in the
coming years. Demand for such courses has not been strong in some regional centres;
according to the respondents:to the survey of public sector-trajnefs,'inclnded in a later
chapter. 'V V- |
DIT also offers a disfancé—learning cour‘sn, in Spare Parts Ma.nagement, in conjunction
with a number of other parties, for personnel of the Motor Industry. This course was
- offered for the first time in 1993. FAS also offer Stores Procedures training at some of
: tngir centres around the country with a certificate offered to graduates of the
programme.
Other Continuing Vocational Training A
Non-technical CVT is not -\ividely offered with a specific focus on the Motor Industry.
In many Depa&ment of Education and FAS Centres, certain general programmes are
. offered as night-classes that are of interest to Motor Industry employees, but are not
specifically geafed to meet their requirements. DIT, as it is the largest public centre tn
the largest urban area, offers mnre Motor Industry CVT than any other centre and
attracts a large number of participants for its part-time courses. However, the vast
majority of its CVT courses are technical in nature; influenced, no doubt, by supply

and demand factors.
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6.3 IRISH MOTOR INDUSTRY PUBLIC SECTOR TRAINING POLICY
There are a number of bodies that'-aré actively involved in providing training or
development courses for‘ the Industry. Some are providers of courses of a general
nature, others are. specific to the needs of the Industry itself. There are also some
“professional bodies that represent the interests of the members of the Industry and -
provide some training input for their members. The views of professional bodies will be
outlined in the priQatesector summary that follows this chapter.

’Ifhe following is a summary of the activities and policy of one of the largest public '

sector training providers :

" THE DEPARTMENT OF EDUCATION.
Information sﬁpplied by the Department in reply to ﬁ-wﬁne;i tequesf from the author,
reveals that 431 pcople:attenylpfed the 'Garage Practice .c'ormp‘on.en_t of the Senior Trade
Exami'naﬁons in the acadiemic year 1991/2. Given that there is a faﬂ@re rate element as
part Aof.' this figure it can' be estimated thgt approximétely 400 peoplé qualified as Motor
_Mecha.nics during that period. In. the same written request, the policy of the
Department was sought in feiation ‘to the future of Motor Vehicle Apprentice
education; paﬁiCululy in view of thé introduction of a new modular curriculum, on a |
trial basis, in the Waterford a:ez;.
While data regﬁrding examination candidate numbers was forthcoming; written policy
information was not. A letter from the Department of Education, received in reply to a
request for certain information, indicated that contact could be expécted with the
relevant Departmental Inspector "in the near future".
"In fact, contact had been made by a member of the Départment Inspectorate a number
of days before receiving the written reply. The Inspector was willing to discuss the
matter of apprentice education and intimated that he envisaged little or no change in
tﬁe,cunent format that apprentice education takes, whereby the apprentice spends a
certain period of time in both the FAS Training Centres and a Regional Technical
' College.- It would appear unlikely that FAS will have any more input into apprentice -

education than the first year portion that it currently provides. It could be detected that
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some form of "power struggle" exists between the Depa’rtmeni and FAS as they both
attempt to assert their authority over apprentice education.

The Department is working with the various colleges to improve their facilities in order
to cope with the physical deﬁmnds imposed by the iﬁtroduction_ of the new broader
syllabus of the modular curriculum; it is hoped'to secure some EU funding to tlﬁs end.
The Inspectbr also acknowledged that there were likely to be some difficulties with the
in-dealer assessment aspect of the new curriculum and with the ending of day-release
courses for apbrenﬁces. The Inspector preferred not to put his views in written form.
While this information is useful in attempting to understand the workings of the public
sector training system, it is of no real beneﬁt in attempting to predict futixre ltraining
systems. It would appear that no longer term strategy exists save to maintain .the
~current level of control thatwthe D_epartniént eétens, over the public sector training |
system. l | o |
In contfast to tﬁé lack of formal policy‘ sfatements from the Department regarding
apprenticeship education, the Government 1s pressing ahead with change in the second-
level system and has set 6ut several position papers. |

In recent years, the po_l‘ircies of the Government have beguh to recognise formally and
‘explicity state the role of the education system in preparing the individual for work and
in encouragiﬁg mbre stﬁdents to undertake vocationally oriented courses of study. The
introduction of a Vocational Leaving Certificate programme in 1991 marked an
: important landmark in the quest to de-academicise the system. Participants in this
programme undertake to study at least two ‘practical’- subjects and they also study a
langﬁage. While only 5% of students were enrolled on this programme in 1992, it was

' enﬁséged that this figure would rise to at least 30% from 1995.

The Green Paper on Education underlined the need for?

- *an improved vocational and technical orientation to education at the second level’

2 Department of Education, Education for a Changing World - Green Paper on Education,
Government Publications Office, Dublin, 1992: p.102.
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While this move to'vvard improving technical training provision has begun at second-

’ level the beneﬁts-will take some time.. to. show in the workplace Such types of

e 'vdevelopment and innovation are. hkely to.benefit the Motor Industry in the longer term, .

but: are unllkely to have any great 1mpact in the shorter term.

 FAS Training Policy N | |

‘Policy mformatlon was requested by letter from FAS. In their reply FAS suggested _

| reference to the FAS Annual Reports for thJS mformation Unfortunately, these o
. RepOrts contam very httle pohcy mformation and. no detailed mformation that relates :

- ,spemﬁcally to Motor Industry trammg

64 PRIVATE SECTOR TRAINING POLICY

There are two non-public bodies that are actively involved in the t)rovision of training
for the AIrish Motor-Industry; namely the. Society of the Irish Motor Industry and the
Irish Management Institute. A brief description of their activities follows. |

st .

" The Society of the Irish Motor Industry (SIMI) is the organisation set up to represent

. - the interests of the: Industry generally. Its mémbers include a.ll,types of businesses

associated with the Industry. Due to the relatively small size of the Irish market, SIMI
represents every facet of the InduStry. In other countries a variety of organisations :
_would represent the various interest groups within the industry; such as Retail Outlets

Petrol Retailers, Distributors, Machining Specnahsts etc. In Ireland the SIMI serves
_ these diverse groupings by establishing sub-commlttees that work on their behalf The' '
SIMI is the most influential body working on behalf of the Industry and as such serves :
an important role in the overall operatxon of the Industry. -
As a part of the service it provides to its members SIMI runs management and sales

trammg semmars at venues around the country, primarily on toplcs chosen in response
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to the needs.'arld/or d_emands of its ;memb'ersi VThe Society offer tralmng courses orl the
'baSis of a one year. plan-which allow members to choose from alist of 'suggested dates -
and venues. The result is'an ad-hoc array of one and two day trammg courses which
are oﬁen urider-subscribed.
" .SIMI' also encourage technical ‘staff to undertake further studies and, in the case of the
_ Advaneed Motor Vehicle Teqhnology Certificate of the Department of Education,
‘award candidates that have attained a pass. in at least two subjec'ts:a Teehnieians
~ Diploma. This-Diploma does not, hov'yever entitle the holder to any recogrﬁtion or
o recompense from any other pa.rty This sﬁuatxon ep1tormses a problem w1th acadermc .
attamment for staﬁ' in the Industry generally | : |
: In Outlme of Trammg Pohcy Autumn 1992; publlshed by SIMI the socxety makes the

followmg 1mportant observatlon . v
“*Apart from apprentice trmmng and speclahst short courses’ oﬁ'ered by Velucle Dlstnbutors
‘or the SIMI, there are practxmlly no - training opportumues for ‘Motor Industry staff,
- partrcularly outsxde of the-major cities. We have long felt that a system of supported dlstance'

learning would :be the most appropriate method of training, partrcularly where the

_employment umts are small and it is-therefore very ‘difficult for employers to release staff to
-attend longer duratxon courses. In the case of employees outside. of the cities there is not even

the possnblhty of night courses in any- relevant subjects.”
Dunng the year 1994 the SIMI co-operated with DIT Bolton Street to provrde a
dlstance leammg programme for parts staff: As yet no feedback 1is avallable as to the
| success, or otherwise, of thrs pro;ect |
‘ ~ On November 24th 1992 a meetmg was held of the training managers and mstructors. -
of the Irish motor distributors in’Dublin under the auSpi'ces of the SIMI. This meeting
~ was convened to discuss the introduction of a“modalar curricuilum for_the trade of

. Motor Vehicle Mechanic. At this meeting it was proposed...
“that the Society (SIMI) should séek the establishment of a Motor Industry Training Council. -
It should be the Tole of this new body (possibly established under the auspices of FAS) to co-
" ordinate the supply. of information from the Vehicle Manufacturers to the industry"to ensure
that relevant printed material, videos and other training aids were used to the best possible
- advantage in training motor apprentices. It should a_lso be the function of this Council to ‘

ensure that the various tramers are kept up-to-date by attending appropriate courses on a
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regular basis... The composition of the proposed Motor Industry Training Council should
reflect the vital role of Vehicle Manufacturers.in guiding and directing their main dealer
outlets in their training requirements for the future."

The notion of the establishment of @ Motor Industry Training Council is one which will

- .. be discussed in the final chapter.

The Irish Management’ Institute
The Irish Management Institute (IMI) is a voluntary body set up to improve |
management standards éenera]ly. The Institute provides rhanagement training both at -
its Dublin héadquarters and at regional venues. Many larger organisations benefit ffofn |
the expertise they offer as part of their training programmes but smaller or'garlisationé
rﬁay ﬁnd the cost factor prohibitive. The Sociefy of ‘t,he Irish Motor Industry also liases
with the IMI to assist smallérl outiéts by assemblihg groups of participants in regional
venues for managément-tréirﬁng[ No formal links exist between the Motor Industry and
the IMI, however.’ A

Some of the larger comﬁanies w1th1n the Motof industry have availed of managemenf.

_training in the past-at their own cost and initiative.

. Conclusions ‘
o The Department of Education has developed a number of programmes that will
ultimately benefit the Motor Industry training system, but these are at second-
level. Some similar work is necessary for the apprenticeship system also.

e While SIMI award diplomas to certain personnel in the Motor Industry these
diploma’s are afforded no formal recognition within the Industry.

e SIMI’s primary purpose has been to represent the interests of the Industry at
National and International level. Training issues are essentially secondary to

commercial issues at this level and are being under-represented.

e There is a lack of consultation and /or co-operation between the distributors
and the SIMI in providing training and CVT.

111



«No regulatory function exists for the training activities of the Industry.

wltis péssible for the Industry to utilise the expertise of the. IMI to provide
Industry-specific management courses if required.

& The cost of management training may be an inhibitory factor for smaller
commercial enterprises, of which there are many in the Irish Motor Industry.
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IRISH MOTOR INDUSTRY PRIVATE SECTOR TRAINING
| PRACTICE |

7.1 INTRODUCTION .
The following chapter outlines two surveys that were undertaken as part of this -
research: |

® Survey of past participants of training programmes .

e Survey of the training activities of the major Irish motor distributors
7.2 TRAINING EFFECTIVENESS SURVEY
In Qrder_ to anélyse the effectiveness, or> otherwise, of current training programmes and o
methods; it is importént to consider the v_iews of some of the participants in those
programmes. -
Feedback on trairﬁng coursg's and ﬁoéramrﬂes is o_ﬂ:én‘sou_ght from trainees after they
- have complefed some fybe of training. In the case of motor iﬁdustry' training in Ireland,
noné of this feedt;eick has been published. Further, none of the pﬁblic training bodies
seek this type of info_rmatiqn on an on-going basis. |
A lzi_fge proportion of training carried out :in the" Irish m'otof industry is technical in
nature. Much of this type of training is of a standard format; the bigger part lecture and
demonstratioh by the trainer; the lesser pért of a practical, hands-on nature by the

* participant. Many of the technical courses pres.ented can be described as being typical

. ... of this structure/type. -

. As training prac'titioners, trainers have at many times in the past sought the views of
trainées at the end of training courses; on such things as: the general standard of the
course; the balance and approach to teaching complicated electronic and engineering
" modules; the level of training facilities and equipment provided for the -participants.
.Generally, seeking information that will assist in formulating future training plans.

This type of feedback is also important in determining and maintaining a high level of

satisfaction for the participants involved.
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As a general rule the ‘resuits obtained are very positive; it 15 easy for ‘the train_er to
 believe that the job is being well done. There are two possible reasons for getting this
type.of positii/e feedbaek_: A. The courses are, in fact, well planned and presented with
a high level of satisfaction for the trainees in terms of personal learning experience. or
B. The participants are reluctant tolexpress negative reactions to the course at risk of
offending the sensibilities iof the trainer' mainly due to the personal interaction required
~ with the tramer on an on-going professional basis afterwards.

| As both are possible, and in different ways likely, it is difficult to depend on the -
‘ obJectmty of th1s type of feedback as a means of assessing the standard of current |
distributor trmmng programmes |

With this in mind, it was decided.to seek the views of a group of 16 past part1c1pants _
of distributor-based technical trammg many months after the tratmng course had been
completed (Referred to as Group A from here on). This group had completed a two-
Aday course on engine management systems in early February 1994. All 16 were -
employed at 'm_a.in dealer premises that were franchise lholders for the distributor
concerned. The survey was carried out during May / June 1994.

The advantage in seeking views so long after the event lies in the clanty of vision with
hindsight. Often the lessons learned during technical training are forgotten quickly as
the participants do not have the opportunity to practice the skills imparted. One year
' .aﬁer the event, the participant can ibarely recall being on the course; never mind the
details of the particular system that seemed so clear and important at the time.

In seeking the views of such a group, little insight can be gained unless the feedback
received is eompared with some other, similar, feedback. For comparison, a group that
" attended a similar course ata Regional Technical College (RTC) was asked the same
questions. The time elapsed since completion of the course was broadly similar to
Group A. Group B was comprised of 11 participants who attended a three-day fuel

injection course given at the RTC.
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. One important diﬁ'_erence between. the two groups chosen wes the lack of personal
" contact after the course between the trainer and the Group B'vpartieipants. In the case
of the RTCl,- the trainer has no real opportunity for personal contact ‘after the course;
also the survey was received from a person that was not personal‘ly known to any

member of Group B.

Questionnaire Design
The two groups sursreyed are constituted entirely of motor mechanics. Some employed
" by large outlets, others are self—employed or work for s'maﬂ outlets. In almost all cases
- ‘the participan’ts elect'to attend "this type of training In the case of Group B the
parhcrpants answered an advertlsement ina newspaper and pard for the prmlege of
~ attending the course. Group A, .on the other hand were aﬁ'orded the opportunity to
attend by their employers and all associated costs were pa1d by-that employer.
" Comments from_ the.public sector trainers surveyed for the study indicate that the
standard of litera'cy among rnotor mechanics and technicians varies greatly; from those
personnel that are»virtually illiterate, to those that posess a very high level of literacy. It -
would be 1mporta.nt therefore that the quahty of the 1nformatlon sought by the
: questlonnarre should not depend heavﬂy on the mdlwduals ability to compose an
answer. |
.In setting out to seek comment on the training courses chosen, ‘the most.important
information'-sought related to attitude; to the particular course, (and to training
generally.' |
Applying the Likert Scale in the manner proposed by Oppenheim ! allows the use of an
attitude measuring device which is easy to analyse afterward and is a reliable research

device in itself .

1 Oppenheim, A.N., "Questionnaire Design and Attitude Measumment" Gower Publishing,
. Hampshire, 1972: p.133. _
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, AThe survey ltself is not mtended as crucml to the overall outcome of the study The

survey was plloted to two people that were of a similar attitude- and ablhty to the .

cohort. The outcome of this survey is really only to be used as an aid to discussions in

the ﬁnal chapters of the study.

Explanation of presentation of results

The actual questronnarre sent out and the results obtained follow on the next page

The results are coded as follows

' A lower case letter 2 or b and the %.of respondents that offered this answer, 1s

mcluded on the COIltlele/ sca.le of 1 to'5 to indicate the results The lower case letter '

indicates which group of respondents the mdlvrdual answer belonged to

For-example:
strongly : strongly ‘
agree agree | uncertain drsagree disagree
5 4 3 2 1
The course was enjoyable 73%a | 27%a »
' 33%b | 67%b

- Inreply to the statement "The course was enjoyable”, 8 respondents from group A and -

2 respondents from group B. strongly agreed with the statement rating it as 'S

" Converted to a percentage for clarity; 73% of group A rated this statement as ‘S’ and

33% of group B rated it ‘5’ While, 3 respondents from group A and 4 respondents

from group B simply agreed, or rated this statement as '4".

The presentatlon of the resuits also shows the exact questlonnalre wrth text received by

the respondents from the author hence the mclusron of the text at the top of the page.
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_ Technical Trafning Survey
" At some time during the past year you attended a training course in order to better

understand Fuel Injection Systems.

Please check the box (¥'), opposite the statement made that best descnbes your

feelings toward that training course now:

strongly

37.5%b

strongly
~ agree agree | uncertain | disagree | disagree
5 4 3 2 1
The course was enjoyable - 73%a 27% a
| - 33%b | 67%b.
The course was not really very useful for| 12.5%b 9%a 37.5%b 55%a 36%a
everyday problems on the car _ 12.5%b | 25%b 12.5%b
It's.good to meet other mechanics and to discuss | - 64%a- | 36%a - A
the problems that they encounter. B | 75% b‘ . 725% b
It's pointless having these courses i o 18%a 82%a
ey 25%b 75%b
Mechanics need much more training - 45%a | 45%a 10%a |
| | - 62.5%b | 37.5%b _
Too much time is spent on theory [ 375%b | 27%a 55%a 18%a |
. ‘ 50%b | 12.%%b
The problem with these courses is that there are 25%0Db 18%a 9% a 46% a 27%a
no practical problems to work on. 50% b 25%b
The trainer is good and knows how to put the | 82%a 18%3
mformatlon across ‘ 50%b. | 50%b o
These courses are only good if you have the right | 9%a | 27%a 9% a 37%a 18%a
-equipment and our garage ‘won't buy it’ - 12.5%b | 12.5%b | 37.5%b | 37.5% b
More basic courses might help us as some of the 9%a 18%a 55%a 9%a 4.9% a ‘
courses are too advanced. 25%b 25%b 12.5%b | 37.5%b
1 would like to see more courses, like this one, 9%a 19%a 36%a 36%a
run at night time, nearer to my home, so that1| 50%b 50%b
could keep up to date.
The money spent on this type of training is well | 64%a | 36%a | 12.5%b
.spent. 50%b
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_ A.nalysis' of Results

"The Course was enjoyable"
Group A Average 4.73 Group B Average 4.5 Ideal Score: 5
All participants gave a score of 4 or 5 which suggests that the groups were positively

disposed to the training courses themselves.

"The course was not very useful for everyday problems on the car”

Gmup A Average 1.82 Group B Average 2.87 Ideal Score: 1
Here the groups were divided; Group B were ma.mly uncertain, possibly due to the |
_more, theoretical approach of the particular course. Group A disagreed thh the -
statement ‘suggesting that the pamcular course was more product specific. and

therefore more practlca.l for them

"It.’.r good to meet qther ‘mechanics and to discuss the problerns that they
encounter.” _: ) |

Group A Average 4;64 VG.roup B Average 4.75 , Ideal Score: ‘5
Both groups feel that the "brairtstonning" and experience sharing possible through

meeting other personnel is very worthwhile.

""It's pointless havmg these courses" . '
Group A Average 1.21 Group B Average 1.25 | Idea.ll Score: 1
"Mechanics need much more training."

~ Group A Average 4.36 Group B Average 4.625 | Ideal Score: 5
Agam, both - groups " appear to agree; this time about the necessity for sumlar '

technological training and increased quantity of same.

"Too much time is spent on theory"

Group A Average 1.55 Group B Average 2.625 Ideal Score: 1
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One of the aspects of technical training that‘causes individual.dissatisfactiort. There is a
d,ivergene.e-of opinion here. Group A appears more satisﬁed than Gtoup B. The thrust
- of training courses should provide a balance between theory apd practice that leaves’
the participants satisﬁed.’ Facilities in WRTC, as with item 2 abo.ve, may be a problem

here.

"The problem with tlteSe courses is ftha,t there are no practical probletns to work.
on." | _

: Group A Average 2.5 - ' Group B Average 22 Ideal Seore: 1
Interestingly, only 2 people from Group Aand2 people from. Croup B agreed with the .-
- ‘statement. This would suggest that the average score 1s rmsleadmg, probably due to the

. over-simplistic nature of the calculations employed The part1c1pants general]y tended

to feel that the courses afe‘worthwhile regardless of the absence of practical problems.

"The trairier is good antl knm»vs how to put the information across"

- Group A -Average 4.82 Group B Avérage 4.5 Ideal Score: 5

‘ThJs particular p1ece of 1nformatlon suggests satisfaction with the individual trainers-
but is not really of any value, save suggestmg that the trainers involved possess

reasonable mterpersonal skills.

"These courses are only good if you have the right equipment and our garage won't
buyir" |

. Gfoup A Average 2.82 Group B Average 2.875 Ideal Score: 1

" In an ideal world garages would equip their staff with all the tools and equipment
- necessary to carry out all tasks in an optimum manner. The scoring for Group A is
right across the spectrum suggesting that individual garages are of all standards in this
regard. Group B tended to see the need for similar training regardless of equipment

" levels.
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The d'istributof training provided for Group A is, by its nature, mo‘re. ﬁroduci specific

-and may well call for more expensive and dedicated equipment. -

"More basicéourses might help us as some of the courses aré too advanced”
'Group A Average 3.1 Group B Average 2.87 ' Ideal
Score: none |

No ideal score as this question is appropriate ¥o training levels and training needs. it
would appear that the participants are c;f all attitude levelslto fhis sugéestion. There is

no cause for concern and no changes are really necessary in this regard.

"I would like to see more courses, like thﬁ one, run at m"gizt téme, nedféf to my
| “home, so that I could keeé up to date” S - |

Group A 'A\éerage 3.‘36 ) Group‘B'Av.erage 45 -Ideal Score: none

The ideal atti%udé here dei)ends on thé ind'ividl;al. From' {1. 'dis;tributor training
perépective, Grde A's result is. heartening as no training need is evident.here.. On the
other hand, what were the geogra;ﬁhiéal locations of ind,ividual respondents? Group A |
was heavily influenced by. the numbe:r of Dublin respondents. . The Group B score
suggésts the need for more technical training in the régions, as all re.'spondents were

~ from nbn-&anchised employers outside Dublin.

" "The money spent on this type of training is well spént"
Group A Average4.67 . Group B Average4.5 - Ideal Score: 5
Both survey groups ‘agreed that the money spent on similar technical training is well

. spent, .in' terms. of pure value-for-money.
Findings from the survey

- Participants in such training generally enjoy the experience and enjoy meeting their

colleagues to share information.
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- 'The respondents -béﬁeve that the -;:c‘)urses are worthwhile in terms of personal
de\;elopment and skills updatiﬁg. ) . |

- The cbgnitive level vof the courses was satisfactory for the participants but might
suggest éome need for baéic courses in technical areas ajSO.

- The individual trainers’ performances were satisfactory.

Conclusion; |

«In the case of nc;h-ﬁ'mchised garages it would appear to beAdesirable to run fechnical
courses on a regional basis and on an,c;ﬁ-going basis. | o

~ The individual garage does not have to possess a range of test équipment before its
" staff can benefit from technical training. - | | |
wIn the view of the resb”oriderits, si’xc‘:h' courﬁes are economically worthwhile.

«Given the red&ibn to the amount of theory taught, it is possible that the RTC course
may have lacked some practical input.

wlt can be s_aid thﬁf the baﬁicipants génera]ly enjoyed .their tréining experiences and

~ have no real complaint about the type of training received.
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o 7 3 FINDINGS -FROM SURVEY OF IRISH MOTOR DISTRIBUTOR
TRAINING PRACTICE ‘

In_ti'oduction / Pu_rbose of Survey

The purpose of this survey vtras to ascertain the training practices employed by the Irish
motor dlstnbutors While ‘a number of references were made to this sector in the
FORCE Report certain types of information, that were 1mportant for this study, were

omitted.

The Role of the Motor Distr'ibutor in Train_ing Provision

The Roche-Tansey Reporti on Industrial Training in Ireland highlights the shortage of

tra.ining generally in. Irish industry. If a similar report were carried 'out on the Irish

motor industry it 1s hkely that the conclusxons reached would be substantlally dlﬁ'erent ,

; The dnvmg force behmd tralmng in the motor mdustry is technological change It must

be said that technological change in the motor-industry occurs»._at a much greater pace

than in many other industries; a notable exception to this being the computer industry.

- The cutting edge of this technological change is toward the engineering of the vehicle

itself and the motor mdustry staﬁ‘ most aﬁ‘ected by technological change ‘are the

technical or service personnel

.. In a market, such as t_he Irish market, where; 1. there are a large number of service -

workshops that are not affiliated to a particular ﬁanchise and 2. there is a lack of

public sector involvement in post-apprenticeship or Continuing Vocational Training; .

. the staff most likely to receive training in new technical develooments are franchised

dealer workshop staff

This training will be provided by the distributor itself. An AnCO report suggested? that

the quality and amount of that training will be linked to the market share of the

" distributor concerned...

"One could suggest that the level of training provided by manufacturers was related to the
market share which they have in the Irish situation. Market leaders were seen to be providing

2 Frank Roche and Pau! Tansey, "Industnal Training in Ireland”, Industrial Pohcy Review Group,

Dublm, 1992.:

3 Aidan Maloney et al., "The Retail Motor Trade”, AnCO , Dublin, 1983: p.99.
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' a very comprehensrve training programme whereas those further down the scale had less
ngorous trammg policies..."

As there is no pubhshed data on the extent of this type of dlstnbutor trammg it was

necessary to contact some of the Irish distributors in order to ascertam the current

training status and-to investigate some factors not discussed in this report and which

~ the author deemed important to the outcomes of the study. These factors include the

amount and cost of training activity in the industry and the issue of the dominance of
technical training, both now and in the future.

' 'Detalls of Survey

The followmg drstnbutors were contacted dunng 1994 Opel, Ford lesan, 'l‘oyota,

Peugeot, Renault, Fiat, MItSllblshl and Motor Dtstnbutors- Ltd. whtch handles

Volkswagen-Audl, Mercedes-Benz and Mazda. Together these marques totalled

81.4% of new-car reglstratlons as of November 19944 and mcluded the 10 best selling, .

marques during that pen_od (note: Mercedes-Benz were at 15th position).

.. The questions asked (see Appendix A) were set out in a letter addressed to a person
wrthm each company employed at a senior management level and’ who would have the
power to respond on behalf of that company The response rate was poor, only one:
distributor responded immediately. Two follow-up letters and, in some cases,
telephone calls were necessary to encourage responses _

- One distributor was unable to answer due to "..the current limitation on headcount "

| wlch ".. members of the after sales grotzp thinly.stretched, and as a result thé time

_ available would not do the exercise justice".

Survey Findings
~The information- received follows in- case study format. In- the interests of |

confidentiality distributors will be referred to by a letter :

4 Society of the Irish Motor Industry data, December 1994,
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. " Distributor A
.."Man Trammg Days v4 ) ;

- Dtstnbutor A prov1ded 260 man traxmng days - of techmca.l tralmng and 100 man-'v
. trammg days of non-techmcal trammg dunng 1993 | | '

" Net: Cost of Providing Training .
Costs of training.provision were not offered :
Ttaining Personnel and Afﬁliaﬁohs

- This dnstnbutor was the only respondent to employ a trammg manager as well as a

’ techmcal tramer Thxs perSOn was not aﬂillated to. any partlcular department but was o

- resPOHSlble for the overall tramlng functlon of the dlstrlbutor
: Extemal Assnstance . .

; Distributor A d1d not recenve any assnstance ﬁ'om any extemal agency No Opuuon on -
' state’ suppon for traunng was oﬁ’ered | '
State Support for Trammg '

. A did not actually-answer thts questiOn |

’ Company Policy on Trammg . _ _

A4 answered that " The company poltc:y is determmed by need In thts re.spect we have

 formulated poltczes on dealer trammg needs in areas such ds customer service, team

- buzldmg and skills trammg in vanous departments (Servnce Sales Parts) Team

' butldmg is the only area that we have customtsed programmes Jor mdtvtdual L

: dealershtps
Future Changes in Trammg Provision’

- A were startmg out in addressmg trarmng from a w1der perspectlve we are in the

o process of addressing change..

Future Trammg Needs and Trammg Policy

. Adid not-directly address this issue.

Distributor B

" . Man Training Days _
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Diétﬁbutor B 'providved 61 r’naﬁ tréining days c;f te'chnicz'ﬂ tra.mmg a.ndj 101 man-training E
days of non-techmcal trammg during 1993. |

Net Cost of Providing Tralmng ‘

~ Cost of providing training was estimated at £28,846. R
Training Personnel and Afﬁhatlons :

.The training function of dlstnbutor B is affiliated to the Service department due to the
‘Necessity for training dealer service personnel’. No -change is envisaged in this
situation. No'external assistance ayaﬂed of |

- State Support for Trammg '

 No public sector support obtained by dlstnbutor B. They do use specialists where

.' required with assistance from their manufactirer and from a “University’. Distributor B K :
noted that the motor industry would be includ‘gd in the .F,AS Training Support Scheme
for 1>'99‘4 fbi’ the first 'time_. Limitations due to insufﬁcieﬁt funds were identified as a

' problem with this developmént. - |

Company Pblicy on Training |

Company policy is for_rmilated by ‘aSs'?essing the skills and training needs of individuals’
of the organi}sation.» -‘ -

Future Training Nééds'and.~Trainiﬁg Policy" |

Distributor B suggésted that *..our training w111 tend towards ‘an increasing lével of
external courses, coﬁferences, seminars and workshoﬁs. we must continue to irﬁprove’

* the image 6f our company and give a first class service in all aspects of our facilities‘ to |
the public.’ ‘Training will have to keep pace with technological advances for all
personnel dealing directly with the public will have to be trained m Customef ’

.Relatibns | | ‘

Distributor C
Man Training Days
Distributor C provided 111 man training days of technical training'and-40 man-training

days of non-téchnical training during 1993
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- o External Assnstance

| Net Cost of Provndmg Tralmng k . ' e
£35 000 - 45 OOO offered as. approxlmate cost of prowdmg tralmng
: Trammg Personnel and Afﬁhatlons _ )
TraJmng Instructor affiliated to Serwce department ‘Must keep abreast of technology
In future more -emphasis llkely to on such thmgs as Human relattons Orgamsatlon, J
ngatlon and general busmess management (Departmental aﬂihatlons not hkely to |
: cha.nge gwen_ tone of answer - author) .
' ) Dtstnbutor C dld not receive any ass1stance Erom any extemal agency
- State Support for Trammg R ' :
_'AC did not recetve any state support for thexr tratmng programme In v1ew of the large" -

,fnumber of people employed m the motor. trade .:We are very dlsappomted with the

L :level of support we. recewe Further .While we accept that FAS support the training -

o of apprentxces etc m a satlsfactory manner.. thexr brief is too conﬁned and should be
- 'broadened to cope more with everyday matters
ACompany Policy on Tralnmg | _
C's pohcywas :to prov1de ﬁve days trammg per‘techmcxan per year... the ‘subject's are. f .
. ‘ ‘agreed tntemally in dxscussmns between the vanous techmcal and customer relat:ons»
departments". ' | o
dFuture (Eh'ahges m Training Provtsion AR _ |
- _"Iji'strib'utor‘C stated ".. Technical training to be the king-pin of ‘bﬁr training-programme' i
»'.however asa result of hngatton tendencxes and other factors, greater attentlon must in
-_ future: be gwen to these areas

Future Trammg Needs and Trammg Pohcy : o
A Trmmng in the ﬁxture sa.ld Dlstnbutor C, ‘must be more broadly based mcorporatmg :

all the various departments who have contact with the customers with particular
- .‘attention being given to matters such as product knowledge, custormer handlingl,i
orgamsmg proper_ documentation at point of sale, more professional handling of -

litigation matters, better business and financial management.’
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| Distributorb
Man Tralmng Days ' .
sttnbutor D prowded 815 man training days of techmcal trammg and 400 man-
trmmng ,,days of non-techmcal trammg during 1993
Net Cost of Providing Training
Estivmated at £142 250.
'I‘rammg Personnel and Affiliations. .
3 Trmmng Instructors are employed by distributor D that work within discreet business
units within the-company..All are affiliated to respective Service Departments.. ‘due to
predommance of technical trammg Focus of training may “change toward customer :
relations and personal skills trammg in the future. Aﬂihatxons are unhkely to change in
the short term.”’ B Fo _ ' '
Extemal Assrstance L . | |
Dlstnbutor D did not receive a.ny assxstance ﬁ'om any external agency
. State Support for Tralmng 7 ‘ ‘
| DlStl‘lbutOI' D suggested that ‘..the state should contribute in some tangrble way to the
'provxsxon of (motor mdustry) trammg Pa.rtxcularly when so many public sector trainers
attend . tralmng sessions at our company’s expense and w1thout any contribution
bemg sought ﬁ'om the public bodles concemed ’

'_Company Pollcy on Trammg

"~ “Policy is pnmanly dictated by developments from the manufacturers and the needs of '

‘the dealer organisation.”

Future Changes in Trammg Provision

‘The future focus of training is likely to tend toward further unprovmg customer
relatlons and mterpersonal skills. There is also a growing demand for product
: knowledge, sales skills and marketing training for the -sales force. Further, it will be
necessary to provide computer training.. for future recruits to the Industry.’

' Future Training Needs and Training Policy
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‘Our company has no’ formahsed trarmng plan for the dealer networks in the longer :
- term. We are very ‘much in touch with our respective manufacturers and we wrll be .
daptmg our systems to keep pace w:th the various demand that.are placed on us on an -

~ on-going basis.””

* Other Distributors _v
Whlle no wrltten replxes were recelved from G, H I or J some unofﬁclal background '

'was avaﬂable

- ' N Dis\tributOr’AG - L

; G in common with many of the other,di_str-ibutors A‘employ:a full-time training instructor. :
_ This inStrﬁcior is atfached' to the Service Department and is ;primarily;devot‘ed to
prov1dmg techmcal trammg A certam a.mount of sales t.rammg was also provided.

' ‘Tralmng programmes were pnmanly re-actlve and usually started at the factory

- headquarters G was a wholly owned sub51d1ary of the G Group

DlstnbutorH | _
| Unllke many ‘of the other drstnbutors H had undertaken a comprehensrve review of a
after-sales actlvmes and had embarked on a major tralnmg programme to 1mprove the
: -customer focus of its dealer orgamsatron H was a wholly owned subsldlary of H
.worldwrde and many of its trammg programmes evolve from that source. Agam, a :
'large portion of tratmng activity. took place in the area - of techmcal upgradmg A‘v;

' dedlcated techmcal training mstructor was employed

" Distributor I

| ‘,‘_ ~ This dlStl‘lbUtOl‘ employs one full-trme techmcal trauung mstructor It appeared that I

| operated their training functlon in much the same manner as the majonty of the Irish -
dlstgbutors.

- Distributor J
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-J was an Insh company and employed one full—tlme techmcal trammg 1nstructor The .
: trmmng functlon recelved cons1derable support from. 1ts European partner and has
. asmsted one of the publlc centres by prowdlng tra.tmng equlpment on several occasxons

" in the past: J’s tramxng pollcy was much i in lme wtth Irlsh d1stnbutor practlce

Conclusnons from Replies : .
e Lookmg at the. number of MTD $ prov1ded 1t can be sald that' act1v1ty in -
trammg in the Irish Motor Industry is high. It can also be said to be linked, in "
-some way pro—rata, with the market share of the individual distributor. . o
' . . Average cost of prowdmg training based on mformatmn glven equates to £135% .
' per day’ strammg provided. IR o - o “ |
) Distributor. A'is the only Insh dlstnbutor to dxrectly, employ a non-techmcal‘
~ trainer. This person is also the only trainer that is not dtrectly affiliated to a
~ dlstnbutor service department.. ' B
‘e There is dlsc0ntentment 'with. the level of FAS assnstance avallable pamcularly '
ﬁnanc1a1 i ‘ e ; , ,
L OTratmng policy i is pnmanly dlctated by the needs of the dealer orgamsatlon with’
' * some input from the manufacturers mainly in terms of technical developments:
* introduced by them. o s T . .
e No distributor has an expllclt and stated tramlng plan that encompasses personal
' ~.and mdmdual development or education. - . —
' & The: FORCE Report®: intimates ‘that "a nationally recogmsed plan is-needed in.-
parts, sales and general ‘management training, which the Industry _should
‘ introduce ‘to its members At present only a few manufacturers have any - !
. formal trmmng plans in the areas mentloned Re-active trammg plans_ are in
' 'place; Pro-active trainingplans arenot.

. In 1mplementmg a programme of organisational development Margohs and BellG. S

“identified thrée areas for lmprovement as follows: “Human to Technology, -

" ‘:.?::Human to Organisation and Human to Human”: The Motor Industry training '

~functlon primarily focuses on _]USt one: Human to Technology The author

o concludes therefore that ‘organisational development- is- eﬁ‘ectlvely bemg, -
i ignored. ’ ‘

3 Dominick Tuite, "Employment, Work and Tmmng ik the Irish Automobile Repan' and D|stnbuuon

- . Sector", FORCE Report, DIT., Dublin, 1994: p.36.

§ Ma Margolis, F.H. and Bell, C.R., Understanding 'l'rammg Perspecuves and Pmctlces Umversny |

' Assoc Inc., San diego, California, 1989: p. 15
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* PUBLIC SECTOR TRAINER SURVEY ANALYSIS

.-, 81BACKGROUND: '

- In an earlier chapter an.outline of public sector involvement in Motor IndUStry training :

T was oﬁ‘ered It lS clear from that chapter that two distinct strands exist. The two'

pnmary provrders of pubhc sector trammg for the Irish Motor Industry are, The '
| Department of Educatlon and FAS FAS is the Department of Labour funded State

. -tralmng orgamsatlon Both orgamsatlons combme to prov1de apprentlce educatlon and

:‘m certam mstances post apprentlceshrp educatlon The tralmng and. educatlon recetved T

| _ by apprentnces as prewously explamed lS somewhat complex in nature. . |
A survey of the tramers that work in both systems was, mstlgated to ﬁnd out theu'

" .u'vrews on the shortcommgs and strengths of the present trarmng system “from the

‘ ‘V_'lmsxde as 1t were;; and thetr v1ews on the future of tra1mng for the Insh Motor
' 'Industry The: v1ews of this group are important because of the type of 1mpart1a11ty that"
v-they can oﬂ'er in theu' answers As they are employed by the publlc sector they are not -

B actually a part of the Industry, but they are acutely aware of events and happenings in
-'-'Ithe Industry All respondents are past employees of the Motor Industry and many .
' partncnpate m dlstnbutor tratmng programmes as part of thelr occupatlona.l CVT They‘_‘

. also share a cornmon trammg cohort w1th the Industry, as such, they are very ‘well -

. posmoned and quahﬁed to comment on the Industry trauung system

. New Modular Apprentlce Trammg Programme

" '; The survey 1tself was conducted dunng 1993 at a ttme of change for this group as the —'. L

. modular cumculum for apprentrce motor mechamcs was mtroduced on a pilot ba51s

" ;’m the FAS Trammg Centre, Waterford. 'I‘hts pilot programme was mtroduced in’ order«. T

to streamlme~ the training of motor :veh_tcle‘ apprenttces. Ihe outcome of thts -

- 'progra'mme would help shape the future of apprentice training across a wide range of - )
'woccup.atio,n's'. - | |

.The pilo't prOgr‘amnm itself was comprised of two strands; a new modular cu'rriculum

and,.a standards based approach, rather than strictly time-served. AnOther important
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.-change was that of recrurtment proceduresv employers would now recrurt dlrectly,"
while F. AS would no longer recrult "non-sponsored" apprennces ‘The: ﬁrst phase of the .

) apprentlceslup would now be undertaken at the prermses of the employer .
Age Profile of Cohort : | _ E ' -
»Dunng the late 1970's and early 1980’s AnCO as FAS was_ then known, recruited a
 large number of Trarmng Instructors to tram apprentrces in therr Tralmng Centres The

. .necessity to recrult these Instructors was as a result of the 1ntroductron of compulsory .

- reglstratron by employers of all. apprentlces wrth AnCO and- the mtroductron of '

- compulsory Flrst Year OE The-Job trarmng courses for apprentlces The resultmg

'surge in, the number of Instructors employed over a relatrvely short penod of tune
: : means that the age proﬁle of the FAS group 1s consrderably younger tha.n that ‘of the ‘

RTCgroup: l

Wh:le the recrurtment of apprentlces was oﬁicrally the responsrbrhty of the Industry,

| 'many apprentrces have been recrmted by FAS itself in ‘the past For polmcal and
’logrstrcal reasons FAS recrurted apprentrces drrectly They then attempted to place the

apprentrces with employers on completron of their ﬁrst year oﬂ'—the-job training course.

‘ "ATlus arrangement was not satrsfactory and has been drscontmucd with the 1ntroduct10n B

. of the modular cumculum and’ sta.ndards-based approach

' ‘Exammatlon and Cemficatlon System -

o .Dunng the 19305 the Department of Educatron mtroduced an exanunatron system for._ o

- apprentrces. At that time apprentices wereglv.en.-the optron of attending mght Fl".‘ss?s_ B

: at: the local technical school, or college, in order to'atta:i_n these examinations. A tnro; _-

~tier ’system'; e\/_olyed, comprisedofJunior and Senior Levels. These examinations yyere.' .
then known as_'the;Junio_r and Senior Tradé Certiﬁcate 'Examina_tions.‘ Classes were run- :

-at the various technical colleges to enable apprentices to study for attainment of these

- 'Cert_iﬁ‘cates‘.. ‘There were both theoretical and practical components to the -

: examinations, as well as optional general subject examinations open to candidates. For .

' those interésted in further study, Intermediate and Advanced Technological -

131



o ‘Certlﬁcates were awarded by the Department of Educatlon to those candldates that
"-.,passed the appropnate wntten exammatlons FAS held end of term examinations for
: ﬁrst year olT-the-Job apprentlces and awarded a diploma to those that were successful.

Untll the lntroductlon of the Modular type of cumculum there was no real inter llnkagef
'nbetween the two strands of an apprentices trarmng, there was cons1derable overlap, '
‘ 'however Apprentlces followed the Department cumcula whrle attendmg college and a .
| FAS curriculum dunng the Oﬁ'-The-Job course. . .

‘The mtroductlon of a srngle system prowded conslderable polmcal challenge for its
' 1mplementors as the two systems were -in a sense, competmg for control of apprentlce a

' 'tramrng

_‘:Dlvergence wnthm the Publlc Sector

o In analysmg the lnformatlon obtamed from the 1nformants of the survey the dlvergence . |

between the two systems must be taken into consrderatlon At 'this pomt in time (1994) TR

i 'FAS trammg 1nstructors have- mamly trained first year apprentlces and FAS training |
: 'centres are equlpped accordmgly College lecturers are mvolved with all levels of

' "_,apprentlce and oﬁen prov1de courses ‘for those quahﬁed personnel that wish to study at

L an advanced level

. Due to the dlﬁ'erences between the two systems as outlmed the answers have been

broken 1nto two groupmgs FAS and RTC Whlle FAS answers are exactly that, RTC )

answers can be attnbuted to RTC DIT 'VEC and Community- College respondents in: e

- '}fact all Department of Educatlon ﬁ.mded 1nst1tutlonal employees

A

| . Survey Questlonnalre

A copy of the survey questlonnaxre and the results is mcluded as a part of the o ,

appendlces The ma.m headmgs of the questlonnalre were as. follows

. Sca.le of Educatlon and Traxmng

e Educational Attainment

" e Influence of Employers on Recrultment
- @Curriculum Pollcy '
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. Luuson Arrangements w1th External Bodles : )
. Tralmng provision and Demand '
+ & Resources-and Fundmg i e LT
e In-Semce Trammg S e
e ‘Future and Current Skill Requxrements R | ' : ‘ -
oChanges to the Trmmng System o S P
The findings and résu!tsraré presented in the follo;Wingr.secti‘o‘ns.‘
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' FIND]NGS FROM THE SURVEY o
. Scale of Educatlon and Trammg in the Insh Motor Industry ‘ '
::"‘Informatron supplled by FAS shows that 1,918 Motor Industry apprentlces were '
N .reglstered as_at Dec. 315t 1993 Totals ﬁ'om the survey mdrcate a coverage of

| approxrmately 1 500 of these apprentrces Thrs ﬁgure 18 partrcularly comprehenstve

- gtven that a proportlon of apprentlces registered w1th FAS would not attend college at

; any tlme ﬁrrther as. apprentrces often attend college on a Block Release basrs it is .‘- |

._ ,.posslble for three dtﬁ'erent groups of sumlarly desrgnated apprentlces to attend college ‘V
L '.m any academrc year In addmon to thrs group some 700 quahﬁed craﬁspersons attendv.
part txme or evemng courses at the vanous 1nst1tutlons N o ’

: .. It .can be. stated therefore that more than two-tlurds of attendees at publrc sector'

» tralmng aré at apprentrce level The amount of tlme staﬂ‘ and resources devoted to ‘this

: " group would be at a pro-rata lugher level due pnmanly, to the teachrng hours 3

requrred by apprentlces to complete their tra.mmg at pubhc centres when compared‘; »

' wrth the post-apprentlceshrp group

L ,:Cost of Trammg Provrsron

L "Questlons armed at’ estlmatlng the cost of prov1d1ng publlc sector trarmng ellclted;

answers that vaned w1de1y (for 1nstance £400 per student/year and £12 per
student/year were. both offered as. amounts for the non caprtal expendrture component 4

of student ﬁrndmg) and as such cannot be used

i ,'Educatlonal Attamment

o Two 1tems were asked of the respondents had all apprentlces attained the statutory 3

mmxmum educatlonal -requirements?; ,1_f not, then the respondent was requested.to e

el estimate the'percenta'ge of apprenticesthat had not attained the minimum requir'ement- -
a ;v-A majonty of 54% suggest that not all apprentlces ‘have attained the basic. educatlonal -
grades proposed by FAS. A ’

"‘Estrmates as to the percentage that had not attamed the requrred grades varied ﬁom

, . 7% of the apprentlce mtake to as high as 60%.
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A §

\It is hkely that both srtuatlons exlsted dependmg on the locatlon of the trauung centre ‘
.’It was ev1dent from the data that there is a cons1derab1e dwergence in the educattonal o
_‘standards of the apprentlce intake: A large number of apprentlces have attained

"Leavmg Certlﬁcate level in some areas of the country, whrle in other areas apprentxces

are scarcely literate. Interestmgly, one informant - suggests that approxrmately 1.5% of
the apprenttce cohort at that partlcular establishment cannotread or wnte

There is general consensus that such 4 s1tuatlon should not be allowed to exist.

- Entrance exams and screemng of apphcants are optrons mentioned. It is also suggested \' .

"that this s1tuatron will lead to problems at a later date in the training-of. the apprentrce ‘
i Su1tab1hty of the standard set was. next. questroned 65% of the informants beheve that
" ‘the current bas1c educatlonal standard requnred of apprentlces is, in fact too low 21%

'beheve that it is adequate A comprormse alternative standard is dlﬂicult to extract -

l
!

from the optmons oﬂ‘ered but 5 Grade C's at Jumor Cert. level wrth the inclusion of

»_Maths Scrence Enghsh and a practlcal subject might be approprlate

v :Inﬂuence of Garage Owners»on Choice of Apprentlce
- A huge majonty 91% suggest that the garage owner has an mﬂuence on the standard -
" of apprentlces employed Two comments appeared most frequently, 1. Garage owners |

' usually hire ap_prentlces because of ! who,'" they- are rather ‘than "what" they are.. 2. |

Ernployers often. ignore educational attainment, when hiring.apprentices. -

There is consen'sus that employers should pick the correct type of person, with proven L

. ability and aptitude, and with the assistance-of some external independe'nt agency With |

skjlls in" manpower selection such as FAS.

' Currlculum
- | Satlsfactnon wrth curricula curreritly used was expressed by 52% informants, With 48%
R suggestmg dlssatlsfactton It is difficult to draw any conclusions here. It would appear
' that the informants are anxious to work with the new modular curriculum before 7

. commenting. -
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A | Modular Cumculum
Type and Duratwn of Ojf the -job trammg
- Some reservatlons were expressed about the: brev1ty of the ll'lltlal off- the-job phase land |
l-w1th the avallablhty of resources to implement the cumculum It is belleved that the“
end of the Day Release system is hkely to meet- wrth some opposmon from employers
' Comment was also passed on the narrow scOpe of the curriculum itself with httle
thought being:- glven to the broader notion of career advancement
Standards Based Approach | ‘

. Generally accepted as a good 1dea Questlon ra1sed regardmg certrﬁcatlon and the -

L 'estabhshment of an. mdependent exam system

s

_Assessment Methods : o ) ‘ ‘
Problems 1dent1ﬁed here focus on the amount of teachmg tlme that- w111 of necessrty, »
' be absorbed in assessment partxcularly with repeat attempts by unsuccessful students
;': Agaln the’ 1ssue of extern exammers and mdependent exams arose. There were a.
‘ number of mformants that opted for retentlon of final exams and mdeed for retentlon '.__:I‘ 1
.-,-" of Jumor and Semor Trade Exams | | .
'. One 1mportant issue not ralsed by the mformants but. dlscussed with the author dunng
informal contacts, is that of assessment at garage level dunng phases 3,5 and 7. No'
system has been proposed for assessmg the trainee in the workplace No staff at garage |
~level have been tramed as assessors as yet; desplte the mtroductlon of the Modular-
h Cumculum for all Motor Apprentlces dunng the Autumn of 1994.
Cumcalum
. The mforrnants were generally happy w1th the new cumculum reservatlons were
expressed about its breadth and the prospect that this type of curnculum will not -
" produce any techmc1ans
Selectwn of Apprem‘tces
‘ : Agam, overall favourable reactton to this aspect of the new system The importance of

~ external adv1ce for employers when choosing apprentices is emphasnsed 'by many. One

| ‘impor.tant note was raised regarding the logistical difficulty of uneven numbers of
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- apprentices bei_ngv r’ec_rtiited by employers.annually. This would lead to Aproblemsforv the .

-. public centres in providing training.

.Génefal Cominents o _ o
"".'P.ilot is simplyv a method of introducing a new system gradually. Lnteresled partjves will not _
. be given.a copy of any reports'onthelmatter. Selected sections of appropriate topics will be
‘used to make a case' for retention-of the new system... facilities to study and practice in
J ,.modern systems w1th appropnate tests and recogmsed quahﬁcauons for those that add to

i thelr trade." ) : t :
. "On compleuon of therr apprenuceshxp further study to enhance theu' knowledge and E
o quahﬁcauons should be possible:” - 4 :
."System will produce fitters wrth no extra technologlcal eye

Cumculum Destgn. q '
56% of the mfonnants mdlcated that there was 1o mechamsm for mvolvmg staﬁ' in-
| ‘curnculum des1gn 1n thelr orgamsatlon 44% sard there was a'mechanism. In fact there'
. 1s” no formal structure for involving: 1nd1v1dual lecturers in Department of Education
-cumculum de51gn Nommatrons are made by the ‘Department itself for lecturers to s1t‘
on’ cumculum comrmttees There is" no democratlc method mvolved In FAS the
Cumculum Development Umt seconds Instructors to work on cumculum pl‘OjeCtS but,
again, there is no real democracy involved. Both arrangements are loose and mformal
'Suggestlons'for changmgcurrent arrangements include choosmg y0unger partrcrpants :
'_.grvmg all staff a say, rotatmg partncrpants in order to broaden input and estabhshmg a |
E natlonal unit compnsed of Department of. Educatlon and FAS representatives.
' Lecturer_/ Instructor Autonomy |
.. A majonty of 63%_lndicated that: the curriculum does not allow for autonomy- on the
.' part of the Instructor -in the. content ..taug,ht'. In the old exam-based. system no_'. real
. autonomy was possible as exams dominated the course eontent. '
e Allowing Instructors to attend manufacturers courses 'would encourage the inclusion of

the latest technologies while allowing more contact time would allow Instructors to - -
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o -contact with external agencles

. ‘_include"topi_cs‘of lnterest that.rnight not' o'ther,Wise be;included,vvere.among"su'ggestions | i
’Almade«: : L S, S . .

One individual makes the cortrnient‘that in 20‘years of Worklng as a lecturer, no‘ public, '
3 body has ever asked him for' an opinion on any aspect . of the curnculum

Lzalson wuh Extemal Agenls

_In reah_ty_.only a few centres 'actually liaise with any e)rternal "ag"ency regarding

' curriculum or courses-’generally The DIT Bolton Street as the largest public centre )

- has developed several courses wh1ch are accredlted by an external body and’ works s

,i‘w1th the SIMI on a d|stance learrung programme for Parts Personnel 64% mforrnants ’

K 3 suggested that their centre has no. extemal llmson, wlule 36% sa1d that there was -

-

I Non-Techmcal Trammg Provzsmn e .

. Only four centres prov1de non-techmcal trammg courses that cater for the Motor

Industry DIT prov1de a Management Diploma Course for the Motor Industry which - ;

. provrdes a; very broad range of subjects for its' parttclpants Similarly, the Parts'f" B

_ Drstance Leammg Programme provxdes for a diverse range of subjects. FAS Galway‘ '
and Cork and RTC leenck also prov1de a certam amount of non-techmcal tralmng
for Motor Industry personnel | | |

o Thrs would suggest that a large geograplucal portlon of the country has no provrsron i’ -

this regard Take-up levels for the . Dlstance Learmng programme are, ‘as the-g g

- _ . fprogramme 1s still i m its mfancy, as. yet very small.

BN Tmmmg Demand at Local Level

‘. The mdtcatrons are that there 18 msufﬁclent demand in reglonal centres for mcreased ’ .
trarmng aCthIty It is the expenence of many centres that proposals for new courses. .
have been shelved due to lack of _enrolments. There is a certam amount of demand
- from non-franchise technical personnel for technical upgrading courses, - |

'\ Resonrce.sland Policy - | | . ’
.There is agreement among RTC perso’nnel' that capital funding is inadequate with b.

‘ sug'gestions of increases ranging between 25% and 400% being necessary to improve,
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: . - In-Service Training

-

»equtpment and faclhtles Surpnsmgly, FAS mformants were equally d1v1ded between .

. those that felt capltal fundmg was adequate and those that felt that ﬁ.mdmg was
R madequate One FAS Instructor suggested that a 6; ;000% increase in. capital” ﬁ.tndmg' "
would be necessary FAS personnel felt that non-capital fundmg was adequate whereas

RTC personnel were divided here. DIT is in the process of seekmg £3m in funding in .

'order to upgrade its . facthtles to cater for the new curriculum.

Wlthout exceptlon suggestlons where such 1ncreased fundmg should be spent centred -

'on new equnpment pamcularly for newer technology tra1mng equlpment It would: °

L E appear that tl‘llS area has been neglected due to cutbacks in pubhc expendtture in recent[ ER

years. .

- A majority - of mformants beheve that thelr orgamsatlon s’ in-servic€ trarnmg'

| programme is madequate for thetr professronal needs. “One mformant suggested that

2  there i is no in-service programme in the Department of Educatron controlled colleges.

. Others commented that they would llke to see-much more.in-service available to them.

- Problems such as ﬁndlng the nght type of course were lughllghted also. Practical
' "bamers to attendtng m—serv1ce mcluded Expenses avaxlabrhty of class cover payment .

for. part trme staﬁ' geographrcal dlstance for those in the more remote regions. The

smgle most common problem was that-of class cover; 1t s not possrble for the RTC' e

S to pay a. substitute: teacher when a staﬁ' member is attendmg an m-semce course. The-.-.'- .

,’cost of prowdlng in- serv1ce trammg for 28 FAS instructors dunng 1993 amounted to

ﬂ£7—,200 « or an a,verage of £257.14 each. This figure ‘would s'uggest'that a very.low' '
_ | level of actrvrty lS takmg place in th]S area. | o
| The survey s proposal that an agency be set up, to co-ordinate places avallable on
manufacturers courses with demand from pubhc sector trainers, was met with an
. ovenvwhelmingly"positiye response. 22 informants backed the establishment of such an ,'
B agency,.with nobody against the idea; 21 agreed-that such an agency would be likely to

reduce some of the barriers that prevent participation in in-service training, -1
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: _:dlsagreed 21 mfonnants would support a lobby to have such an agency estabhshed 1“
, 'would not. | |
N Sk'ills 'in the Motorb Iridus‘try
In the questlon of whether there are skill shortages in the Motor Industry at present 17 |
mformants felt- that there were, as agamst 5 who believed that there were not. Such -
- 'skill shortages were ldentlﬁed primarily, as being in the electronics and diagnostics
areas, w1th capable techmcnans bemg in short supply G1ven remuneratron levels as low :
as they are'in the Industry, some mformants belleve that unprovements here will lead to
B a hlgher retentnon rate for more capable staﬁ' 7 | |

" When asked . about the Sklll requu'ements of staﬁ' in the future under the classnﬁcatlon :

o of occupatlon the followmg was suggested

. Apprennces Dlagnostnc skllls electromc skllls and the ab111ty to use sophlstlcated test
| equrpment were also a high pnonty o o f,. -

Sales Personnel Tlus group would beneﬁt from more techmcal knowledge better

.y _‘ mterpersonal skills, rmproved computer skills and marketmg skills.

&

" Parts Personnel Computer slalls were the most obvious pre-requisite for Pa.rts‘-‘ ”

persons of the future with a suggestlon of the need for more formal trammg for parts
staff In stores procedures and 1nventory control generally.

§ Management and Administration: There was a suggestlon that thrs group w0uld :

: -.beneﬁt from bemg requlred to- undertake a busmess studies course pnor to' their

- employment Improved interpersonal skills and good commiunication' slqlls which, it
' was suggested were lackmg in Insh industry. 4 ' '

o General > An interesting suggestlon from one mfonnant was that‘adaptability"to change
| m all aspects of work was important. Another individual commented that there should
'be more emphasrs on mterpersonal skills across the Industry. ‘

Changes in the Training / Education System for the Future.‘ '

o Apprentices."Bener selection’ procedures, greater motivation and enc0uragernent for

individuals, more emphasis on electronics than mechanics.
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- T echmcal Personnel Support for a range of mght classes and general courses rin by
the - ma.nufacturers two-tler system of specnahsts and a lower -skill occupatlon “
1mproved remuneratlon and reward for those that put 1n an extra effort, in-service
courses to deyelop specrahst skills, possibility of opening up main dealer training to. - :
non—dealer staff. ‘ ' o | -

Sales - Personnel Better trammg and in-service courses to develop speCrahst skllls
~ Parts Personnel Better traumng and more computer skills training.

Management More lnterest in the. tralmng of their staﬂ’

Y

CONCLUSIONS . _ , A
R ‘e Two-thrrds of all attendees at pubhc-sector trammg are apprentrces '
Apprentlces number some 2, 000 of the total 14 ,000 employed in the retail
motor lndustryl Therefore approx T, ,000 persons mainly technical personnel‘
'that are’ post-apprentrceshrp, employed in the retail motor trade attend- CVT at
a publrc sector, or less than 10% of the total.
. Basic- educatlonal attainment of apprentices is regarded by many respondents as
- madequate A higher standard of attarnment will be requlred for technical staff
ofthe future B : DU N
. The selectron of apprentlces by employers is regarded : as requmng much-
o  attention, wrth procedures requlred to asslst employers to recruit the correct
) calibre of mdlv1dual : s _
e Some difficulties are en\nsaged with the assessment and certlﬁcatlon procedures -
* of . the modular approach to apprentice training. ' Extérnal mdependent' |
“verification procedures are- cailed for. L .
e Concem is. expressed about the narrow' breadth of the curnculum, wrth
- suggestions. being made to broaden the curriculum. r
‘. No formal procedurés exist to involve staff in curriculum desrgn Many »
o respondents express dissatisfaction with this situation. - '
e Very little liaison takes place between FAS, the Department of Educatlon and
the Industry regarding training and education; the exception being the
. meefings of FAS Motor Industry sub-committees. This situation should be
~ improved and a multiplicity of formal links adopted. |

: 1 Society of the Irish Motor Industry, 1995 Budget Submission of the Society of the Irish Motor
-, Industry, Dublin, p.2, 1994.
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. F unding for the purchase' of training equipmentv and-"modem test equipmeht
- must be improved. F acilities in some public centres need to be-upgraded.
eIn -service arrangements require major review and must reflect the needs of -
trainers in dealmg with complex ever-evolwng technological change. |
 The vast.majority of respondents believe that a central co-ordinating agency for
in-service would help to reduce the barriers that limit their participation in in-
service activities.
e There are skill shortages in the Irish Motor Industry in the area of electrical and
electronic fault-diagnosis and repair. ‘
- @ Many respondents believe that a new grade of techmcal person, a motor vehrcle
techmcran should be formally introduced. - o S <
= o It | Is: generally believed that more non-techmcal trammg lS required by all grades_ 4
of personnel but specrﬁc suggestrons for rmprovements are a httle vague

_ In dtscussmg the vanous opunons oﬁ'ered there 1s one gap in the subject matter whrch

a the mfonnants dld not attempt to address ina comprehensrve manner that of non-

o

P

technical tralmng o - S
- The questrons were almed at ehcrtmg as much comment as possible in the area in

which the mformants are most conversant, 1e. apprentlce educatron Many of the

- higher ranking personnel in the Irish Motor Industry have at one time or another,

-~ worked as apprentices:: Therefore those that train apprentlces can exert a formatlve |

" mfluence on the Industry in the longer term If such a group does 1ts Job well then the' .

Industry benefits i in more- ways than those exphcrtly stated and mtended There is, of
| course the opposrte eﬁ‘ect when the jOb is badly done. ’
- However in the area of non-technical trammg and occupatrons no-real suggestlons for

_'unprovement were offered. The group failed to address the . area of non-technical

. trmmng ‘provision in any useful way. If this group offer no suggestlons it is possible
| that no probiems exi'st.in-‘ non-technical training provision; it also possible that the -
. group did not answer due to a lack of contact and involvement with the.no_n-technica.l

professions.
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o OCCUPATIONAL PROFILES AND IDENTIF ICATION OF
o - TRAINING NEEDS

ol BACkGﬁouﬁD .

" In order to plan a comprehensxve tratmng prograrnme for any purpose it is ﬁrst of all -~
. necessary to examine ‘the. neces51ty fori its exlstence In proposmg a training system for
the Insh Motor Industry lt would be prudent to examine the various occupatlonal rolesw

- “of the Industry and to. compa.re trammg prov1s10n with the skllls requu'ements of those 4

roles " o B

[ . P . .
J T T ) . E

The analy51s of skxlls and occupatlonal roles is undertaken in the followmg format
" eRationale ;
e Occupatlonal Dwtsnons 9y S e
e Appllcatlon of Model to Occupatlona.l Roles S

B RAT_ION’A.LE;_- -

" In attempting to analys'e the' ‘oocupational'erIes -and brea’k' them down into their

constltuent slulls some theoretlca.l Era.mework must be employed The author chose the

FAS model Tl’\lS model was first. applled to a.nalysmg the role of Motor’ Mechamc for : "

the purpose of 1mplement1ng the modular cumculum ThlS was the first time that a
: modular approach was employed.«whtle ~desngmng an apprentlceshlp curn_culum in the " '-
.Insh tralmng system . | - ' ‘ '
_;The obv10us beneﬁt in usmg “thiis model stems from ‘the advantages to be ga1ned in -

direct cross-compansons between occupatlonal roles and the transfer of 1ns1ghts ga1ned~ o

during 'the 1mplementat10n of the FAS model The proﬁles developed for this study .

could be transferred dtrectly into the new modular system and thus are practlcal'
; apphcatlons of the model not _theoretical - appllcatlons Appendlx D contatns the.

' ratlonale of the FAS model
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R X 3 OCCUPATIONAL DIVISIONS
.The Insh Motor Industry is compnsed mamly of small outlets as outlrned prevxously

Within a typtcal outlet the orgamsatlon of work is normally dlvrded in the followmg
J 'Wa_y:, o ". . ST v
e Spare Parts Sales
e Vehicle Sales _
. Vehlcle Service and Preparatlon

- . ‘Management structure-
- ¢ Administrative staff

_Spare Parts Sales s o .
B ‘Whlle 1t can be argued that Spare Parts sales are a. part of the Serwce sector of an. ’
.‘outlet a potentnal exxsts for proﬁt to be made on the sale of spare parts ThJs proﬁt ,- .'
’ must be closely momtored for ensure optrmum performance In practlce any outlet R
that possesses a: vehrcle franchlse sets up a separate spare parts unit to serve the |
) :'customers and the outlets needs The role of Spare Parts Person is one that has
';""evolved ‘over the years mto an 1mportant and lucratlve one for the outlet There are

- 'also many mdependent outlets that exist solely to supply spare parts Such outlets are

’ generally known as auto factors and usually supply genenc spare parts not afﬁllated S

to any of the vehrcle manufacturers -
' Vehrcle Sales o X

e Vehrcle Sales are, for many outlets, ‘at the core of their’ operatlon ‘Staff in the Sales.'

o .area use the other departments to prepare vehicles for sale and to provide support for ‘

the customer in the event of a problem, or for routine maintenance. The role of Sales
'-Person has developed over the years; from a situation where the customer came. to
» purchase from the’ outlet nearest to them and had few options in choosmg a model to a

' -s1tuat10n where there is strong competition among outlets and a huge range of model
: options for the cus‘tomer.» This means that the skills required by a Sales Person“ are'_ ._

| .d,i,verse:and complex. Some outlets specialise in selling used vehicles whlle ,oth'ersf‘

© specialise in selling new vehicles of all makes. The skills requirements of the sales staﬂ;_.
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’ ."-of such outlets do not vary dramatlcally ﬁ'om the skrlls requlred by the sales staﬂ' of.i '
jfranchlsed dealers ' '

The various sales operatlons usually have a requlrement for clencal support in terms of o

- malntarmng records and accounts that would be undertaken by a central admuustratlon -

~oﬁ'1ce in the outlet In larger outlets a Sales Manager can be employed but in smaller
outlets the Owner or Director, w1ll normally assume this role. -
Vehicle Servrce and Preparatlon |

‘The, Service- Department Is one that 18 essentlally estabhshed to prov1de a. technical

_back-up for customers It encompasses a number of occupatlonal roles mcludmg the

' tradltlonal roles of mechamc and panel beater Usually the veh1cle cleamng ﬁmctron 1s"' '.
‘11n the'care of this department | s
. Increasrngly, due to hlgher customer expectatlons a person is’ employed as a Servrce‘ '

Adwsor to’ llalse wrth customers that requlre some repalr or. mamtenance for. the1r :

: vehlcle Due to" the customer contact requ1red thlS 1s a role that is beconung

_ increasingly dlfﬁcult as customer expectatlons contmue to mcrease

: lThe role of motor mechamc is also contmulng to change primarily due to advances in’

.technology, but also due to helghtened customer expectatlons This, 1n the author s

oplmon, wﬂl lead to the necess1ty for the recognition of a new role that of Techmclan
by the Irish Industry ThlS role is. already well establlshed in, other countnes such as

Germany and France and has been encouraged by many manufacturers who requ1re;

: ‘fspecmllsed staff to be tramed in- high-tech areas. Volkswagen and Toyota are- twor

. examples of Insh drstnbutors that have establlshed alead in thrs area.

: A Serv1ce department will also have a clencal skilt requtrement usually supplled by the

. 'central adrmmstratlon staff.

Management 'l

" The role of 'Manager‘ is one that is crucial to.the Industry and one that has certain
I'.training requ'trements. The diﬁiculty in the Irish Industry is that many outlet owners are
- also the outlet -managers and sales managers, the reason being simply the economies of

o ;scale of the smaller outlets. It is 'A‘notrealistic or viable.to employ a manager for an
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outlet that employs 6 people ThlS drfﬁculty is compounded by the cahbre of md1v1dual . B

that manages such an outlet Invanably, the person concemed was/rs a successful sales"';'- e

: persons so successful that they burld up a busmess that requrres the hmng of staﬁ" Asﬂ |
- the busmess grows the demands on the owner grow and grow but the excellent sales‘:.-
person is qu1te oﬁen not an excellent manager and problems take root.
In larger outlets managers are often employed to run the vanous departments The
control they have and the: ablhty they requ1re depends largely on the size, locatlon and f
type of outlet in wh1ch they are employed The managenal skills requ1red by both types'.
f"of manager are- smula_r and SO, for the purposes of . th1s study, the abilities requlred by. a~:‘

’ ‘manager in the Industry are contarned ina smgle occupatxonal proﬁle o

A The management ﬁmctlon also has a clencal requrrement and tlus is usually ‘met by a it

| central admmrstratlon umt e

' Admlmstratlve Staff o
'j.The Motor Industry does not 1mpose any more skill requu'ements on adrrumstratrve and
| clerical staff than are 1mposed 1n any other mdustry, or enterpnse In a small outlet' :
;'adrrumstratlon work is usually the responsrbthty of one person oﬁen a family- member - -

- of the owner. In larger outlets a number of people are employed in adrmmstratlve

- ‘receptlomst and telephomst roles The skills requrred by tms group of staff depend

; _entlrely on the work assrgned to them by their managers As there is no real role of o '

" clerical worker in the Motor Trade no occupatlonal proﬁle has been deve10ped for tlus _“- B
e jrole Tra1mng requ1rements for thls group will be outlined w1thout a specxﬁc skﬂls

: fanaly51s ; \ '._'

] _9 4 APPLICATION OF MODEL TO SELECTED OCCUPATIONAL ROLES

. The’ occupatton roles to be analysed for their skills requlrements are as follows: -
"o Stores Person _- '
" e SalesPerson
® Service Advisor -
o Retail Outlet Manager
o Motor Mechanic
e Motor Vehicle Techniclan‘ ‘
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%

: ;_':Explanatlon of model

L 5The model chosen is‘one adopted by FAS in thetr des1gn of the modular cumculum for - s

- apprentlce tralmng The mtentlon in choosmg tlus partlcular model ‘18 S to- allow for the o

! " g ‘easy practlcal 1ntegrat10n of the recommendatlons and analys1s contamed in thts report»

into the Insh Motor Industry Trammg system Given that the model has already.been.. .
A E used for the updatlng of one profession.in-the Industry, it should be poss1ble to use the"
- same model to update sumlarly the other professnons ‘
- The ratronale employed by FAS 1S explalned hereaﬁer and contalned m the appendnx

marked "Correspondence" of th.ls report

e -'Any occupatronal role can- be ‘described 1 in: terms of the personal sktlls requlred to be

. "Ncompetent n that role In other words 1o be descnbed as a. "Car Sa.lesperson an’ <. -

o 1nd1v1dual has t6 possess a certatn range of pérsonal skills.

L The skrlls themselves are sub-dmded by FAS 1nto four types

_ - ® Core Skills , - I R -
K .,Svpe_c‘lallst“Skr’lls_":3»“1.’ ' ‘ oo
" e Common Skills - - B B
e Personal Skills. ‘ «'-"“ 4
-As.FAS is pnmanly concemed w:th trades persons in settmg out this. model the author
~ has had to re—tnterpret the explananons to encompass occupattons “that. are not
trades in the tradmonal sense of the term. For the purpose ‘of analysmg all- the.
‘ occupatxons mentloned earlier, the folIowmg explanattons wﬂl apply
e Core Skl“S _ )
' Are the range of skllls and knowledge which are requlred by all smular grade personnel‘
of this occupatlonal group.” |

Mastery of these skJHs would be reqmred before- any progressron to a hlgher

P - ,occupatlonal level would be possible. -

o 4Spec|al|st Skills

~ Are those skills Wh.lch are identified by a parttcular mdustry, or occupation, and aré
‘apphed in specialist- sectors ‘within that mdustry, or occupation. Mastery of these skills.

. allows workers to specrallse in parttcular industries as key personnel
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| '.-Common Skllls o . | ‘

' "Common Skllls are those that are requrred by. the occupatlonal role and can be erther, . .

' Core or Spec1al|st Sklls; but whlch are also common to other occupanonal roles w1th1n~ .
_an mdustry or group of occupatronal roles ‘
- Personal Skllls

Personal skllls are those skills that apply to ail occupatlonal roles and mcorporate '

practlcal abxlltles requ1red of employees Mastery of personal slolls enables workers. to - |

ennch thelr relatlonashrps wrth the1r colleagues and are essentral for progresswn to

: hrgher levels of responsrblllty, promotlon and job satlsfactron '

1 'Apphcatlon of the FAS Model

o The followrng sectlons examme the Sklll requrrements for the vanous occupatlons of B

o the Industry and apply the FAS modular approach to analysmg those skrlls

. By analysrng 1nd1v1dual roles m this way it is then possrble to assess current training . -

-

vprovrs1on in terms of the,, skrl] requrrements for each occupatlon and thereby to

. |dent1fy the strengths and weaknesses of the trammg system

‘r-"
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Trade Family: Motor Trade -

Proﬁle'of Trade:

Induslry Served:

A successful Stores Person will possess l.he following competencnes:

" The Retarl Motor Indusu-y SR

RN

5

Buymg and sellmg of spare pans and accessorles to and from the. publlc and other members of the Motor Trade.

.

Core Skills

Spécjalist Sldlls/Knowledge ‘\yit;hin‘l"rofression -

Common Slulls/Knowledge For Motor
. Professions

© Personal Skills Required. """

Comiunications

Spare Parts and Accessories - . Parts’ Sourclng . ’| -Accounting ‘

The ability to sell to the private customer. - ‘The abllrty to’ mterpret manufacturers descnpllons to ‘Using knowledge of and the rmple'memmon of o Customer Relations' . .. S

The ability to sell to firms and fleet buyers. . source parts using a variety of information soltrces and .appropriate procedures 1o ensure that all costs are A daptablluy e CoL et
o . .

The ability to sell to the motor trade. .~
The ability to sell to the Public Sector, .
The ability to buy from the trade. Cos

Sendca ’
The ability to sell the services of the outlet.

The ability to sell extras and accessories to the customer.

' ordcnng/sourcmg pans . .

media e.g. microfiche reader and parts catalogue.
The ability to initiate and utilisz traceable procedurs for

2T e

Pricing - . P

Usmg all available data and variables to calculate sellmg
prices for spare parts. Implement drscounlmg proccdura
for wholesale and relarl sales. -

lnvcnlog o . :
The ability to mamlam adaquate slocks to saUsfy selling

rcquu'cmcnls

The abxlrty to maintain adaquate fmancral controls to .
maximise profit . . .
Product g S
The ability to apply variations in specnﬁcauon dn.larls and

- other lechnrcnl variables when ,ldr.ntxfymg part numbers.

Leglslative.
The ability carry out hrs/her ﬁmcuons as govcmed by

legislation pertaining to sale and operation of motor
vehicles inc). the Sale of Goods and Supply of Services Act
and general consumer legrslnuon

Payment Method .
The ability to employ point of sale documentation and

credit card and cheque paymerit procédures.
The ability to implement the credit control proz:edures of
the parucular outlet .

Tendering : '
The ability to supply quouurons and tenders to Public

Bodies and other.enterprises.

‘accounted for and moneys pald as appropmle for - - .
_ mdeual sales e e Lo

Requirement Sou.rcln
The ability to identify and assess sources that W'l“ satlsfy

customer requests for parucular produots or. services wnlh

) Z 'appropnale detarls of fitment and pncs

.
Competition : *

The ability to ‘compare, contrast and a.nalysc various
aspects of competitor product, facdltrs and impending
chnnges in order lo deal with cha.llengcs prescntcd.

Financin} Mnﬂers o :

The ability to advise commercial ustomers on the most
appropriate method of purchase based on the system of -
Interest Rates, Capital Costs, VAT, Corpomuon Tax,

‘ Tax Wnte-OﬂSelc

MM )
Use On-Line terminals for checking pans avmlahrlty,

ordering and other nmnufmurer coficerns. ,

ste CD-ROM for current mfo on parts rdennﬁcauon

Use daabase software for Customer Contact. o
Programmes, follow-up and general sales records,

Ability to-work as a team’ member
Ability to work mdependently

“Initiative.

Problem Solving. -
Planning/Organisation. . .

_Information Gathering. - .

Computer Literacy.

Dress Sense.. :
Selling Technique.
Negotiation Technique. -

Numeracy.
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o OCCUPATIONAL ROLE OF SPARE PARTS PERSON
- Trammg Prowsnon '. L
In recent years FAS have developed and mtroduced a trarmng course in th1s area. and
1t is now a desxgnated craft It will be subject to revrs1on and upgrade to reﬂect a
| modular ap_proach‘ in - common wtthother apprentlceshrps, such as that-of_‘Motor_:
. Mechanic. f ' ., ' | | : . -
DlT Bolton St., in conjunction with the SIMI and the British IRTE, have established a
~ ' distance leammg programme for. spare parts personnel A d1ploma is awarded to those
“ .v'"candldates that successﬁrlly complete the programme Such a. distance learmng
:~programme 18 partrcularly welcome for thrs .group as 1t 1s constltuted of a relatlvely
" ,small group that is geographrcally dlverse Courses at reglonal venues such asv .
*Waterford and leenck have been undert subscnbed due to this problem Partlclpatlon
- rates for thrs new programm; are not avzulable as yet ‘ |

, '_Parts staff from franchrsed outlets are tramed at dlstnbutor prenuses but usually by

personnel that are not quahﬁed tra1ners The tralmng undertaken is generally of a very .

L _speclﬁc and techmcal nature There is no formal training requ1red by parts staff before

N

they are employed at an outlet No quahﬁcatlon or reglstratlon is requ1red before
taking on the role of Spare Parts Person. L | - |

3 Future Trammg Needs f ‘ ) .

. Havmg analysed the role on the prev10us page 1t would appear that conventlonal
2 tralmng serves thls occupatlonal role well. Two areas of dtfﬁculty exist: Two traJmng Au

" systems exist. almost independently and no formal quahﬁcatlon is requtred to estabhsh

. oneself in the. role of Spare Pans Person.

: .The Pubhc Sector Trainer survey has thhhghted the need for rmproved computer .

' skrlls and customer relatlons skills for these staff -
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Trade F‘amily:‘ Motor Trade

Profile of Trade:

'Industry Served:

A successful Sales Person w111 possess the followmg competenmes

The Retail Motor Industry o

Buymg and sellmg of. new and uscd velucles to- and from the public and other members of the Motor Trade. :

Core Skills

‘Persbn.al Skills Required ~ -

Specialist Skills/Knowledge within Profession Coimmon- Skllls/Knowledge ‘For Motor
: : T L Professions
New Vehlcles Mechanical Accounting ' . Comnninications
The ability to sell to private customers. The ability to determine the condmon of a ve}ucle based on |- The ability to mplemcnt appropnaxe pmcedures " Customer Relations
The ability to sell to firms and fleet buyers. a test drive and visual inspection of the vehicles. Assess the |- eusure that all costs are accounted for and moneys paid Adaptability .

The ability to sell 1o the motor trade.

The ability to sell to the Public Sector.

The ability to lease to the private customer.
The ability to lease to firms and fleet buyers.
The ability to lease to rental firms.

Second-Hand Vehicles

The ability to sell to the private customer.
The ability to sell to firms. .
The abitity to scll to the motor trade. .
The ability to lease to the public.

'Trade In

The abxllty to buy from the customer
The ability 10 buy. from the trade

Services
The ability 1o s¢ll the services of the dealer.

The ability to sell extras and accessories to the customer.

cost of r.eccssary repairs before re- sale WI“ be pOSsxble

Pr’lclng

‘Using all available data und vanables to value the vel'ucle

' being purchased / traded-in,

‘| Apply discounting procedures for manufaeturets, fleets and
"dealers. .

Product’ ’ RN
Be conversant in the speuﬁcanon delalls variables and

'unphcallons thereof, on pnce of new or second hand

vehicle.

hs

Legl_slativ
The ability to implement work practices that demonsirate a'

practical knowledge of legislation pertaining to the sale and

opesation of motor vehicles; the legal title of motor vehicles -

and the declaration of third party inerest.

Finance

The ablllty 1o offer pmspecuve purchasers various
financing options and arrange credit agreements.

The ability to analyse and discuss business and private -
leasing va:ial.ibns and the benefits to the customer.

Tendering
An undersmndmg of Publlc Body and other corporate

tendering systems and their operation. -

Accessories

The ability to enhance the cus!omeni perception of a
product by adding afler-market fitments to the product
range. . )

as appropriale for hldividpal sales.

Regulrement Sourcing .
The ability to source products and scrvices s that will

satisfy customer requu'mems wuh appro;mate details of

”ﬁtment and pnces ]

~

Comggﬂﬂo o
The ability to compare, oontnst and a.nalysc various

-aspects of competitor pmduct. facilitics and impending

changcs in order to meet lhe challenges presenled.

Flnancinl Mntters )

The ability to advise commercial customers on thc most
appropriate method of purchase based on the system of
Interest Rates, Capital Cws\s. VAT, Corpomuon Tax,

B Tax Wnl.e-Oﬂ"setc

Comguler Applications

-Use On-Line terminals for checking model ava:labllly,
- ordering and other manufacturer concems.

Use Minitel and othes IT sources, for currenl info. on
financé matters.

Use database software for Customer Contacl -
Programmes, follow-up and general sales records.

PRI

Ability to work as a team member

| Ability to work. mdependent]y

Initiative.

Problem Solving.
Planning/Organisation.-
Information Gathering. -
Computer Literacy. - |
Dress Sense.

Selting Technique.
Negotiation Technique.
Numeracy.




o OCCUPATIONAL ROLE OF THE MOTOR VEHICLE SALES PERSON

Th.lS occupatlon is fiot mcluded as-a de51gnated craft by FAS and no. formal trammg 1s e

| undertaken spemﬁcally for thlS role by FAS. A certain amount of trammg actmty is e

| undertaken by the_ dlstnbutors for the sales staff of their ﬁ~a_n<_:hlsed dealers; the foous of e

 this training_is usually toward improving product knowle'dge.. To a lesser extent .
training is also glven in basic sales teehniques
S[MI oﬁ‘ers a number of tralmng seminars to sales persons on-a regtonal basis. Thesef .
are generally well attended and prove a demand for structured trammg throughout the |

Industry in thrs aréa. Indeed, some outlets encourage their .sales staff to attend, F

E .':,’.expensive seminars given by'Ameﬁcan» and English sales "gurus”, the main benefit of o

: Wthh is motlvatlonal The longer term benefit of such semmars is. dlﬂicult to quanttfy

Y The Irish: Management Instltute hosts, tralnmg courses for the beneﬁt of sales and R

B marketlng personnel on a demand basts occas10nally 1mt1at1ng demand by workmg N

o ‘w1th a tra1mng prov1der or an lnstltutlon to promote a. partlcula: seminar. Busmess and N

- Finance magazme also an‘ange tralmng seminars on various toplcs generally ones-that
- .a.re in-vogue at the time and always for commercial gain.’
"‘No quahﬁcanon ‘or reglstratlon 1s requ1red to estabhsh oneself as.a Motor Vehicle '
Sales Person. ° o
Future Trammg Needs

Peisonal abllmes feature hlghly in the proﬁle descnbed and an attempt must be. made to’ | .'

}formallse tralmng W1th the: purpose of the enhancing of personal skllls for. sales '

| persons A knowledge of appropriate leglslatlon that is not handed down ﬁ'om an 111- .

e tnformed source would also’ be desuable Tralmng in’financial matters, and the taxation

. system, relevant to the role is necessary given the complex1t1es of-.ﬁnancmg. the -
- purchase of vehicles and the number of options available to the potential customer.

Improved .co_rnpUte'r' training due to the increasing use of Information Technology and

. computers generally.
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A successful Service Advisor-will possgssthe follow,ing ;:ompgtenc’ies: a

Trade Family: . Motor Trade

Profile of Trade:

lndustry Served:

Prov1d1ng a customer contact and llaxson sence for the Servnce Dept of a retail outlet. .

_ The Retail Molor Industry

Corev Skills

Specnalist Slulls/Knowledge wuhm Professnon Common Skllls/Knowledge For Motor‘ . Pcrsonal Slulls Requlred
Professions '
Servicing Oul-Sourclng - Accounting - Commumcatwns
The ability to sell to lhe private customer. The ability 1o source spccxalm servicés and tools and Knowledge of and unplememauou of appropnale ngh level skills in cuslomer relahons )
The ability to sell to firms and fleet buyers. - equlpmn.nl atan optunum prmuum as and when requu'ed procedures to’ ensure that a]l costs dfe accounted for and A daptabnllty

The ability to sell to the Public Sector.

Work Schetlnllng ’
The ability.to assign the workload, with optunum

efficiency, | 1o the workshop staff.

Records

The ability to establish nnd maintain a customer database
that will allow for correct invoicing and recording of all
repairs and maintenance carried out . .

3

Pricing

_The ability to calculate chargé that reflect all costs -
_ incurred by lhe dealer i in carrymg outa parucular servnce i

Product

The ability to dccnde a repair procedu:e gwen spectﬁca.uon ,
* details, model.variations and manufacturers modmﬁcanons ’
) when dlscu&smg pmblems wnh customers.

Parts Dept. Llnlson

The ability to initiate and utilise I.ruccnble procedura for -

ensur!ng'll)avt parts stock mee_Ls_Sqmqe Dept. requinnents. -

Y

Legislative

Possess appropriate k.nowledge of legslal.lon perlam.mg to

-.sale and operation of motor vehicles.

The ability to carry out hisher duties within lhe remit of
the Sale of Goods and Supply.of Services'Adt, and general
consumer Iegxslatlon asit applm to the Motor lndustry in

‘ pamcular .

Technical Knowledg -
Ability to analyse and interpret customer complaints 5o as

to assist the technician in correctly identifying faults. .
Ensure quality control proceduresare adhered to and adopt
the role of the customer in'checking on work carried out:

Warranty
The ability to apply the rules, lumlanons and stipulations

as they apply to manufacturers and other warranties.

- Implement procedures to ensure payment is received for all
work carried oul under a warranty. :

Accessorles.

The ability to improve the customers perception of the
product by informing himvher of the range of pmducts and
accessories avmlahle to them. :

moncys pald as nppropnale for mdwxdua.l sals

&gir_ement_Swrﬂg
. Knowledge of sources that will satisfy customer requests

for particuler products of services with appropnatc ’
dcmls of fiument and pnca . :

ComEdtIon ‘, .‘ -
Ability to compare, contrast and analyse various aspects

of campetitor product, facilities and impending changes -

in order to deal wn.h challengts pmemat .

Financial Matten

The ability to advise commiercial customers on the most

appropriate method of purchase based on the system of

JInterest Rates, Capital Costs, VAT Corpomuon Tax,

Tax Wnle-Oﬁs e

Computer A Ilcntlons ’

* Use On-Line terminals for checking technical

information / updates and other manufacturer concerns.
Use database software for updating customer records,
Customer Contact Progmmmes. follow-up and general
accountmg records:

Be.vr_nﬂl_l_MsLhe_‘L : ' S

Use point-of-sale d.ocmnematlon. cmd!.t card and cheque
methods to obtain and record payment for lhe outlet for

work done.

Implement credit control procedures and pollcy as they

apply to the pn.rucular outlel.

" Ability to work as a team member. .
Ability to work independently. =
Initiative. )
Problem Solving.,
Planning/Organisation. -
Information Gathering.

Computer Literacy. -

Dress Sense. o

Selling Technique. :
Finely tuned skills in, negouauon lechruquc
Numeracy ' :

£S1




T OCCUPATIONAL ROLE OF THE SERVICE ADVISOR

The role of" Semce Adv1sor is lmportant in the Industry but largely confined to- the:
'.‘employment of larger outlets This 1s snmply for cost reasons While the numbers"
t_femployed m thls role in the Industry are relatnvely small it | is the. author s belief that:
.they will i increase in lme with. mcreased customer expectatlons for personal serv1ce

y 'fAt thlS time:this role is-not a  FAS desngnated craft and it is unllkely to be included as-

~ an- apprentlceshlp or traJmng programme in its own nght Very oﬁen this role-is ﬁlled_ '
' by a former motor mechamc w1th an aptltude for mterfacmg with customers. ~

,-Tralmng prowsnon 1s essentlally restncted to an on-the-Job mductnon approach A

v certa.m restncted amount of traxmng is also ¢ glven by the dlstnbutors to tms group

) No forma] tralmng is requnred before undertakmg thlS role and no reglstratxon 1s., |

| regunred.

1 .Future Trammg Needs

"_ rMany of the skill requu'ements outhned mn the occupatxonal proﬁle can be obtamed by : R

-F'7the current’ method of tra.lmng, Le. on—the-_|ob mductlon tra.lmng ‘Future trammg N

prowsxon will have to address fwo needs Constant techmcal updatmg and constantly L

1mprov1ng mterpersonal SklllS

154



¢Sl

- Trade Family:

. Profile of Trade:

Motor Trade

[ndustry Served

A successfu.l manager w1ll possess the followmg compelencnes

The Rel:iiAI Motor Iridusuy: :

Operauon of a retall oullel or; operauon ofa depanment or dnvnsnon wuhm a retall oudet.

Core Skills

Common, Skllls/l(nowledge For Motur i

 Personal Skills Required .

Speciﬁ_lis!‘Ski“lehowledge within Profession.
‘ : L " .  Profeéssions
New Vehicles Technical. "+ | Public Relations- ' Commurucauons
The ability to sell to the pnvale custorner. - . : Thc abllny to make mfonned decxslons, based on the. The nblhty to develop the i unage of the oullcl for Customer- Relallons
The ability to sell to firms and fleet buyers. . possession of sufficiem techmcal knowledge in every muxxmum beneﬁl and expasure. ’ A daptability -

The ability to sell to the trade. -

The ability to sell to the Public Sector.

The ability to lease to the private customer. .
The ability to lease 1o firms and fiest buyers.
The ability to lease to vehicle rentat firms,

Second-Hand Vehicles

The ability to scll to the private customer.
The ability to sell to finms.

The ability to sell to the trade.

The ability to lease to the public.

Trade-In
The ability to buy from the customer
The ability to buy from the motor trade

Services
The ablhty to sell the services of the outlet..

Human Resource Management

The ability to dea! effectively with HR issues as they arise:

Time management capability.
The sbility to motivate staff and employ team-building
techniques.

The ablhty to maintain a skilled workforce oompetcnt in

their various roles.

The ability to carry out a job skills analysis.

The ability to manage the personnel requirements of a
retail outlet.

The ability to choose and train slaﬂ’

aspect of’ the outlet operauon inthe control of that
manager S . ;

L s

l’roduct T : s

The ability.to ma.ke decisions based ona comprehmswcu -
"knowledge of the produc‘l sold and competxlor products and

Y

Leglslatlve / Admlnls(rndv
The nl:nhty to carry out lhc mnmgenal ﬁmcuon given the

" possession of :
-A detailed knowledge of lcg;slauon pcrtm.mng to salc and

operation of motor vehicles.

A detailed knowledge of generat employment and working
environment leg:slauou

Knowledge of insurance undez-writing, hahlhty lumlallon

_ control and risk managanmL

.

Fln:mce

The abil ability to analyse compare ¢ and con:ras( ﬁnancmg
options availablé to fund purchasmg of vehxclﬁ and
equipment.

The a.blhty to arrange credll ngnemems with other trading
companies and instinstions. :

The ebility to structure accounting atrangemems that
ensure viable and compctmve l.mdlng for the outlet.

Prmluct

" The ability to lmxsc eﬂ'ecuvcly with product suppllas to

ensure optimum benefit for the outlet.
The ability to plan and unplcmcnt an effective sales and

markel.mg campaign..

lnventon ’ :
The ability to mlplemem effective stock comrol pmccdures

and financial controls to minimise fraud and max:m:se
profit polennal

1 Accoun ﬂng~:~"

R

The ability to unplemem appropna!e procedurcs to"

" ensure that all costs are'accounted for and moneys pald

as appropnate for mdnndual sales

Rgulremem Soun:h\g

| The a.blhtytond:rﬂ.l.fyandascsssomthalwﬂlsausfy_ ‘
' customer requests and outlet requuemems for particular -

products or servnos S !

ComEdﬂon )
The ability to compare, commsx and analysn Various.

aspects of competitor produdt, facilities and impending

, changes in orde;'_lp deal with challmges presented. -

Flnanr.ln.l Mauers

The ability touse a knowlcdge of Imcrm Rates; Capual
Costs, VAT, Corporahon Tax and Tax Write-Off s in
order 10 maximise outlet economic benefits.

The ability to opcrale PAYE, Social Insurance and.
employment levies and payments schemes, -
The nblllty to opcrale the Vehicle Reglstratlon Tax
(VRT) system in an optunum manner. .

Computer Applications

Use On-Line terminals for checking model nvallnbllty. o

ordering and other manufacturer concerns.

Use Minite! for current mfo on finance matters.

Use database software for Customer Contact
Programmes, follow-up, general salﬁ, pmonnel and -
acoounlmg records. N

Ability to work as a team membcr. ]
" | Ability.to work mdcpendenlly "
Initiative.

Problem Solvmg‘

{ Planning/Organisation: ~

Information Gathering.
Computer Literacy.
Dress Sense.

. Selling Techique.

Negotiation Techniqué.
Numeracy.

Delegation. of responsxbxhty
Stress mnnagement




B ~ o . . f I

o OCCUPATIONAL ROLE OF RETAIL OUTLET MANAGER

A drploma course m Motor lndustry Ma.nagement is prov1ded by the Dublrn Instltute _
- of Technology (DIT) Bolton Street: While the main student mtake for this group is

drrectly from second level, a small number of students progress ﬁ'om the Industry '
- 1tself usually possessmg a techmcal background ' N '
No speclﬁc tralmng is provrded by FAS for the role of manager ‘within the Motor .
: Industry but some general management tralmng courses are offered. The occupatlonal
' role of ‘'manager cannot be descnbed as a craft in the tradrtlonal sense: of the term |
| ‘A number of retaxl outlets have availed of the services of the Irish Management

. Instrtute in the provrslon of trammg courses for their. sta&‘ an example of one group of -

R ,outlets that avalled of ‘-thls servlce is. the Motor Services Group -of outlets bzsed in the . ,.

L Dublin area The IMI can provrde a tallored tralmng serv1ce catermg for the" specrﬁc

i ..management tralmng requuements of a a company or group of compames The SIMI

“hold management tralmng seminars: once or ‘twice per year and IBEC also host-‘

PR occasxonal management seminars.

a Both the NESC and F ORCE Reports have underlmed the need for ﬁmher trmmng for
- 'managers and supervrsory staﬁ' However no formal arrangement for trammg exlsts, '

' and no reglstratlon 1s requtred for those that undertake the role of ma.nager

- _Future Trammg Needs -

, ’Improved Human Resource Management skrlls wrll be para.mount and a . -
; comprehensxve understandmg of insurance, . taxation and legrslatxve 1ssues wrll be' -

- requrred whlch can ‘only be gamed with a consrderable tralmng mput Sales pubhc L

T b'_relatlons and marketmg skills will also need to be 1mproved Customer relatrons and

o 1mproved mterpersonal skills are likely to feature hlghly for staff tralmng, managers _‘

will have to show a lead in these areas.
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Trade Family: - Motor Tra'd‘e-

Profile of Trade: -

Industry Served: _ |

. The Retall Motor Industry v

The semcmg, maintenance, repalr and mstallanon of the mechamcal
and electrical eqmpmem of passenger and light- vetucles :

At the end of the apprenuceshlp the Tradesperson will be able to demonstrate competence in the fo]lowmg o i T 8

All Common Skills

All Personal

All Core Skills Some,Specialist
" : Skills within Trade For Motor Trades . Skills Required
Servicing Diesel Fuel System * Metalwork _Communications
Canry out a manufacturers service schcdule | Remove/test and refit/replace mjedors Basic Basic bench ﬁmng “ Customer Relahons
Complete a vehicle report fonn . Remove/replace diesel components. - | Gas weldmg; brazing. Adaptabili
Check exhaust exmsstons wxl.h smoke meter and dlagnose . P ty
Engine/Fuel faults. : Brakés .- Ability 10 work as a team member
Cary out compression 1sts . . o N Diagnose faults in hydrauhc brakes syslem and Abilty to work mdependently
Remove/Overhaul cylinder heads Brnkes ) by remova/replncc components. Initistive. .
Dismanll;-. carg\::augs, replace pans, ‘Dugnosechcufy faults in ABS brakw C & - , . Problem Solving.
reassemble and adj ) ' Coaa oo | Steering - - b
Remove/Replace exhaust componems Engine ) - - L x| Check and adjust s!emng geomeu'y Il:fanmng/ Or%ant;]sqtfon.
Check exhaust emissions for compliance with CO, HC and | Carry out cngme overhaul, - remove/replace steering eomponcxﬂs (Manual and Power | ormation Gathering,
NOx specifications. Diagnose/Rectify faults in cngm.e ma.lmgcmmt syslems : ;type steering). '
Transmission Petrol Fuel System ' o Englne .
Remove/Refit Gearboxes : Diagnose/Rectify faults in carbur:ttor fuel sys!ems cmove/dn.sma.nﬂdrcassanblc n.nd reﬁl and cngme
Diagnose faulis in clutch, remova/rcplnce Diagnose/Rectify faults in electronic fuet injection systems. “Diagnose faulls in cooling systcm and remove/replaoe
coniponents. Test for correct operation of calalyuc converlors ' . componenls .
Remove/R:plncc dnvshaﬁ ‘joints and bcanngs “ . .
} Tronsmission ol Eleclrlcnl

Igﬂﬂon
Diagnose/rectify faults in ignition syslem.s

(breaker and electronic types).

Suspension
Remove/replace suspension components. -

Wheels
Balance wheels/repair punctures

Bodywork
Remove/Replace body componcms eg door

Iocks.wmdows and regulators

Lights .
Remove/Replace components and focus headlights.

Diagnose faults in and overhaul; gcarboxes
Diagnose faults in and overhaul differéntial units.
Remove/Refit Automatic transmissions. .

Electrical

Diagnose/Rectify faults in electncal circuits usmg wiring

diagrams and multimeter.
Remove/Refit car radios. =
Install basic electrical equipment. *

Bodywork

Fit tow lulchm.

Dmgnose/R:ciLfy faults in startmg and chn.rglng systcms
and removdrep‘lace componems ;

!o_m

‘Locate/rectify noises and watcr Ica.ks ﬁom bodywoxk_

LST




'_OCCUPATIONAL ROLE OF MOTOR MECHANIC
| The role of Motor- Mechamc can be spl1t into two phases apprentlceshlp and post- ‘

apprentlceshrp As a desrgnated craft the role of apprentrce motor mechamc is included. o
©in. the remit of the FAS apprentrce tralmng system. Apprentrces are well provrded for
by,‘the tralmng system-, dl,sproportlonately_ so, the author belle_ves. The mtroductlon,of a .
neW 'modularfcurriculum .means that it- is not possible to pass judgement on overall
’ apprentlce trarmng provision untxl the system has had t1me to produce 1ts first .‘
i' 'v apprentrces The occupatrona] proﬁle for the role of motor mechanic is that used by‘

. FASin desrgnmg the modular ‘turriculum and was used as the model for exarmmng the ’:‘

U skﬂls requlred of the: other occupat10na1 roles

L litleCVT. . T

.Tralmng prov1s10n for quahﬁed motor mechamcs 1e CVT 1s provrded by the'_‘,.‘
drstnbutors for employees of ﬁ'anch]sed outlets and provrded by- the colleges for
. others As a result CVT prowsmn is. ad-hoc for this group w1th those in remote areas ‘
::,Ahavmg to travel consnderable dlstance to avml of part-tune classes The F ORCE Report

- .‘1dent|ﬁes CVT for non-ﬁanchlse outlet employees as madequate FAS. provrde very

-8

'''''

- '4‘-A voluntary system of quahﬁcatlon e)osts for motor mechamcs based on the attamment

- of the Jumor and Semor Trade Certlﬁcates Employers generally requlre the‘
prospectlve employee to possess these qualrﬁcatlons before entenng into an

employment contract It i is however possrble for a non-quahﬁed person to work as a.

P
-

C motor mechamc

: ..4 Future Trammg Needs
_The FAS occupatlonal proﬁle for, the role of motor mechamc is essentlally a'

comprehenswe analysrs of that role Apprentlce training will reflect this -profile and_-

should be adequate with regular updatmg CVT provision is poor and will have to be -

structured and orgamsed in order that quahﬁed staff are regularly updated Personal a
skills are likely to require ﬁthher training intervention in the light of increased
. customer expectations. A detailed suggestion in the area of CVT will be included in the

final chapter. _
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Trade Family: Motor Trade

Profile 6f Trade:

The techmcran will be able to demonslrale competence in the followmg

Industry Served:

The Retail Motor Industry.

"The serificing, maintenance, repair, and installation of the' mechanical
and electrical’ equrpment of passenger and llght vehlcles

Additidpal.specialist B

All' Common Skills

All Personal:

misalignments.
Overhaul carburettors.

Check exhaust emissions for comphance with CO, HC and -

NOXx iegislation.

Transmission
Overhaul Transaxles.
Overhaul Transmission Componen!s

Ignition
Diagnose intermittent faults in |gmlron systems.

Suspension
Overhaul suspension components.

Wheels :
lnspect and repon on tyre condition and evidence of any
mrsnlrgrmenL

Bodywork
Inspect for corrosion, paint oondruon and any

misalignmens evident :
Locate and rectify sources of Noise, Vibration and -
Harshness (NVH).

Locate and rectify sources of water intsusion.

Lights

Focus projector and other types of non- pnsmauc headllght

to legal standard.

Engine . -

Use Engine Analyser and Hand Held Testers to dragnose nnd

rectify faults in engine management .
Dragnose and rectify faults in Treeuon Contro] Systerns.
Tronsmisslon o : :
Diagnose faults in and overhau) automatic transaxles, incl.
those that employ electronic control systems:: |

Diagnose faults in and overhaul | Lmuled Shp dlﬂ'erenual
units and Transfer Boxes.

Electrical’
Diagnose Diagnose and rectify faulls in Al.r-Bag and olher safety

- related systems.

Install and commission Radro Telephones, 2 Way Radro and
Sonic Alarmn Systems ;

Install commission and fault-find CD and other Audio
Equipment. °

Diagnose and repair engme managemem systeni faults.

Alr Conditioning ‘and Ventilation

.Diagnose, rectify faults and re-commission conventional air-

conditioning systems.

Diagnose and rectify fanhs in Aulomalxc Air Conditioning

and Climate Control Systems.

Diagnose and rectify faults in Dlglmlly controlled
Ventilation Systems.

Diagnose and rectnfy faults in Solar Powered Ve-nlllauon

Systems |-

Check and adjust | steenng gcometry usmg Infra-Red and

‘Laser type geometry measuring machines of both the
-Wheel Run-QOut Compensauon Type (WROC) and non-

WROC types.

E.ngme'

Diagnose and rectify faull.s in Tu.rbo Super and Presure

. Wave Chargers Systems. -
: Dlagnose and recufy faulls in Cruise ‘Control Systerns

F.le:trl:nl
Possess oomprehenswe knowledge of Amlogue and
Digital processing principles.

Dragnose/Recufy faults in high oulput charging systems |

and repair compOnents
Fit Trailer Sockets for lighting and ancillaries use.

Diagnose and rectify faults in electrically operated nerns
such as ceéntral locking, eleglnc windows etc.

Administration ' L
Estimating of job costs. e
Overhead cost control , -
Housekeeping of literature and tools. .

Computer Sldll.! - ‘ .
Use of Data Base for Customer Records

Use of on-line terminal for accessing semce info.

Additional Core Skllls ,
' Skills within Trade .. For Motor Trades .. Skills Required-
- Servicing : .| Diesel Fuel System Metalwork Communications
Can'y out a manufacturers service schedule and comp]el.e .Diagnose and recufy faults in the electromcally controlled ‘Manual Me Metal Arc Weldmg Ciistomer Relations
all relevant documentation.  injection system.. 1 Basic Sticet Metalwork. Adaptabili :
Carryout a Sa.fety Inspection on a vehicle and repon on Check exhaust emissions with smoke meter and four gas . ‘Soldenng Use of Adhesives and sealanls ‘ p ty '
same. : rechnology and diagnose faum ; - Ability to-work’ asa team memberr
S . - Brakes L ‘ Ability to'work mdependenlly
Engine/Fuel ‘Brokes - .. : i : { Diagnose faults in hydrauhc brakes system and Initiative. ) . R
Carry out eomprusron tesis on rolary and olher non Otto Use oscilloscope and olher dynamic test equrpmem ro - - removc.’replaee componenls. Problem Solving. o
Cycle engines. : diagnose and rectify faulls in ABS brakes R L o ; feati
Inspect cylinder heads for, u'nperfecuom and - A . Steering Planning/Organisation.

Information Gathering. .
Concern for Environmental Issues.
Computer Literacy.
Inquisitiveness.. .
Self-Motivation. .

Réport Writing.

Knowledge Transfer Capabllrty




o | -OCCUPATIONAL ROLE OF TECHNICIAN

- As yet’ there is no formal occupatlonal role estabhshed wrth thrs tltle at Industry leve]

Tratmng provrsron is essentlally restncted to: drstnbutor tralmng centres at this level
_ W_hlle the t,echmcal colleges provrde techmcal CVT =that 1S .of alevel srmxlar to that o
studied _by"designated technlcians, the ‘staff benefiting fro'm CV”I‘ dre not usually-'
accorded the 'tit'le or improved status of technician. Certain distributors haVe.lnstigated
.training.t programmes that set out to train key technica'l personnel to this higher level of -
; iabrllty On completmg the trarmng programme they are awa.rded a drploma or
| lcertlﬁcate to acknowledge thelr achrevement However .at Industry level tlus award :
= ;has no real merit. FAS oﬂ'er 1o trzumng at tlus level | | o
,Future Trammg Needs . | | ' |
The future tralmng needs for thrs role are numerous. and wrll requrre detalled

) explanatlon Thrs explanatron is. glven in the ﬁnal chapter A

e OTHEROCCUI_’;}'I‘IONAL ROLES - L

In'addition to the roles mentiOned there are personnel employed as painters and panel-
beaters by the Industry The technologles ut1]1sed by these professmns are advanclng in
.llne W1th deve]opments in the rest ‘of the Industry Bodyshops however usually operate '

mdependent]y of retail outlets wrthout a franchise agreement and» can be a little

.. .removed" from the mamstream mdustry Trarmng is' confined in thrs sector of the

'.Industry with. only one pamt suppher having a dedicated trammg faclllty The author.
was: unable to locate a bodyshop equlpment supplier wrth a tralmng facrhty and DIT 18 - .
the only publlc centre to offer even lmuted CVTin this area o
..vThe bodyshop ‘has: not been included in the specific skllls analysrs and 1t would be :

3 suggested that parallels be drawn between the _roles of motor mechamc and

_ palnter/panel beater m dec1d1ng a tralmng p]an for the future.
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V:“Cdnc:lus‘i.o'n - |

: “Slgmﬁcant skllls gaps emerge in every occupatlon analysed The current trammg -
- system will requlre cons1derable amendment in order to fill those skills gaps. The '
. chapter that follows w111 attempt to. draw.- together the ﬁndmgs of the’ study a.nd
, propose a system of trammg and development that reflects the importarit ﬁndmgs of

o

the research and ﬁlls the skllls gaps that have emerged in the precedmg analysrs

r\i
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. CONCLUSIONS AND RECOMMENDATIONS -~

10. l""'I‘rai'nin‘g Needs
~ .The study ﬁndnngs mdlcate that 51gmﬁcant changes in trammg prowsron are requlre din -
the followmg areas:: ' ' : : . .

~ Non- Technical
... Customer Care and Interpersonal Skills -
e Legal Issues and Consumer Rrghts
e Computer Skills L
~ e Business Tralmng for Managers and Owners of smaller outlets
.. ® Sales and. Management Skills - LT
° Supemsory and Techmman specrﬁc trauung procedures

” Techmcal ) _
: s-.o Low: partrclpatxon rates of non-ﬁanchlsed outlets in CVT
eLowCVTrates ' . = - = 7 |
e In-Semce Trammg for Public Sector Tramers o
e Poor prowsron of CVT at regional centres . S " A
e Bias toward prov1s10n of technical training in training actwmes of dlstnbutors |
e Introductron of modular curriculum for apprentlces :
.. Sk111 shortages in the area of electronrcs and engme management system.
dragnostrcs " ‘ ‘

‘General .

e Direct lrnk to market share m trarmng actmty levels of dlstnbutors

- .'o Lack of regulation of the training actmtles of the Industry
; . Absence of a pro-actlve approach in planning tratning i mterventlons .
. o vo The relatlve absence of Organisational Development Programmes in the : -
. .+ Industry L
' ,.o Absence of a. natronally recogmsed plan for non-techriical tralmng mtroduced by :
the Industry 1tself '

: '10 2. Other Findings ‘ |
The study ﬁndmgs indicate that there are also cha.nges required in the overall operation

» of the trarmng system in the following areas:

National Leyel
o Certification of Awards and Accreditation Procedures
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- Reverse trend toward: academic education for many second- level students and
away from vocatxonal education - '
‘-.Improve Vocatlonal Preparation Programmes to reﬂect Industry demands
W - ‘@Improve gender balance in recruitment intake -
- ; "§Impro've“the preparation of second-level students for world of work -
e Increase participation by employers in the education system.
Q_‘Increase, levels of. co-operation between the manufacturers, industry bodies,”
.public sector and employers in training matters -
- eIntroduce attamment of pedagogical quahﬁcatlons for tramers A ‘
eNeed to develop explicit socialisation policies for the vanous occupational roles 3 |
- .Improve ﬁmdmg mechamsms and support from. pubhc sector to employers

Industry Level :
"& Need to evaluate exxstmg occupatlonal roles and establlsh new: roles where
appr0pr1ate ST TS e '
. '~H1gher standard of Educatronal Attamment for entrants
" eslmprove social statuis of certain Industry occupatlons
~-eslncrease: volume and avarlablhty of. apprentlceshlp and training places
e Affiliate’ distributor tramers to overall orga.rusatxon rather than to specific
departments ' '

fl’hemodel_ that follows attempt:sto-ad"ddress' as many of the issues raised by the findings

" asis practical. |

- 10. 3 Facto'rs' that influenced the'development of th'e Model

C o In proposmg a model of trammg and development for the. Insh Motor Industry a:

'. number of key factors: underpln and mﬂuence that model

" These can be identified as follows

" ssCustoimer Care-Awareness_ :
;oEnviromnental Issues
eePersonal Computers

- eslnter-Distributor ’Co-operation
«VPTP’s and second-level system
esncentives to encourage industry

1. Customer Care Awareness
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: As drscussed in chapter 1, a number of demands are berng made of personnel in the_ll
Industry Some of these demands‘ can be met by a natlonal tralmng system others T-
cannot. In the case of ‘the increased trend towards customer_ care and_customer
s‘atisfactibn', mu,ch':of the impetus for chanée will 'have fo come from training and
development undertaken by the distributorsl themselves. It is difficult to address such
., things as.customer sewice ratings on a national basis as each outlet will have-its own ‘
A strengths and wea.knesses In this case supplementary actlon w1ll have to be taken by :

,' indwrdual dlstnbutors or manufacturers

2 .Em{.lro‘nmentalvlssues v
L Environmental legislation’-.‘p_royides’signi’ﬁcant‘ challenge for Industry personnel. In
, thé?“Eﬁropéan ‘countr'i‘es suchuas'the UKand Gennany;. natlbnal' legls'l.at.ion' covers -

: ) 'many addmonal areas. of an envrronmental nature that do not ment specific leglslatlon
in our country In many envrronmental leglslatlve areas Ireland s1mply 1mplements EU
: 'drrectnves and controls The result of tlus is that’ the Depanment of the Environment: is
not: always readnly able to advrse on the precrse implications and details of
. envrronmental legrslatlon except to refer detalled queries to the offices of the EU
~ Commission. There is a need for ‘more co-operatron between the Depanment of the
Environment and the Motor Industry in the area of envrronmental 1ssues wnth the
. Department provrdmg more'mformatron in advance of leglslatlve developments-than s

currently the case. Envrronmental lssues need to be expllcltly and actively 1ncluded in

-any new tralmng initiatives'in the Industry

L __.3 Personal Computers

The huge growth-in the use of Personal Computers and penpheral equlpment is.set to
E .contmue. Wrth such equlpment specialised training is usually necessary in addition to
basic computer trammg The Industry will never be in a position to keep pace with:

specialist computer training and so must ensure that computer manufacturers and -

suppliers offer appropnate'trammg intervention, in line with upgrading of the computer . - -

_ syste'rns of the Industry. The power-of PC’s as learning aids will have to be harnessed -
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J’j.'by the Industry and- used for CBT (Computer Based Tratmng) Dlstance Learmng_:

S programmes and other appllcatlons that come on-stream in the coming years.

4. Intér;-l‘)’istributotr 'Co-operatibn |

' ,Co-operanve Pprojects-. between manufacturers contlnue I grow in complextty .and
.number Co-operation between Insh dnstnbutors does not. Thereis the p0551b111ty fore‘ '
_‘great 1mprovement in the type of training given to dealer networks if more shanng of

: ‘1nformatlon, 1deas and partlcularly faCllltleS were undertaken. Given the relatlvely small

- .slze of the Irish market a number of shared traxmng faclhttes could be jointly ﬁmded "

' between dlstnbutors' Th15 would reduce costs and unprove the lot of the smallerg R

dnstnbutors that ﬁnd 1t dlﬂicult to fund separate tralmng facllltles “There would be’ the-" '
added advantage of a cross polhnatlon of 1deas and tralmng methods and even the

‘ pOSSlblllty to share the cost of dedlcated trarmng staﬂ' The only real difficulties with K

~ such a possnb111ty is that there may be conflicts of interest, trade secret betrayal and

- .loyalty problems ‘none of: wh1ch are msurmountable given the type and level of co-

' boperatlon that e)usts among the manufacturers ,

5. VTPT s and Second-Level System '

" The . Vocatlonal Trammg and Preparatlon Programme (VPTP) of the second level’] -

" education’ system allows an. opportumty for 1mproved lnanson with the Motor- Industry |
. "Kellaghan,has sug_gested that educatlon should include a preparation for work, which is
" already offered by the VPTP. The diﬂiculty with VPTP's is-that they attract small

';numbers of partlclpants and ‘mainly low-acluevers Some addltlonal effort should be

- ’made to encourage more students to participate in VPTP's and to attract high-

| achlevers also The scarclty of apprenticeships could also be addressed as part-of a-

| - review of VPTP's, as they could be used as a preparation for apprenticeship. More

_apprenticeship places would also help to reduce the scramble for third-level places that

occurs each year.
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. leﬁcultles with cemﬁcatlon, ldentlﬁed by Kellaghan and’ the NESC, have already been SRR

tackled by the: newly establlshed Natlonal Educatlon and Trarmng Certlﬁcatlon Board -
Thjs central body will oversee all awardmg procedures in the future. .

' Personal abllmes Such as 'Overarchmg Capabilities’; the capacity to respond to change

: ﬂexrblllty and adaptablhty have been identified as desirable qualities in 'good’
employees Such qualmes are difficult to engender-in older people It is possible that.
the. second level system may have something to contnbute here also. A sound
: | educatronal foundatton will i rmprove the.impact of later occupatron-speclﬁc tratmng

- C Gender Balance

“ "-Kellaghan also suggested that there was a lack of gender ba.lance in apprentlcesh1p~

uptake. Reluctdnce to take-up partlcular apprenttceshlps by elther gender is partly due R

to’ a stereo-typmg of occupatrons The second-level system, through its career-

| ) guldance programmes and subject optlons may be able to help redress the. imbalance.

) 6. lhcentives5 td 'Encourage Industrial' Training |
- Drstnbutors have suggested that ﬁnancml support for training is madequate from FAS |
.’ It is 1mpractlcal to expect that FAS w111 be able to mcrease grant-ald to the Industry in
: the short term In- the case of- tra.lmng provrsnon ‘there are two pre-requnsnes for . .
unprovmg financial 1nvestment- Improved tax-rehef for mvestors m tra.lmng and a-
.legtslattve obltgatlon for employers to spend a tmmmum amount of time and money on '-. :
' employee tralmng '
; 'Preferennal tax-rehef rates could be apphed to those busmesses investing in prenuses |
: and hardware for tra1mng purposes It could p0551bly be introduced in a manner similar
" .to that existing for 'Desngnated Area' investment at the present time. | _ |
- While the: NESC Report acknowledges the unportance of ‘Human Capltal’ the -
| Government does not encourage the nurturing of this capital with its’ current revenue
| and taxation system. It will be necessary for the Government to encourage actrvely the . .

- nurturing of ‘Human Capital’ through policy and financial initiatives.
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10 4 Recommendatrons
S The follow1ng recommendatlons are made in order to improve the effectlveness of the "
e trmmng and development functlon of the Insh Motor Industry

‘ Natlonal Level ' R : _ ‘ {

e Introduce a - mandatory small-busmess tralmng programme for new
: owner/managers : o B

o Establish a co- ordmatmg agency for the trauung activities of the Industry Wthh

‘would also formalise links between the various strands of the training system.

o A training plan should be formulated by every company of more than 5

e employees at every level of the Industry ‘ IR

| '. e Improve the social status and gender balance of all occupatlons in the Industry_ ’

- and amend recruitment procedures accordmgly ! ‘

. Ratlonahse certification and accredltatlon procedures : .

e Improve Industry-Educatlon system lmks in order to unprove the preparatlon..',

for work of second- level students 7 ) ,

_Introduce preferentlal tax-rehef arrangements to . encourage mvestment in

' trmmng, orgamsatlonal and personal development "?1-‘

Industry Level .
R e Review current occupatnonal roles
o Improve pammpatlon raies for non—techmcal trammg
- eImprove CVT ratés for all occupatnons .
. Introduce formahsed explncnt ‘traifing programmes for all personnel and all : .
levels of the Industry.- L |
e Introduce Orgarusatlonal Development lmtlatlves where appropnate
. . ® Increase use-of. PC’s for individual learnmg and training.
e Increase awareness of enwronmental issues and concerns.

: Dlstnbutor Level
|- Aﬁ'lllate tra1n1ng personnel ‘to overall organisation and not to a spec1ﬁc
department or function.
X Introduce formal pedagoglcal quahﬁcatlon requirement for trainers.”
' -_Improve and formahse inter-distributor links and co-operation. _
: eEstablish shared training facilities and programmes for distributors.
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_' MODEL OF TRAINING AND DEVELOPMENT F OR THE IRISH |
‘ : MOTOR INDUSTRY ' ‘

7 o, 5 BACKGROUND

. Hav1ng 1dent1ﬁed the key findings of the research as. outlrned in the prevrous sectlon, \
three ﬁndrngs emerge that are regarded as crucial in arrrvrng at the model proposed- "

These are: - : ‘ o
e The absence of a nationally recogrused plan in sales management and non- i
- technical training for the Industry . -
- . The lack of regulation of the training actmtres of the Industiy
.o The Iack of co-operation. between the parties of the trarmng system

‘ The model that' follows operates on the prermse that these three 1ssues are central to

o the problems that exist wrtlun the current trammg system, and that any unprovement
‘ miust begm by addressrng these problems A '

. The explanatlon of the model is drvrded into the followrng sectrons T
‘. The Irish Motor Industry Training Council ST

T j_ * Future Tralmng for. Indrvrdual Occupational Roles -

3 ) Control Functrons of the IMITC

10. 6 THE IRISH MOTOR INDUSTRY TRAINTNG COUNCIL

Central to the proposal for the 1deal system of tramrng and development for the Insh :

: _Motor Industry is one theme the necessrty to establrsh a centra.l agency to reorgamse'

o and control all trammg and development currently 'undertaken by the Industry The

'_lestablrshment of such an agency would allow for the 1mplementatlon of the many' :
changes'ln the current system proposed by the author. A proposal for such an agency
" ,ﬁrst came from SIMI and was described as the "Industry TraJmng ‘Council". For the
| v purposes of this study, the central agency w1ll be called: The Insh Motor Industry.

Training Council (IMITC). |
" If this agency were to be established it would serve to co-ordjnatea[l the_‘ various

strands of training provision that currently exist and to initiate new t‘raining-'
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' '--_programmes'for those ‘members of the Industry whose training needs are-currently

- _-neglected

"The HVIITC is enwsaged as havmg a full time staff and adequate fundmg to cany out
:1ts role While such an orgamsatlon is an 1deal the traxmng model proposed must
| v descnbe the 1deal tralmng system for the Insh Motor Industry, not a series of bland
modlﬁcattons to the current system that. rmght be more readily accepted by the various

- interest groups involved. - | , . »

The descnptlons of the workmg of the IMITC represent a practlcal method of'v -
: 1mplement1ng the study S model for the ﬁxture of traxmng and development for the”ﬁ'. :

5 Industry. R ' l '

; -'Constituent Bodies'df'the Councll o
 .The Councrl 1tself should be compnsed of representatlves of the vanous ‘interest

‘groups currently mvolved in trauung These groups are as follows SIMI, Department

of Educatlon, FAS [BEC ICTU motor dlstnbutors and a full-tlme secretary to. the‘

e COUHCll who would also serve as: Ch1ef Executlve for the day to day runmng of the .

. .o . j,,, »‘_”‘f ' PO ’
COIMITC, el
. s I o 4 .

- SIMI currently represents the Industry at European level both for training and Industry .
‘orgamsatlonal purposes It 1s enwsaged that_this. arrangement would contmue The -
SIMI representatlves would, act as 1ntermed1anes w1th the various European Motor

- Industry Trammg Agencies and report at Councrl level

L " : Flgure 9. 1 shows a graplnca.l representatlon of these groups
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‘.l?"'igul"_c ,IO,I;:II\’[ITC Couhctl Motlei .

Input Agents
( Departmentof - FAS IBEC " Vehicle:
. Education . e i l Importers
Irish Motor Industry
- Training Council .

Motor Industry |

Euro-Agencies_\~ e

S
4

[UNDOR
~ ¥

Euro-Training

Agencies -

It would also be des1rable to set up a number of sub-cormmttees to oversee particular .-

..functlons Such sub-comrmttees could be used to avond unnecessary dxscourse at .

Councrl level thus a.llowmg the Councﬂ to focus on pohcy issues. Envxsaged are sub- ’

- Tramers Certtﬁcatlon, Liaison’ with other National Orgamsatlons and Course and e

. commxttees in the followmg c0mplex ‘areas: Apprentrce Educatlon In-Serwce for.

= 'Cumculum Desxgn Tt would be desnrable to secund experts from the various

- constltuent groups to work on such sub-comrmttees

Flgure 9 2 shows a graphlcal representatlon of the proposed ﬁmctlons of the IMITC
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Figure 10.2: IMITC Functions Model -
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_ Fundrng for the operatron of the IMITC could be made avatlable through grant aid '. E -
o ﬁom FAS and the Department of Education: w1th contnbutlons from [BEC and the -
5 dxstnbutors "A. case could also be made for an“industry levy, smular to the
- Governmental employment levy, whrch could be directed ‘into funding the IMITC It'
would also be desirable for some of -the Pubhc Sector employees with relevant
expenence to be secondedto work for the IMITC. :
' 10.7 FUTURE TkAl.NlNG FOR INDIVIDUAL OCCUPATIONAL ROLES.

‘ ;The followrng sectlon outhnes the tralmng system envrsaged for each of the followmg'. L

. occupatlonal -roles in tum

e Apprentlces FEE ! , B o
. SpareParts Personnel . o |
. :i':.OMotorTechmcrans ‘ ' L o .
o Sales Persons e T
"o Outlet Managers : "_‘ e C
.. Admtmstratlve Personnel

Apprentlce Trammg R

, -Trammg Provrsron 4 ¢

-Qr—., N

‘As outhned prevrously there a.re some strains. wrthm the trarmng system of the motor ,'
» vehrcle apprentlce FAS and the Department of Educatlon wrll m the near future have .

to formahse arrangements regardmg off-the-Job trammg prowsron The author would

. propose that m ﬁJture FAS. should continue- to provide Phase 2 of the apprentlces off- -

o ;the-Job trmmng and other general trammg courses for the Industry The author beheves |

: that FAS Trammg Centres are not equrpped to nnplement hrgher level techmcal.
.,. tralmng and the poss1b111ty that apprentrces could be trained' at Phase 4 and 6 in FAS'.
| ‘Centres should be discontinued as unworkable. .
Exammauon System | |
: 'The IMITC should oversee the apprentice system and act as extern examiner to the
, system, thus‘ ending speculation and trepidation on the part of those.trainers involVed ‘
" inthe system, A function of the IM,I'.I'C'would. be to provide training for those Industry |

- employees that will be required to act as-assessors for apprentices in their charge.
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i :'ﬁl‘he, changeover - from the old system..of apprenticeship to the néw modular system ‘

", seems to be going 'unnoticed in -some sections of the Department of Education

" ‘controlled mstrtutrons No plan has. been announced for the end of Trade Certlﬁcate '

Exams as yet and many apprentices are still-studying for the attainment of same. The‘
Department of Education would relmqursh,total control of the exam system in favour
.of a shared role of controlwith»theMTC. e - |
Apprentlceshlp Changes |

. The role of Spare Parts Person would also come under the rermt of the IMITC and

would also follow- a modula.r approach The obhgatlon to undertake off-the-job .

trarmng at a College or at a FAS Centre should be removed and candldates allowed.

~ the- optron of undertakmg distance learmng for those. that are geographxcally remote
_ from the mam crtles Thrs would encourage more personnel to qualify formally in this -
role than is currently the case o » | .

» The estabhshment of the new role of techmc1an would entail some: change to- the
. .current - system of trarmng motor mechamcs In a manner slrmlar to that within the -
. 'German system employers managers or tramers could recommend that a worthy
B mdmdual be upgraded for techmcran trammg It is proposed that thrs recommendatlonk |

should be made at Phase 5or6 of the ba51c trammg penod and that the candidate -

‘ ' should then receive more mtenslve and»hrgher l_evel tramm,g_ than the apprentlce motor

R

" mechanic.

Recrultmenf‘ s

: Recruitment procedures have bee'n identiﬁed by public sector trainers as unsuitable
,‘w1th employers often employmg low achievers and those with no real aptitude for the
trade. It is proposed that recruitment would be in consultation w1th ‘the IMITC. |
Prospectlve recruits could apply to the IMITC and the prospective employer could be

furnished wrth a list of su1table appllcants which the employer could then add to if they:

‘wished and. a short llst complled The IMITC could then nominate a suitable person to . =

assist the employer in their final choice. Nepotism should be discouraged. '
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J', In hne WIth the. posmon of M Debargue apprentrces pamcularly for the role of}"..

techmcran could be recnuted in co-operatlon with the dxstnbutor thereby assoclatmg

: 5"the percerved better 1mage of the- motor marque wrth the posrtron berng offered Thrs

should help to 1mprove the standard of individual bemg recruited.

i FAS and the Department of Labour should co-operate with the IMITC to encourage
.employers to train. more -apprentices. This co-operation wo,uld- help overcome the-

. difficulties for the training and education centres presented by the cyclical nature of g

: recruitmentwhjch the Industry naturally"employs It would alSo-encourage- the Industry. - s

L _._l“_to train more personnel The quahﬁed personnel could then be released from -

employment aﬁer therr trarmng penod w1th a real quahﬁcatlon Presently the Industry S

O concentrates on training only those staff that it requlres on a permanent basrs

Increased emphasrs .on. trarmng apprentlces in- the workplace will. have the desrrable
 effect of i mcreasmg other workers awareness of the need for trmmng It may also
encourage employers to 1mprove trammg faclhtles within therr prermses as a training
L ethos prevails.in such an orgamsatron

: Educatlonal Attamment Standards g

Educational attainment as ‘a pre-requrslte for recrurts to apprentrceshrp has been

’.rrdentlﬁed by the Publlc Sector Tramers (PST) as an area of concern to them The'.

. mlmmum standard of educatron required should be higher than ‘that currently requlred - )

“but not excessrvely hxgh as many’ acadenuc low-achrevers can successfully ﬁll a role i in-. = S

fthe trades sector. The consensus from the. PST Survey was that Grade C i m at' least 4 .

. subJects in the Jumor Cernﬁcate Exams, with dne of these subJects to mclude Scnence S

- i Technical Graphrcs or Engmeermg, would be- -appropriate.

For those candrdates wrshmg to tram for the role of techmctan, an altematlve higher '

. standard would apply. Leavrng Certrﬁcate Grade C in 5 Ordinary level subjects, to.

' include a Science or Technological.subject, would be appropriate for such a candidate. |
Altematiyely, a trainee pursuing the training programme of Motor 'Mechanlc that
showed a high level of ability should be a_ﬁ'orded the opportunity to change to the

Techniciantr’aining programme, i they show an interest in pursuing such a change..
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. -:In the case of those not specrﬁcally quallﬁed for employment ina grven occupatlon, the,“-

IVITE will be able to rev1ew an individual’s. ‘achlevements and 1ssue an exemptlon if .

. they belleve 1t to be: approprxate for mstance in the case of mature appllcants or early

» - school leavers

Gender Balance e

The IMITC- should co-operate with employers and the Public Bodles to improve

. actlvely the current gender unbalance that exists in apprentlceshlps in’ the Industry C

o _ This gender 1mbalance 1s also expenenced in the Netherlands but the Dutch authorities: - '

5

o have 1mplemented pollcles to improve the situation. As with most other employment» a

L ‘_',problems it w111 be necessary to prov1de some financial mcentlve package to overcome'

~’the initial i mema to change The 1ntroductlon of the fole of techmc1an may also prov1de
- an incentive as this role will ‘depend less on the physxque and more on the 1ntellect than |
the tradmonal role of Motor Mechamc
Dlstrlbutor Apprentlce Trammg |
In lme w1th practlce in the UK and Germany the apprenttces of franchised dealers -
- should be tramed m the dlstnbutor trammg centres as well as at the publnc centres. The |
practlce in these countnes is that the apprentlce quahﬁes asa "Toyota" techmcnan or
"Mazda" techmcnan and is thus percelved m some way, as better quahﬂed It is 7‘
: proposed that: the dlstnbutor training 1nput would. only supplement and not suppla.nt <

- publxc centre trmmng It would be desrrable but probably dlfﬁcult for all apprenttces_ .

o to undertake a short tralmng module at several dlﬁ'erent dxstnbutor tra1mng centres in' |

.order to broaden thetr experience.

" Spare Parts Personnel =
- Tramllng Provision o |
 As outlined above, the dlstance learning programme is one that should contmue with l'

. the DIT llmslng w1th the IMITC to provide the learnmg materials and the tutorial back-

up requrred It would be possible, but not necessanly desirable, to sever the link
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' established with‘-‘ thevInstitute of Road Transp‘or-t Engineers’ (IPLTE) 1f such 'a nevy e

. arrangement ex1sted The IMITC would bein a posltlon to oﬂ'er accredltatlon for this -

-and other distance learmng courses:;
, Recruntment and Currlculum ,
The training arrangements for recru1ts to the role of Spare Parts Person should be .

formahsed and a modular and standards-based cumculum mtroduced as a matter of

. . urgency. This currlculum should be broadly similar to the. Distance Learmngr'u .

- Programme In.content.- Educatlonal attamment at a snmlar level to that for the role of L |

"motor mechamc should be a pre-requlslte for: employment Recruitment proceduresl o

| 'should be s_umlar to those outlmed above for apprentrces generall_y.
- f ‘Staﬂ' Quallficatlons : '. T . _. . ,
" 'A case. should be made for the mtroductlon of a lugher level qua.hﬁcatlon quahfymg the’ |
-icandxdate to be competent in, management fora Spare Parts operatlon Regrstratlon of

,quahﬁed persons would be undertaken by the IMITC and aﬂer a su1table transition.

' . .{penod non-reglstered personnel should not be employed in the Industry While

Aappearmg somewhat dracoman, such-a ‘developmient would improve standards of .

'-'professnonalnsm and customer care objectlves of all manufacturers and’ many outlets in’
the Industry: At regular penods durmg the course of thelr employment parts staﬁ’. "
would be obliged to attéend at short duratron refresher trammg courses. For franchlsed '
~f,. outlets such courses could be held at dlstnbutor training centres while non-franchlsed:

. 'outlets could attend courses run at public centres

Technician -
Recognmon of Role

The role of technician will have to be formalised without delay The IMITC should

- assess the quahﬁcatlons and work experience of those candidates w15h1ng to be

" considered for such-a role and award status accordingly. The agreement of the Industry

will have to be sought and remuneration scahles'ragreed as a matter of priority.
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: "Trammg System R

' Trammg for the role of techmcxan would take two paths .

o 4ngh ablllty apprentlce motor mechamcs should undertake extra tuition at Phase 6 of

their apprentlceshlp This tuition should con51st of a sohd educatlonal groundmg in
Maths French or. German, Engllsh Physics, Chermstry, Matenal ‘Science, ‘
Instmmentatlon and Electromcs Laboratory work in all except Maths and the:
languages would be requlred Thls will allow the apprentlce mecharuc to jOln the
N apprentlce techmc1ans w1th a minimum ‘educational dlsadvantage |

i ‘The 7 phases normally requlred should be extended to at least 11 phases allowmg forv

' ".two extra off-the Job phases. Durmg this time the trainee would recelve ‘more m-depth '

S tralmng in the techmcal aspects of the motor vehrcle Public: Centre equlpment and

z‘Zfaclhtres will have to be 1mproved for such a development Those apprentlces that are
employed at ﬁancmsed outlets would spend some of - their tlme at the distributor
. training centre dunng these addltlonal off- the—job trammg phases It is likely that the
i’;'_blggest number of techmclans w111 be employed at franchised outlets in the ﬁxture

By ,employment opportumtles at non-franchtsed outlets for this. role will be limited.

o ’Recruntment Methods and Attamment Standards

ngh acadermc ach1evers w111 be: recrulted on the- ba51s of Leavmg Certlﬁcate results

' and an' 1nterv1ew and will j jom the tralmng programme for the ordmary role of motor' "

‘ mechamc Such 4 group however should start their tramlng at a dtﬁ’erent time of the L

- year to the apprentlce mechamcs in .order, to av01d ,placmg.two very_ different str_eams

- of abllity.\%{ithlnaa single class gro_uping.~ The way that the curriculum is taught should

. :reflectthe_ higher ability of individual candidates with quicker progress possible.and a

.. greater depth ot‘ ,understanding‘llkely. General subjects, such as those listed above for -
phase 6 of the high-abi.lity.motor mechanic, must be included from the beginning.of the |
" technicians’ training in order to give the broadest possible education. Note that training

is not sufficient for this role, education of the individual is paramount.
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‘. Both' groups wOuld'join as one ‘at ’phase 8 andfcontinue on to undertake lt phases' of "
: tralnlng in total. Phases 8 and 10 would be of 10 weeks duratron and spent'at one of
the Publlc Centres ie. Vocatlonal College, RTC or DIT.
f Currlculum DeSIgn ) _ . |
In designing curricula for the rolé of technician, cognisance should be taken of the

experience of other cou’ntries 'where-emphasis is placed on the development of the

individual; the encouragement of traits such as overarchmg abilities must be 1ncluded .

in curnculum objectlves In order to. -encourage such ablhtles non-conventional trauung )
methods shwould,be_employedv and events such as team—burldmg weekends and p~ef$0_na1 L
de’velopm’e'nt seminars may h’e»v necessa'ry The employer too has an important-role to

"play, both 1n terrns of i rmprovmg the, soc1al status of the employee and in prov1d1ng -
1mproved trarmng support for the md1v1dual Encouragmg techmmans to join
..i professmnal assoclatlons and encouragmg thexr partlclpatlon is one way of achrevmg
»'thjs Debargue suggested ways within the company orgamsatlon of mmproving the

techmclans status and these could be consrdered at Industry level.

~

' o Sales Persofis A‘ _
: Trammg System

‘ -In settlng out to 1mprove the trammg of Sales Persons we: must ﬁrst of a]l state that |
~no actual trauung scheme exrsts for: this role. It is proposed that the IMITC should
establlsh a traxmng scheme sumlar to that of other apprentlceshlps which would be ‘
' ’modular in desrgn It may not be necessary that it consrst of 7 phases with 40 weeks of |
-‘ oﬂ'—the-Job trammg, as is the case with technical apprentlceshlps Itis suggested thata
- 8ix phase system could be*employed w1th three ten week oﬂ'—the-Job phases included.

In’ common w1th the role of the Spare Parts Person, it should also be possible to. :

e undertake the study requrred dunng the off-the-job phases by a dlstance-leamlng

method This would accommodate those personnel that find it difficult to attend at a

reglonal venue,
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| "Personal Slulls o |

Wlule the attamment of consrderable techmcal skill and financial acumen is necessary
for the successful vehlcle sales person, the focus of trammg should be towards the
reﬁnement of personal skrlls and abllmes The orgamsatxon of tralmng must reﬂect tlus
reality. ' . | .

':CVT Provision - .

CVT in the area of sales 1§ very much on an ad-hoc footmg, the FORCE report has

Co suggested ‘that * very lrttle trammg takes place in' this ‘area. Feedback from the ‘

- distributors. would remforce -this suggestron Some drstnbutors suggest that there is .

it “demand from sales persons for CVT but this demand is not satlsﬁed by current CVT.

provrsron The IMITC should prov1de frequent short duratlon sermnars and courses at -

Lem o

the publlc centres to meet this demand The purpose of such CVT would be twofold: -
1. To. 1mprove product knowledge and; 2. To tmprove personal ablhtres eg. sales
, techmques buyer psychology, marketmg strategres etc A modular design approach
"should be- taken to such courses in order that they foliow the modular approach now .
berng taken by the : apprentrce tratmng system Drstnbutor sales trammg should reflect
thts publrc sector approach and should be undertaken in conjunctron w1th the IMITC in

~ order to regulate standards :

A registration - system for sales persons should also be mltrated in lrne with that C

' ‘proposed for the other occupatrons discussed prevrously

_ O.utllet Management

'tlndlwdual Quallﬁcatlon _ - |
K , vUnllke some other countrres most notably New Zealand no formal quallﬁcauon is
requrred before a person can operate an outlet No regulatory body exists with the
purpose of overseemg the establishment of outlets. It is proposed that registration with .

the IMITC would be a pre-requisite for outlet management or operation. The Council
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o

‘. could deterrmne the suitability of an md1v1dua1 glven prewous expenence and""‘.-' ‘

- qualnﬁcatlons for 1nclu51on on such a reglster
: Trammg Prov:slon o

-Cu_rrent'r tralning' provision in the area of r'nanagement' has been identified ‘by the
| .FORCE Report as an area that is poorly catered for and is essentially confined to the
"~ Motor Industry Management D1ploma offered by DIT Bolton St. While there is no
‘doubtmg the mtegnty of thJS award 1t has llrmtatlons ‘The intake- for thlS Dlploma

' cons1sts mamly of school~leavers that seek to pursue a career in the Motor Industry _

"'.The reallty, m the Irish Motor Industry, is. that the ma]onty of managers have no"

management qualifications and have risen through the ranks of. the Industry The
N graduates of the D1ploma course are obv10usly mexpenenced usually young and are
really 1ll prepared for 1mmed1ate management status Th1s leaves a void.

Aspmng managers of the Industry should have the faclllty to study for a management_ -

1

E , quahﬁcatlon agaln employmg a modular approach to study arid leading to a Dlploma,'

o such. as that already oﬁ'ered Th.lS should be attamable after a one year full-time study o
| penod for those wrth releva.nt expenence and. a certain proven ability. The modular |
approach lends 1tself to the posslblhty for estabhshmg a dlstance-learmng programme

' Recruntment Procedures R . | "

A degree: level programme should also be offered at some thrrd level 1nst1tutlon such as |

. DIT wnth the co-operatlon of the IMITC, to encourage the recrultment of a higher
_ callbre of mdmdual to the_Industry. Larger outlets and distributors. may benefit from ‘.

-such a-level of education-‘-and it may help to ensure the future -development of the
.Iﬁdustr'y. ’l’he proliferation of qualified accountants at _the upper levels ‘of the Industry

- could be taken to suggest that there is a lack of suitably qualified personnel to manage

- the van'ous ﬁJnctions of the Industry. Suitably qualified candidates shduld be aﬁ‘orded».

f the opportunity, and encouraged, to undertake the degree programme with due credit
being-' g‘iven“fo’r relevant qualifications and experience. This approach might help to

- _increase the academic qualifications .of the . Industry .as a whole and improve the

training ethos of the non-technical aspect of the Industry.
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) .Administrative‘l{ersonnel e
. Trammg Provrsron

"Even though thrs group is badly catered for by the current system, trammg provnsron_

desrgned spec1ﬁcally for this group is not an urgent necessrty In the AnCO Report on -

the Retail Motor Trade of 1983 computer training was suggested asa necessnty for thrs ‘
' group Whrle computer compames generally provide purchasers with some
v1ntroductory trarmng, this type of trammg is-only’ efﬁcnent for those staff that are
' employed at the tlme of purchase of a new computer staﬂ' employed subsequently :

. recelve no forrnal trammg It 1s proposed to mtroduce a new mductron course for

K admrmstratrve staﬁ‘ Jmmng the Motor Industry,- or transfernng from another branch of- '

uthe mdustry Thrs Inductlon course - could be hosted by. FAS at their trammg centres;; S

and would focus on computer and keyboard skllls commumcatron skills, mterpersonal
k ',._'.skrlls and sumla.r toprcs 5Such a course should be of one or. two weeks' duration. A
;- similar Inductlon course could be provided for all new recrults to the Industry

: 1ncludmg apprent1ces ke R
Such an Inductlon programme could be folloyved up at intervals with more advanced
' trarmng in similar- tOplCS servrng to unprove computer skllls and 1nterpersona1 skrlls

" across. the entlre Industry It is suggested that all Industry staff be involved in such a |

: '.programme Public Centre and d1stnbutor staff 1nc1uded

10.8 CONTROL FUNCTIONS OF THE IMITC -
} The - day to: day control ﬁmctrons of the IMITC would encompass a number of"

' unportant areas:’
° Publlc Centres
e Distributor Traming
e In-Service Training
@ Accreditation of Awards
. e Trainer Qualtﬁcatlons
«In-Dealer Assessment of Apprentrces

The followmg section deals _w1th the IMITC’s role in these areas.
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BRI Publle Centres

o ‘ijhe establrshment of an. Industry trauung council would have far reaclung "
' consequences for the Pubhc Centres if, as proposed the control of apprentrce trarmng L
: and CVT IS taken ﬁ'om the current traxmng provrders and vested in the IMITC. Over .
" the past number of years apprentice- numbers have fallen in many areas of the country
and as a result the Motor Departments of the various colleges have found thelr staff -
bemg seconded to ﬁll other teachmg roles The introduction of the IMITC would'

' 'necessrtate the estabhshment of: autonomous Motor Industry Trammg Dmsrons within ~

o .the colleges Havmg such an autonomous unit would allow the college to react to the B

R 'f"demands .of Industry wrthout havmg to seek the pnor approval of the college
'.,authontles for every. development T r A
| Although FAS tralmng Centres Stlll retam separate Motor Sectlons the new system

7

would requrre more autonomy for the Instructors and requtre more llarson on their part

" with the new’ IIVIITC Agam, this would lead to training bemg Industry-driven. The; -

’establlshment of an. Inductlon course for all recruits to the Industry would also present '
l '_'challenges for the Instructors as ’lt'lS they ‘who should co-ordlnate‘ this Inductron
j course, not the general skills lnstructors B | | |

‘ Conslderable co-operatlon between the dlfferent groups will be requrred at Councrl
: level and thrs co-operatlon will have to extend down to the level of the classroom The
prov1slon of dlstance-learmng optlons for the dlfferent occupatlons as descnbed

: tprev1ously wrll enta11 the establlshment of a learner support system at the educatlon

o centres It -would be advantageous if the learner could avail of the support of the

‘-_nearest -educatron centre to, them. Thrs would mean in. some locations that a FAS "
‘v(“Zentre- ,would'v be eXpected. to provide learner support; while in other locations a
.‘.Co_llege would be expected to provide learner support. In these cases expertise in areas
Ioth’er than mechani(:al will have to be forthcoming. This will no 'do'ubt ‘provide a
. challenge that_ the Public Centres can rise to meet. |

Ultimately, the establishment of the Il\/IITC and the various recommendations

improvements outlined will lead to an increased level of training activity in the Industry -
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‘ .generally The expenence in Germany would suggest that mcreased trarmng act1v1ty :
:leads to further trammg demand leadrng to further actrvrty, growmg exponentrally If
this is the case then the Publlc Centres are likely to need to provrde extra CVT“-
= programmes for all of the occupatlonal areas. Such programmes would be carned out N

using a modular approach and- accredlted by the IMITC.

. Distributor Trammg
"‘A vCo-Operatwe Arrangements
l Am dlscussed prev1ously all of the ‘major Insh distributors employ full- t1me trarmngf )
'flnstructors Each of ‘these 1nstructors works only for one employer The suggestlon .
) 'that the drstrlbutors should co- operate wrth the IMITC w111 lead toa certaln amount of
agreement by those concerned The proposed mcreased level of co-operatlon wrll meet
' w1th resrstance from the more commerc1ally-mmded orgamsatlons
.Trammg Staff" Afﬁlratlons | o
It is proposed that trammg msttuctors employed by the distributors should no longer " _
_ v_,be affiliated solely to. the Semce Department as is normally the case, but to the
| v. dlStI‘lbutOI‘ orgamsatlon and. also drrectly to the MTC If the Instructor is aﬁillated in

‘ } this way then a shanng of resources and facrhtres among competitors and the Industry |

o generally is possrble Rather than bemg an all-round expert the Instructor could draw S

_-'.. . on the expertise of others’ to provrde trammg in areas of personal_ doubt. S

"This would also allow for the pooling' of resources. in providing traininginr'the commion -

. ';areas of personal sldlls. Such a .pooling of resources would enable the distributor

“instructor direct access to regionalpublic centres to presenttraining and reduce the |

‘ ' amount of tr‘ayell_ing for dealer staff. . |
o In-‘Dealer Assessment |

' The introduction of assessrent for apprentices by workshop staff presents a c}hallenge

_ ‘to the I_ndustry. It marks the beginning of an increased level of formal training activity

in the w‘orkplace’. Franchised outlets will look to the distributor for' assistance in
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: -trarmng programmes . i

e 1mplement1ng thlS new departure The reallty is that the dlstnbutor mstructors have not B |

: 'been mvolved in such a programme before and will need some assrstance themselves ._
;. .Interestlngly-no d}lscusmon has taken place among instructors on the.lmpllcatrons of
,. this de_velo'pm'ent.j. : | ) ) 7 o

“ Benefits of .IncreaSed vCo;Operation

The inVolvement of' dlstn’butor instructors ‘with the IMITC‘ would improve levels of

: commumcatlon coupled with the 1ndependence garned by the trammg instructors bemg

: freed from departmental constraints, a proactrve training approach could be - .

o unplemented “The mstructors would be in the ‘position of bemg able to’ prowde the

i dealer orgamsatlons with the best of pubhc training. a.nd the necessary specra.llst' ‘

3 trammg for a franchlse holder the outlet would be encouraged to develop thenr own

-‘..The duplrcatnon of tra1mng programmes that results from each dlstnbutorﬂ providing -
the1r own. tralmng courses could be avorded and more progressrve tramlng programmes
- 1mt1ated T : - _ | _
) _:,All courses undertaken by the dlstnbutor ‘would- be under the remit of the IMITC and .
, could be consndered for accredrtatlon This would include techmcal managenal sales

' and adrmmstratlve courses; at CVT and apprentxce levels o

In-Servnce Provnsnon »
" In-Servrce trmmng for the public’ sector has been identified .as xnsufﬁcxent by the -

NESC FORCE and AnCo Reports; it has also been hlghllghted as.a problem by the-.

Pubhc Sector Tramers survey. In that survey the author proposed the estabhshment of -~

‘an agency to co-ordlnate in-service demand with places available on manufacturers“
- courses. The 'vast‘majority of respondents welcomed the idea and believed that it
" - would probably reduce the barriers that prevent them form attending such courses. ln .
. the proposed model the IMI'I'C would serve -this purpose and match demand with

: supply It would also ensure the regular attendance by all pubhc sector trainers at in-
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L serwce trammg and pay expenses to those that mcurred them in the course of thelr‘

L 'kattendance e : . o

'Class cover in the colleges was . tdentlﬁed by the respondents as a major bamer to,

attendmg m-semce courses. Wh11e the colleges should be obliged to prov1de cover for -
: 'teachers attendmg in-service, they are constrained by budget restrictions. Hohdays in
this sector are excessrvely long and the workmg week._ is reasonably short; it 1s'v
therefore proposed that the ]MITC would orgamse m—semce courses during June and’
- at the tlme of the Easter vacatlon in order to faclhtate thlS group FAS mstructors

T should be fac1htated by thelr orgamsatlon with class cover and not have to attend’

o dunng their free t1me

o The IMITC would also undenake to host semmars that would encourage the exchange '

©of mforrnatlon and ideas between drstnbutor trainers and publlc sector trdiners.

-~ Accreditation
“Modilar C‘urricula .

<. One theme has run through all of the proposed lmprovements and reﬁnements to the - '

kN trarmng system; Modular Cumcula The reason that the author favours this approach 1S

'srmple ease of accredxtatlon Debargue and Stoy both 1mpressed the reader on one .

7 theme for i 1mprovmg the status of the techmclan career opportumty There has to be a |
N path open for. career progressron by the mdmdual _ | - '. _ |
In line w1th the NVQ system of the UK, 1t is proposed that every course undertaken ‘
- consrst of a number of units .ofvlearmng. Attamment ofa _nur_nber of credrts entltles the

5 - learner to an award. These awards could, perhaps, be structured in a similar manner to

the"hie.rarch‘y of occupations deﬁned by the EC, beginning at Level 1 and rising to ~ " -

'Level 4. Level 4 would be approximately equivalent to a primary degree. The new role
B }_ -of technician would be at'level 3 or perhaps, level 4.
“In .this way the _leamer‘ is encouraged to aftain the maximum number of units of

. learning. possible and the IMITC can certify the learner accordingly.: ;The Industry‘ _
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o would have to encourage'such attainment by rewardmg those that are successﬁrl wrthf .

S sultable status and remuneratton adjustments . |

'If all trarmng and learmng 18 undertaken n a modular manner; then all trarmng will .

" increase the worth of the trainee within the system. ,
- Accredntatron of Prror Learning

'_One of the most worthwhrle features of the NVQ system is. the possrbrhty for

"Accredrtatlon of Prior Learmng Thls allows expenenced personnel to gain trammg- .

o credlts for learmng that was camed out prior to their mcluswn in the NVQ system In .

the Irish srtuatlon the IMITC should have the same power to- award retrospectlvely‘ =

. 'credlt for trarmng or leammg ca.rned out at some time in the past The apphcants can o

" ""“then be encouraged to build on thetr expenence and complete the extra ‘training -

necessary to obtain the desired quahﬁcatlon

2 , ‘ B Tramer Quahﬁcatnons

, It is proposed that new. educatlonal attamment requrrements be mtroduced for trainers

. in the pubhc and pnvate sectors These new standards would be necessary asa result

of the mcreased quantlty and dlverSIty that would follow ﬁ'om the estabhshment of the
IMITC. The requlred standard should be revrsed upward ﬁ'om the possessron of the' i :
. Tunior and Semor Trade Examtnatlons to the possessron of a primary degree or
,Aequlvalent in a related dlSClp]lne A teachlng qualrﬁcatlon would. also be requ1red
‘. although thts could be completed after the appomtment is made. If, as proposed and is
current practlce,.‘ FAS only train i_irst year apprentlces and’ prov1de the proposed -
.vin‘ducti_on ‘course vth{en there will' be no need to increase: the\ currént minimum
' educati‘onal.#tta'inrnent requirement for FAS Instructors. . |

_For distﬁbutor"trainers‘the possession ofa degree level of education is probably more -
.in_lhyportant, gi\ren the cognitive level‘ of the training carried out. It \gvould be '

" inappropriate that the personnel being trained were better qualified than the trainer. |
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‘ Gtven the mcreasmg level of educatlonal attamment in the Industry, tl'us is becommg .

e 1ncreas1nglyfmore llkely

' D1rect contact w1th the proposed IlV[ITC would necessitate such a. development in any

case.

v"In-'Dealer As.ses'sment-

" The IMITC would undertal(e a central role 1n the provision of the assessment portion- . .

of the newmodular curriculum- The']MITC would train current employees for their

| role as assessors and prov1de an extern functlon for the outlets concerned. Tlns role as -

’ Industry assessor could be broadened ‘with time to mclude the. overseelng ‘of the '

- assessment procedures of the entire apprentlce trammg scheme The current stock of . .

tramers could be employed for th1$ purpose in a slmrlar manner to that currently
employed for the Department of Educatlon Exams Industry employees should also be-
mvolved however to ensure balance and the appllcatlon of an Industry-focus to the

) overall programme

ICON'CLUSION : ‘
" While the maxjmum beneﬁt for the tratmng system of the Irish Motor Industry is to be :
) igamed by 1mplement1ng all the’ unprovements suggested as part of the model outllned -
certain beneﬁts can’ be gained: by unplementmg various ‘parts of the model The
o 1mprovements suggested are in vanous ‘blocks Or ‘units’. Improvements can be made :
. "by usmg single blocks of change and ‘then rev1ewmg the consequences of those .
| changes Thrs phrlosophy is in keeplng wrth the ‘building block’ approach to strateglc

. planmng as outlmed in the review of literature. The intention is that th1s makes the »

- model more practrcal and, therefore, more useful to the Industry

In proposing a method foraunplementtng change the IMITC 1sp_roposed as the vessel
| Zfor that-change., In the case:of-everyvproposal it is possible for the Industry to adopt-the
T lmprove_ments-suggested without the IMITC, or its equivalent, ever becoming a rea_.lity.'
It will,l‘hOWever, take the eﬁ'orts of some central agency to cofordinate»the traini_ng'

| system; such an agency urgently needs to be established.
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~ TECHNICAL-TRAINING SURVEY

T

3

At some txme dunng the past year you attended a trammg course in order to better

| understand Fuel Injectton Systems

N Please check the box (/ ), opp051te the statement made that best descnbes your

: ~feelmgs toward that trauung course now

strongly

disagree

_ strongly

disagree [+

The course was enjoyable

The course Was ‘ot really very useﬁ.ll‘.i. ‘, A
for eVeryday Problems on the. car -

It's good' to meet other mechamcs and | -

| to - discuss the prob]ems that they
encounter. '

It's pomtless having these courses

Mechamcs need much more trammg

| Too much time is spent on theoq;

The problem with these courses is that
there are no practical problems to work
1 on. L o

; put the mformatton across .-

The trainer is good and knows how to |-

‘These courses are only good if you
have the nght equnpment and our
arage wont buy it ‘

More basic courses might help us as|
~ | some of the courses are too advanced.

I would like to see more courses, like
this one, run at night time, nearer to my
| home, so that I could keep up to date.

The money spent on this type of
| training is well spent. ‘

Please feel free to make comment on any aspect of the training that you received:

Al




. PUBLIC SECTOR TRAINERS SURVEY QUESTIONNAIRE -
"No. :
‘ It would be of cons:derable beneﬁt to my work if you could answer the following questions' as
~ honestly as- possible. Any information given will be treated in the utmost confidence and will only be .
- reproduced in-the form of numerical data, or anonymous quotations, with no reference to specific

sources. The mformatlon will be used only as part of a study of trammg in the Motor Industry in
general. :

Please-specify the nature of youremploym’ent.

. FAS | orre’L—! b

' Please state the e'ount_y'in which you work: L

Sectlon l

-.Scale of Educanon T; rammg m the Ir.'sh Motor Industry

»Q 1 Please estlmate the number of tramees / apprentlces whlch your department will train; or
educate; for employment wuhm the Motor Industry in the current academic year:

+10-50 [ 5010001 100- 150" greater than 150 (please specify)__

Q.2_Please advise‘the nunlb'e_r, listed by category, of these trainees:

| _A_gp_rsr_lt_l_C_Motor Vehlcle Mechanic = .
--Qualified Motor Vehxcle Mechanlc

\ Aggrentlc Agrlcultural Vehlcle Mecha.mc
». ‘Qualified Agncu]tura.l Vehicle Mechamc

App rentice Heavy Goods Vehicle Meehanic !
- Qualified Heavy Goods Vehicle Mecbatnic

. ‘Apprentice Panel Beater or Painter
‘Qualified Panel Beater or Painter

Auto Electrician / Appren. Auto Electrician



Other (Pledse Specify) .

B

Q.. 3 Please estimate the average cost of training per capita during the acadermc year
for those trainees / apprentices desxgnated as being part of the Motor Industry using
the followmg broad categories:.

Sataries:
Trainee Remuneration / Expenses

| "Capital Expenditure~Budget:'

. th e e

_ Non-Capital Expendituré Budget:

Section 2

' Evaluanon of educanonal attamment of trairices / apprentzces m the Motor Industry

The: stated requlrement of minimum - educatron standard for FAS and Department of Educanon
recognised apprentices is' three *D" grades in the.Day Vocatlonal (Group) Ceruﬁcate or three "D"
‘grades in the ordinary: level Jumor Certlﬁcate ' :

<\
0

Ql.In );'our experience / opinion have all apprentices achieVedthis standard? .

Yes. L—— I . .. 7 No*~

If you answered no please estunate the percentage of apprennces "that do not, in your opmlon, meet; -
"fthe statutory rmmmum standard of educatxonal attainment : %

What rs your wew on th_Js srtuation?

Q.2. Is this minimum standard of education adequate for the Motor Industry of the future?




Q. 3 * If the answer is "No" to 2 above then please suggest an alternative appropnate minimum
educational standard for entrants to the apprenticeships of the Motor Industry:

Q.4 Do Garage Owners and Dealer Pnnc1ples have any influence on the standard of personnel that

.are recrmted ?

yes

Please feel free to comment on this situationi

no

Curriculum

v Q.1. Are you satisfied with the curriculum that you currently use in your training programmes?

~No* D

* If No, with which aspect of the curriculum are you dissatisfied and please suggest some
: \mprovements that you-would like to make in the curriculum :

A4



-Q.2 The pNilot seheme "cﬁrrently being operated in the Wate’rfo'rd area, for-the Modular apprOach to .
' Motor Apprentice educatnon has met with mixed reaction from interested. parties. A number of draft
‘ curriculum documents have been circulated. If you have any views on this new approach to
apprentlce education please express them under the headmgs suggested:

Type and Duratiqn of Off the Job Training :

-Standards Based Approach:___

Assessment Methods:.

Curriculum:

Selecﬁon of Appreriticejs:

Other:




Curriculum Design

Q.1 Is there any fonna.l structure to mvolve Instructors / Lecturers in curriculum- desrgn in your
: ‘ » college or centre?

‘ 4_Yes”_l:l " No I:,

Outline your comments. on improving this situation:

Q.2 Does the current cumcu]um allow for any Instructor / Lecturer autonomy in its content ‘7 .

Yes . No ﬂ:l]
How would you changé this situation giv,en the opportunity?

Q. 3 Does your Department /F aculty llarse with any extemal agency * regardmg cumculum content
‘ and assessment? - : :

Cowed T e
i ("; Please discount your own organisation / ﬁmding body in this matter)

** If Yes, please list the agency('s) and'brieﬂy describe the liaison proceduresf




Section 3’ ;

' Non-Technical T rai,ning i"n"the Motbr‘lrjldus'tﬁ .
. The following questions relate to training provided for the Motor Industry that is non-technical in |

nature such as Management, Computer Skills, Accountancy, Language Interpersonal Skills, Sales
and Marketmg Studles o :

Q.1. Does your institution provide'c,ourses, such as those listed above, with a focus on

the Motor Industry? Yes* ‘J * No “—__H

*If yes please set out the type of tralmng provrded vs target group by :
' tlckmg the relevant box in the matrix. below

o Management Computer | = .- | Interpersonal | Sales and
Target‘Gro’up Studxes o1 Skills Accountancy. | Languages | Skills : Marketing

LI B e - ‘ ' ‘Studies -

Management |.
Personnel .

Office = B SN
Personnel . 1

| Sales -

| Personnel
Parts '
Personnel

"} Crafts .

Technical and

| Personnel

Operatives
and Ancillary
.Personnel

-

Q2 Iny your experience is there a demand for such courses from the local Motor Industry?
(ThlS canbea demand that is satlsﬁed or one that is not satisfied by courses) -

Expand

AT




~ Section 4
Resources and Policy

E Q 1 In your v1ew does your department / faculty receive adequate funding to implement its training
: / educatron programmes at an optlmum level?

C_apital Funding o o Yes. " No* D '

Non-Capital Funding ' S Yesl:l No* D

* Ifno please estlmate the percentage mcrease in fundmg (based on current levels) that would' be :
- ‘necessary to redress the situation: . ‘

- % Capital Fundmg :
__%'Non-Capital Funding - .-

'* What, in your view, should such an increase bespent on?

3 At v
R o

T_r'g!
Sor .
. A}

Q.21s your orgamsatron s (e. g FAS Dept of Educ! etc.) In-Service tra.tmng programme adequate
for your requirements.as a professronal facmg technologxca.l change on a continuous ba51s?

Yesl:] ..{ No'*rl,j

" *If No, please outllne the changes you would deem necessary to bnng In-Semce traxmng toan
adequate level: '

1.

2,

A8



' Q 3 Please llSt the practlcal barriers, if any, that anse in tenns of attendmg In—servrce Trarmng
~ "Courses: . SR ~ ST : :

1

2., '

3.

It is a stated aim of the SIMI that they would welc0me funding toward providing a liaison service
between the Education / Training' Sector-and the Motor Industry. Such a service would strive to

improve the dissemination of technical knowledge from the manufacturers. Such a service would -
help méet the demand from the Education / Training Sector for up-dating, with places avallable on ’
manufacturers courses as well as dtssemxnatlng other information available. - - :

_Q 4 G1ven the opportunity; would you use the services of an agency set up to0, co-ordmate offers of
- places to educatlonal personnel on manufacturers trammg courses, 1f such an: agency e)usted? '

Yes D -

1] B s

. '.“‘?‘ e, . . . P »
' Q 5 Would the exlstence of such an agency be hkely to help reduce the barriers as mentioned above? .

Yes D D

3, - N

, Q 6. Would you acuvely support a lobby to have such an agency estabhshed?

Yes [:ﬂ No ﬂ:ﬂ

Section 5
Division ofLaboyr in At,he‘]ndz)st,ry

_Q l Are there sk111 shortages in the mdustry at present‘?

YesE D . 

* If yes please speclfy




Q:2 In your opinion what ‘skills will be requiired of the Motof 'Ihdustry'persbnnél of the future ? "

o Appr_éntigés:

. Technical Personnel:

Sales Personnel:

- »Pa‘ris Persbmel:. ,

Management and Administration Personnel: -

© Q.3 What changes in the trammg / educatlon system will'be requ1red if we are to meet the personnel
_ requ1rements of the Motor Indusrry of the ﬁ.lture‘7 :

: Appre_ntices:' -

Technical Personnel »

L Sales Pf:r_sb.nnf:i:T o

"Parts Pe,rs;omié!_:‘ |

Management and Administration Personnel:

Al0



Any,othlefi:dmmeh_tst- '

Thankvyou for jroﬁr help. '

Please send this completed document in the SAE provnded today, that way you wont forget to

" dosoin the future!

If I can be of any help to you in the future please dont hesistate.to call me. -

All



DISTRIBUTOR QUEs'ﬁoNNAmE |
t . How many ’Man Training Days"* did your company provide during 199;3 ?
2 Of these'MYD’:s, haw many were-.spent m Technical Training and how miany were |
spent in Non- Technical Training? |
3. What n'as the approxt'mate net cost to your company of providing training? -
4. ‘How many personnel in your company‘aresolely dedicated to training? C ould you'
' supply some detatl regardmg these personnel perhaps? "
5. ‘Are your tratnzng personnel aﬂihated toa partrcular department7 Why is thlS the
‘case? Do you foresee any change in thts sztuatzon? What might such changes
. cons:stoj?‘ .

6. 'Does your.company receive assistance from any external agency in providing

LY
N

training courses?

7. What are your views 5}‘1 this. general area-of_' State support for traint'ng?,

8 How is your company pohcy on training determtned ?

9.I 'How is the type of training currently provided hkely to change? (Gtven
Technological Change Increasing Consumer AWareness Increasing Litigation
Tendenczes and other factors that greatly affect the Motor Industry)

10. What changes have your company planned for the future in the area of training?

* "Man Training Day" might be defined as a day (or large portion of a day) spent by -
a person, in a training environment, with the specific intention of upgrading their

skills in a particular work related activity. A2

Al2
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' PUBLIC SECTOR SURVEY RESULTS
’ Pleéise speci y the nature °f Your employmenf."

- ‘9 . I L 2 1. S 2.
‘FAS.,' 1 . RTG -L__J"" DIT - VEC L

' SECTION 1

~ Scale of Educatlon Trammg in the Insh Motor Industry '

}Estlmates totallmg approx 2, 200 incl. post—apprentlcesth candidates

| FAS figures show that 1 918 apprentlces were reglstered as of end of.1993: - .
... Sufvey coverage totals some 1500 of these apprentices- Note that not all reglstered
: - apprentlces actually attend college at a.ny glven time: due to block and day release
systems :'.,.7*’. ’_ ‘ )

Salanes Flgures are unreliable
" Trainee Remuneratlon/Expenses Fi igures are unrehable

- Capital Expendlture Budget: Flgures are unrehable B : . :
Nor_l Capnt_a.l Expeqdwure Budget. Fxgur,es are unreliable o B )

- FAS eﬁrploys some 28 instructors affiliated to Motor Trades; this'would ‘include.Pahel
’Beatmg, Agncultural Vehicle and Heavy Goods Vehicle Instructors. The majority are B
: ""‘”_Motor Vehicle Mechanic Instructors, however FAS suggests that £7,200 was spent in '
o prowdmg training for these 28 instructors during 1993. This amounts to an average of
v £257. 14 per instructor. Such a figure includes travelling allowances, tuition fees,

. “subsistence allowances and so on. It is unlikely that this figure would cover much more
than one day’s training expenses per instructor given the geographical locations ofithe .
training centres and the fact that virtually all training courses are hosted in Dublin. " -

Bl



- i Evaluatlon of educatlonal attamment of tramees / apprentlces in the Motor .
Industry - : .- .

'dard‘:‘ for FAS and Depanment of |

Yes FASG6 e No FAS3
E - Rest7- Others 8

RTC 10%  FAS 30%. - RIC 50%- - FAS.60% RTC10% “RTC 8%
RTC 7% RIC25%  RIC2S% - % ' .. . -

<

FAS- Thxs level 1s too. low should be hlgher E .
FAS Depending on motlvatlonal levels ‘will not be a problem with practlcal s
" applications.” K '
'FAS  Garages do favours for customers/clients by sending :sons or relations to FAS-
~ for training. .- These apps go through no screemng or aptxtude test for
 -suitability.. :
FAS Should not be perrmtted : :
. FAS Good standard app s not possxble due. to poor pay and condmons in the motor
B industry. R
RTC Cause of probs for App., Employer and RTC. App becomes frustrated as - a
- . cannot reach standard. = - 3 |
-RTC - Apprentices are becoming better educated each year LC now common - .
. RTC Would like entrance test to assess weak areas and -intervene :
‘.. RTC. Grades mentioned may have been attained but this may not bé reﬂected in the1r SR
o * interpretative abilitiés and abilities to write simple descnptlve articles.
- _RTC: ‘Motor Engmeermg is becommg more complex and that caltbre of student can’t
- cope. - ‘ :
RTC -Dlsgraceﬁll everyone suffers. - Employer Employee and Educatlor‘l‘al
‘ - Establishment. -
RTC Bad for garages later on, We seem to be going for. lower sloll a.nd no educatlon
- RTC One man operators don't seem interested in academic qual's. '
" RTC . Standard appears to be disimproving over the years
- RTC 1% % can’t read or write
- RTC About 30% have LC

B2



" Yes FAS2 . Rest3 -

Total=5" -
No.  FASS ~© Rest10- . Total=1S"
193+ X If.th """an

minimum’ -educational standar
" Industry. o
FASx2 § grade D s FAS 5 grade C'

" FAS  Suggests that standard of maths taught in RTC is too htgh

- FAS At discretion of industry.””

'FAS . LC Maths/Physics to aid diagnostics. -
RTC - - Grade C's with Science subject. -RTC LC standard o
RTC .3 D's-LC Students who drop out prior to' LC usually not mterested in
: - . advancement. : _

" RTC At least grade C in relevant subjects at Jumor Cert

o RTC,  Science; Engmeermg or Maths: at least C and oné of these compulsory

“"RTC_ C in English; Maths, Physics. and’ Euro . language Also quahﬁcatlon in
-+ . "Engineering Technology would be des1rable T
“RTC  Junior Cert instead - , i o
RTC  AorBin Jumor Cert or C and D in pass Leavmg Cert Also Aptltude and
- .. Ability test. ' : o

"~ RTC Cin specified techmcal subjects (o B in others :

:,‘: RTC - Pass Leavmg Cert in at'least 5 sub_] s with good interest in’ motor mdustry

“Yes FAS 9 ° Restl2 - Total =21

- No .FAS0 *;: . Rest 2 . Total=2"

; ' 'Comments

’ FAS Employers do not pay enough attentlon to abtllty of Apprentlce to do -
© . calculations. i :

- FAS - New system means thatemployer recruits.
‘ .FAS Recrultment should be based on ability.

~ FAS They are the employers they hire and fire.

R FAS . But most employers do not see 1t as their job to get: involved in the recruitment

stage o

- FAS . 80% of app's are sponsored by employers. some app's sent by employers are a

" long way off being the best available. The new system will increase that number
_"to 100% sponsored; .

RTC If1t s somebody they know any standard can apply; normally very low.

B3



' ';"RTC.:\ Owners have great numbers (of potentlal candldates) to.pick and choose from
RTC: Important that employers know exactly who and what they are. gettmg

o RTC Recrultment oﬁen equates with nepotlsm Tendency now for larger concerns 't‘o‘v' o

encourage a family member to undertake busmess studies or similar and then to .

return to manage the famlly business. ‘ e |

RTC Garage owmers tend to employ their sons: or good customers' Sons 1rrespect1ve.
of their education. B

- RTC . Close relatives any standard or no standard can. apply .

- RT,C, - Overall the standard of"app's is. very good LC standard but a small percent is -

- well below standard. : , | ._ L e ‘

L RTC " Garage 'OWners” seem to- be pressunsed 1nto recrultmg relatlons or good,',-’.‘ v

| . customers’ children

S _RTCJ'Employers should examine educ. standards and quals Employers selectlon

... abilities leavé a lot to be desired, or is it that they pay very little?,. D
o RTCZ DoEd decides the standard howeverI feel that garage owners and dealers could‘
‘ influence. the skllls required by-staff " . : :
RTC; X ."Garage owners assess aptltude and abthty very qulckly which is a good thmg
PR ,. “also should i insist on a high standard of second level education.”
e _.RT:C’_' - Employers don't car_e what he should have educationally
“RIC I_Decisionsto employ personniel are ot always based on person’s ability

CURRICULUM =

Yes FAS4 Rest8  Total=12
+i No' FAS4 = Rest7 - Total=ll

RTC.. More money req 'd to update equnp and modern demonstrator units and to keep
- abreast of latest technology ' '

. FAS" Is satlsﬁed w1th new system. ,
- 'FAS ' . Short time for each module, assessment of each module allows no time for re-
" assess. Extend course to 6 mths rmn removing some of hi-tech and allowing .
more time for basrcs : ' .

. B4



7 FAs
“ RTC -

RTC
- RTC
~ RTC,

. _RTC

. ‘New syllabus looks better.

AV 4

.,Curr doesnt reﬂect present technology ie. dynamo and reqt that practlce cars
* " have poirits; R :
Cumculum under review- by Nat Appr. Adwsory Comim.-

'Curr now used very broad but standard of appr. and lack of capltal doesnt Co

_allow 1ts full use. Main drawback is level of apprentlce '

© . emphisis on electncs/orucs and incl of A/T overhaul and Power Steering. -

‘Needs to be updated every year. i.e. Turbo Engine Management. Systems ABS -

etc. ' :

‘Amount. of Auto Elec is not enough Also mtroductlon of contmuous
‘assessment.’ :

Maths and Science for all who do. not -have an adequate ‘standard. More

Cumculum is- not blg problern, expenenced teachers/lecturers will modlfy
course content to- ' keep in line with changes in velucle technology

;hcadmgszfsuggested:

L».

- No Comrnent i and RTC Involved at Dept level
~ No_ views<: RTC RTC, FAS

| Type and Duratlon of Oﬂ' the Job Trammg

: v. FAg

FAS

“RTC

RTC.
- RTC.
i ."‘:RIC} 2

 RTC’
 RIC”
'RTC
RTC .

FAS

_RTC

- Well thought out, well presented and should be glven every opportumty to-

“succeed. . '
Short tlme for each. module assessment of each module allows no time for re-
assess. Extend course to 6_months rrummum, removmg some of hi-tech and

-~ allowing more time for basics :

Time adequate. Needs large capltal investment.

Garage owners favour day release.

. One day per week for four years plus ane nlght per week for spec1al subjects L
Pilot scheme should be allowed run its full 4 year term. Idea of block only will.
. probably change. Day release may still be possible as. FAS are still reglstenng‘_

D/R app'sitn *** :
“Duration adequate Type of tratmng a httle ambitious requmng a huge capltal

. investment in the education centres-and an intensive updating for staff.

Too narrow in its approach will result in stalemate in regard to further '

" development of apprentlce education,

" Too. short

OK '

20 wks in “1st" year, should be ok. Two X 10 weeks in "2nd" and "3" years
. seems a bit short : :
. 20 weeks ok but rapid. I don't know until I get involved in it.

. New system too complex with 7 modules some at train centre and some. at

college who will monitor. apprenttce through the 7 modules?
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TG
RTC -

End of day: release isa problem but duratlon is not a problem - -
Traxmng/educatlon should be 50/50. Training/education period is about 30% .
too short consrdenng level of sophlstrcatlon of new technologles e

i Standards Based Approach

EAS

- FAS

~ RIC

FAS -
| RTC
~ “RTC

- FAS

RIC -

‘Ensures every appr has to achleve a -certain standard before proceedmg to.
“next . : '

- Keep to basics.

Good to see SBA. Fear of less maths sc1ence and technical drawmg Worry is -
‘that this'may reduce apprentices' options for further advancement.

_+More. accurately described as "Time served/Standard based"” - 4yrs min (?)

- Not in favour of this system -

Proper approach Dept of Envrronment now insisting on’  sen a.nd Jun trade '

.. - certsbefore issuing DOE test certs. :

"~ RTC - .
™. " i science, metalwork and drawing will produce a narrower type with less
..~ - options for career advancement. = : '

-+ RIC-

‘ . -contemplated.”

“RTC

.The prlot scheme because of its shorter duration and downgradlng of maths,

"You can -train. a. monkey to push keys Standard based = no longer

Good if operated correctly

- Seems good

‘RTC . Useless wrthout a proper exam structure There must be be a minimum length _' ,‘

~-of time. served. - :
- This "sounds" good but cannot see apprs passmg }umor and semor stage_ A

.~ .. exams with good practical expenence in less than 3 yrs.

| i RTC .

| RT'C-V

- FAS

- Balance of teachmg t1me Vs, Assessment is wrong Too much emphasrs on

+_.assessment,

Good 1dea prov1ded that certlﬁcatlon is detem'nned by mdependent exam
system. - B -

" . Assessment: Methods:

Each specific area assessed using practlcal and written tests on’ all phases -

' difficulties in assessment for ‘On-The-Job phases

RTC

- RTC
- . RTC.
" RIC
... the new prbgrarnme and also in the garages for phases 3, 5and 7.

" RTC.
RTC.

RTC

 FAS:
" RTC
- RTC

Do not agree with methods proposed as no- mdependent check Propose ﬁnal_ i

- .exam & ass't _
‘Retain J umor and Semor Exams

Should be-an extern body : , _
‘Much will depend on criteria developed in the education centres evolving .ﬁ’om .

: W1de open to all kmds of interpretation around the country.

No info as. yet

"Very unclear as to how 1t will be nnplemented _
‘Satisfactory but demanding on Instructor, especially with repeats.
‘Continuous assessment is good if carried out conscrenuously

Assessment takes up too much teaching time
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L _'RTC Thls method ‘is subjectlve requrres very SpeClﬁC gurdehnes together wrth

. 1ndependent assessment of the assessors: on on going basns

. Currrculum . S S
FAS ,Wntten & presented by best experts of the trade and should produce results
"FAS  Not the'most suitable.. ‘ _
RTC . Not as broad as before Won’ £ allow people to develop to techmcran level
RTC As exrsts but with. updatmg ‘Modification of workshop practlce exam
- ‘requiremient. - :
‘ dRTC . Not unlike: present ,
RTC ' Narrower than present won't produce any techmcrans
RTC ‘ Requrres expansron not. contractron too narrow. . -
" RTC  Good." e Co
‘RTC  Good 1f 1t can be unplemented in the t1me allowed RS |
o _FAS © Satisfactory ' Dol T .'
" RTC." To make progress .with: any class group they must have good stand of
R ‘secondary educatron f:_' L ;. e . :
RTC: R Generall)l good U
RTC, . ,-'Good but ‘method of dehvery is too loose and therefore at the dlscretlon of the L
- ‘.Instructor/lecturer better gurdelmes reqd ‘ '

"Selectlon of Apprentlces

FAS To be carried out by employer pos31bly wrth external agencres . _
FAS: Instructor chorce or ‘somebody who reallses 1mportance of selecting correct
persons. ‘ a ‘ St .

“RTC. Should be leﬁ to employers but where no sponsorshrp can be found RTC

L ‘should be allowed to train them by mtroducmg a specral programme
- RTC. -Needs to be trghtened up.

RTC Only apprs interested in auto trade and with correct standard should be e
selected. ' ' '

I RTC No problem here if operated correctly

'FAS If appr's are selected on ment and not as a favour to pAarents" it would *

_l 1mprove : : ‘
B RTC. As for employers mentroned before

-RTC Good 1dea and should be better than before but needs a minimum ‘standard.
‘RTC Correctly lies with the employer but may lead to an uneven number of app's
bemg recrurted each year, resultmg in great difficulties in FAS and RTC's

Other . ‘
RTC -Problems will arise in phases 4 and 6 if standards are not in phase 2.
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' RTC’ _General Comments Pllot is sunply a method of mtroducmg a-new system -
S gradually. Interested partles will not be given copy of any reports on matter.,
' . -Selected sections of appropriate toplcs will be used to make a case for retentlon
- of new system. . Fairer recruitment stnicture needed. A study of, test in and
~ certification for, the basics and a reasonable range of specialist aspects of the
- trade, faclllttes to study and practice in modern systems with- appropnate tests
and recognised qual's for these additions to their trade.
FAS - This 1s a pilot prog and is under constant review - :

RTC Phases 4 and 6 wﬂl be an uphxll battle if phase 2. standards are not thoroughly -

RT_C ) On c0mpletlon of the1r app shrp ﬁrrther study to enhance therr knowledge and o
.' ‘quahﬁcatlons should be possible. S ‘
FAS ~ Pilot in Watetford is now completed. Problem areas have been 1dent1ﬁed and .
| o '_:are the subject of a, senes of meetings called to. rectrfy same~ “ :

- RTC . System will produce ﬁtters w1th no. extra technologrcal eye

.V‘CURRICULUM DESIGN”."

. Yes . ' FASS5 - RICS. s Totl= 10

“No ~ " . ' FAS3  RTCI0 Total=13 .
- No Comment FAS S -

FAS "It is generally accepted (though not fonnal) that the best. of expertlse from. -

Do each orany area would be consulted by curriculum where necessary” ‘
'RVTC;“A Change around those involved m Curr design and have at least half of each’

_panel in age bracket <40 yrs. ' '

- RTC Everybody should haveanmput |

FAS Thisis internal pohcy
- RTC Their views are expressed at Dept of Educ meetmgs .
,RTC " There should be some form of structure whereby the examiner would comment
- on students ability to answer their Question paper etc. | '
RTC At beginning of each school year we update various schemes of work
: RTC Get a representatlve from each centre on a curr'm dev board, preferably a
young person. -

BS



. . RTC. Only some lecturer's involved: "All lecturers should have 4n input. _
. FAS " The curr is agreed: by employers, trade uniions, Dept of Ed. and FAS 1nstructors - ‘
' . are asked to "delxver" it - : | b
. RTC - Curr. should be presented i in Ting bmder form S0 that page could be changed
o w1thout havmg to.produce a new doc . T
RTC Lots of informal contact because many members of college. staFf on Curriculum
o ' Development committee of Dept.of Ed.
" RIC ShOuId be orgamsed on a national basis between FAS and DoEd

© Yes ... .FAS4 RICS ‘Total=9
"'No- ~~FAS5  RTC8 Total=13
ch')uAhs"we'r- RTC 2. L

{How, would-;you.wc vange

FASx2 No Comment L . _ . 3

FAS . Use of the - mstructors 1n the new course desrgn was well consrdered by_A :
N curr/course desrgn L S ‘

‘RTC . "Develop assessment and exams in educatlon centres for phases 4 and 6 with an
" overview. from an external agency" - .

RTC _Allow more contact txme whtch would allow mdmdual lecturers to addv
L ' mterestmg and relevant toplcs to curriculum. ' |

. RTC.; All instructors should have option of attendmg manufacturers courses in ‘order

" to. mtroduce the latest technology to trainees:

FASX:,'.-'Curr Dev. Unit seems to, use same Iecturer/mstructor to develop or change-_y .

~ curr. instead of a cross section’ of other experts in the designing. .
. RTC ' Develop assessment cntena for an mdlvrdual educ centre relating to areas 4 and :
- 6ofthe proposed prog. '
. RTC.’ Give 100 % encouragement to the dedlcated one. L
/RTC  Since its set up by DoEd and assessed by Dept exams we cannot change it. N
" RTC  Allow' time at coilege or FAS to be longer. Time is too short to .allow for
| " ‘moving away from curriculum; app's must pass exams. - o '
" FAS ' "The nat curr should only be changed after discussion and agreement by all :
. those interested." . - ' _
FAS 'An expert working party together with relevant trade background fo draw up a
- .more detarled syllabus and workable. type. -
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e RTC Tune factor often d1ctates how curnculum w111 be covered
L RTC Prov1de better gu1delmes and documentatlon, 1ndependent exams

e p——

- |curriculumicontent and assessmen

Yes - FAS6 - RTC3 Total=9-
No . - FAS4 . RTC12  Total=16

FAS“" "Vanous sections of the Motor Industry" FAS,RTC and Bolton St. o
. :',.‘F,AS ) ’FAS has- been in contact ‘with mdustxy, educatlon, and unions. durmg the"
development of this new programme SR T -
“RTC Not formally but yes 1nformally through contact w1th the manuf mstructors and
| " their-advice. ’ : : S e ‘
.7 FAS  Trade Umons and Dept of Ed. ch FAS RTC, FAS and ETMTA

RTC FAS and DOEd have own curr dev team I was never asked for my oplmon
- .7+ durng the last 20yrs e L tT S
L 'RTC ‘Clty and Guilds Instltute ]M] IRTE and NOW new. parts d1stance leammg SIMI

" . FAS C&Gland DIT '

SECTION 3

| ’ Non-Techmcal Trammg in the Motor Industry

The following questions relateto training 'pr'ovided for the Motor- Industry that is non-

L technical in nature such as Management, Computer. Skilis; Accountancy, Language

A Interpersonal Skills, Sales and Marketing Studies.

or. Industry
‘Yes' .. FAS3. RTC2 Total=5

" No CFAS6 RICIl Toul=17'

*If yes please set out the type of tra.tmng provided vs target group by
tlckmg the relevant box in the matrix below
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N Targét Groilj}_ .

Management” | Computer- | Accountancy . Languages | Interpersonal | Sales.and .

Studies . | Skills * _ . |skills© | Marketing
SRR EERIT B - g Studies

Management -

‘| Personnel

Office
Personnel

| Sales

"1 Personnel

- | Parts

Personnel

Technical and |’

Crafts Personnel

" Operatives and.

- DIT -

Ancillary
| Personnel
7 FASG2 " 'Comp'uter skills for Sales/Patts/T ech, Language Skills for -
C Parts/Tech, .Tech—'Interf)ersonal Skills.for Technical p‘ersonnel"
- LRTC - .Computer skills for Management/Oﬁﬁce/Parts Accountancy Skills
S .':forMant/Oﬁice L
‘ FASC2 . . "_'Computer Skills and Lang s for techmcal personnel
" DIT - ° > All of above Skills for. Management students (language optlonal)
o Management, ‘Computer, Accountancy, Interpersonal and 4
S Sales/marketing"snidies pr’oirided for Parts personnel.
".." FAS Galway:  Offer Compiter Skilis Training for Sales, Parts and Technical
L A ] Personnel. Languages for Parts and Technical Personnel
-~ R 'Interpersonal Skll]s ‘Training for Technical Personnel: .
~ Limerick RTC ;Offer Computer SklllS Training for ‘Management, Oﬁice and Parts
o L ‘Personnel. Accountancy for Management Personnel.
FAS Co('rk. | - Offer Computer Skills and-Languages for Technical Pe‘r:'sonnel.'
- Offer Management, Computer, Accountancy, Interpetsonal Q.Skill';ls.‘:

. and Salés and Marketing Training as part of their Motor Industry - |

N Management courses. Parts Personnel are offered the same optlons _ o

w1thout the optlon to study a language

- No |
~ "Possibly

'FAS3  RTCS6

" FAS -

. RTC Limited demand
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o RTCEncourage Appsfto’~ teke:a;‘t least 'two assioc‘snbjects to w1den tneir k_nowledg'e

e Y

- FAS

' base

RTC Qualrﬁed mechamcs want updatlng courses on hrgher technologles ‘

-"FAS~’ Question should be addressed to SIMI S
In past 5- 10 yrs there'is an awareness to do these type of courses ‘ _
RTC College have tried on a number of occasions to run such courses but Iocal '

, employers are.not interested-in tra.mmg their personnel.

FAS -

.0 -

‘ ."?'R'es:.onrees and Policy * =

I have no experience of. this as I am in training.

h »RTC Would be demand at nanonal level Perhaps DIT meets at present

fo Capltal Fundmg |

- r:Yes R FAS4
“iNo. - .. FAS4
' .Dont know/No FAS “

DL comment

* comment-

' NoneCnpital’andi.ng',.‘ .

Yes . FASS
"No . FAS2
Dont know/No FASZ_"

RTC 7

RTC3 -

Total =6

. RTC 11;". Totdl = 15
. RTCZ “Total =3
. RTCS5  Total= 10
_RTC7 Total=9

Total =5 ~

- FAS:

" RTC
"RTC

" RTC .

- RTC

50 % Cap Fund’
400% Cap Fund
25% Cap Funding.
50% Cap Funding
100 % both FAS -
90% cap and 200% non. cap

RTC

RTC 80% Cap Fund
RTC 200 % Cap Fund
30% Non-Cap fund

100 % Non-Cap fund

6 000% more Cap fund

‘RTC

" RTC 300%

100.% both |
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" DIT

e e

" FAS
" RTC
© FAS
“RTC -
RTC.

“£3m for new app sys © . -

_fWhé't;‘i‘nfyoti'rf-;vié’isv”; shouldsuchanmcreasebe spent-on?”

F AS and RTC Updating technology and equip : : :
RTC x 2 Modern electronic test equip. ABS, EGI TD, S.Pt. InJ ATK P/S, etc,"

FAS

‘RTC
RTC
. RTC

RTC

New Technology - = RTC Updatmg Motor Eng Labs -
'qurrently upgradmg to comply w1th EC legislation
. Modern equip, ABS system, Eng Man syst.
~ New Modem equip and demonstration units
- Modern dlagnostlc equip, Brake tester, Modern Engmes
“New Equipment for modern technology -

Modern machmery and tralmng units. Stai’f trammg
| _ New technology eg fuel mJectlon dlagnostlc equip.
Depends on new system Buit maybe latest test equlp
e 'Replacement of equip and modem vemcles
+ New equip and Research and Development.

~Yes.

--_No b’

"~ FAS3 RTC2 " Total = 5
_FAS4_  RTC 12 Total‘— 16

- ., Dont know/No FASx2"‘ RTCl . Total=3 .
- comment

- * Currently under re_view_

RTC

- RTC

" RTC

RTC

Give instructors the coursés that they apply for

2-3 day coorse.per term. More support from importers. External work.
Many'tréiﬁing progs suited more to people involved in design rather than

testing and overhaul.
In Service is non existant

Manuﬂscoixrsesfor instructors and computer skills courses for instr's
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: RTC

- RTC

RTC.  One week in_ servrce at_least_every. two_years on ~Eng_ Man_ (petrol and -

RTC

' | v'FAS.-'

RTC.

< RTC
. FAS

~ FAS

'RTC

" RTC

Leﬁ to the mdmdual to go out and look for trammg Not refused if reasonab]e

. Proper fundmg on the course RTC Specxahst courses once.a term

dlesel)/Electr/ AT

No training in the area is glven by the-colleges. We would need short duration
coufses given by the Motor Companies ‘to keep- us up to date Almost " -

1mp0551ble to get info from local garages.

As it is over 6 yrs since last, In-Service, any knowledge gamed was at own

m1t1at1ve

More In-Semce! a

———

Staff devt in all areas of modern. technology e. g Eng Mang't Fuel Inj., Catalyst‘ |

and 4w ali.

Courses on Electromc Equ1p, Transrmssxon sys s and Diesel. Equxp

~Attend courses, on. new, technology at.several diff ‘motor. manufrs and spend_.

t1me ina workshop for- "hands on" expenence on an on-going basns

More techmcal courses "Avallabllty" I find 1s the prob]em I have nobody:

oﬁ'enng such spec1a11st courses..€.g. ABS. EGI etc.
In Service. prov1ded by DlStS Seldom organised by FAS or DoEd Course
should be orgamsed durmg June July when teach lect could attend

There is no In-semce programme

FAS

- RTC-

. RTC
. RTC-
. FAS
- RTC-

Dxfﬁculty of practxcmg trammg recelved
" FAS  none.
“none- .
RTC none’, . "
~iRTC Fundmg, Class Cover sometxmes
Fundmg 'k
EPT have to attend at théir own expense. (Lot of them about now)
Suitable cover bemg avatlable
Up to mdmdual to orgamse cover but W1thout extra salary; usually section w111
o assist.:
"FAS None
"RTC Geographlca.l dlstance
RTC Class cover . .
('-RTC Getting lecturers instructors togetherI Most people. prepared to go on courses:

duning non-teachmg or holiday times.

" Bl4
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' RTC Fmance T
. FAS - Avaxlablhty to’ attend course due to class involvement.

FAS__ Another Motor. Instructor being available to_take the class

" FAS None

RTC Substitution difficult

'RTC "No class cover and no expense ﬁmds

RTC No class cover..

" Yes - FASS RTC '14;"' ~T'o"ta122 =

No

B ’Dont Know / No Comment FAS X I RTC X 1

i .A‘ 3
t

Yes - ;.“FAS_ 'é . RT_C '144 T_o”tal'= no :
| ,Dont know/No FASl ‘Rr,c 1. - Total=2

comment A S

“Yes ~ FAS7 °RTC 14 Total =21

No - FAS1 .. - = Tol=1 -

_ Dont: know/No_ FAS1~ 'RTC1 . Total=2 "

o comment

 [@:6: Would you active

Yes - FAS6 RICIS Total=21
No . . . FAS1 - - Total =

" Dont know/No FASZ RTC1  Total=3
" comment S '

" RTC Comment: Courses need to be balanced between gen principles and-

* manufactureres syst s ‘
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_ SECTION5 "

* Division of Labour in thé Industry

Q. 1 ‘Are-there’ skxll shortage m*thef

o present

Yes ' . FAS4 RICI3 Totl=17

"No . °FAS3 'RIC2 Total = 5.
Dont know/No FASZ -  Total=2
comment o '

- 'FAS Inareas of auto-elec and electronics.. : S :
- RTC. -As-above & ATX a.nd dlagnosw*of small problems tendency to repalace units -
"'._andhopeltsok T R
RTC.. 'Many garages that he would not leave hlS car mto for any sort of techmcal
o problem " _ ’ a - '
- FAS In more spec1a11st areas. .
RTC App no's not being tramed 1n suﬂicnent no s
RTC ' “Electronics, AT, A/C S
*“FAS New technologies and electromcs '
RTC Shortage of motor technicians. .
RTC - Electrical and Electronic dlagnosmg _
. RTC App's: aﬁer quahfylng do not contmue to update themselves
- RTC Electncal R : '
RTC Electronic equip repairs. ” .
FAS Highly. technical mechanics are scarce. o
S -‘R"I'C ;»Wages dont entlce people to stay SIMI role here.

. RIC Auto electnc1an

~-RTC Mechamcs with knowledge of auto-elec

- |pusir

- Apprenttces

~FAS  High Degree of skills in Electronics and eng management
~ FAS Language, computers, Interpersonal.
RTC  Develop diagnostic skills in all areas. -
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:."Apprec1atron of 1mportance of good trammg in ba31cs of therr trade

-RTC . Computers.and Languages. \ . _
AYIQQ ;People who are-in the trade of their own chorce and who are _wrlllng “to. .-
... advance.
'FAS  New technology, Computer controlled petrol and diesel, CAD CAM design,
RTC.  Diagnostics generally but particularly in ‘electrics/onics -
RTCx2 Greater knowledge of electronics. .
RTC Abllity to understand electronic control circuits,' test and repair same. -
. FAS  Electronic and Diagnostic Equip. : '
RTC  Conventional and electronic skilis. -Computers. .
FAS . Greatef emphasis on. Auto Electromc knowledge rather than mechamcal o
DR ',‘knowledge C : : -
- - RTC ~ Reduced no's but better quahty with better understandmg of Sc and Elec :
. RTC- . Problem solving and. high degree of literacy. . :
'RTC B Good basic educatlon, good mterest and motwatlon
o 'Techmcal Persannel ‘
. FAS. Fuel inj, eng man, elec 'L _
L -::FASv . Management computers accountancy and language
"~ RTC " - Ability 1o use d1agnosrs equip -
- RTC . Good general knowledge of modern technologles with in-depth study of at -
L least 2 areas. ‘ "
RTC  UptoDate Technology ,
"RTC". “Those with a leaning toward elec areas, capable of understandmg techmcal
' instructions " '
‘ FA'S-" A$ Above . .
~ l. RTC .. - Capabilty to use: hi-tech sophlstrcated equ1p to dlagnose service and reparr
. 'K RTC - Electromcs and ability to'use test equip
N ‘FAS * Electronic'and Diagnostic equip.
- RTC " Good‘fault'diag’nosis skills_:" |

- RIC .

Good knbwledge of electric/onics. -

Sales Personnel

- FAS
‘ RTC
FAS

RTC

RTC

- language and mterpersonal
'Need more tech knowledge:
‘Not much of a change.

More technical knowledge.

* Have a technical background.
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" RTC - Interpersonal skrlls techmcal and computers

" RTC Marketmg and ‘communication-skills.

* Parts Personnel .
RTC Requxre more computer knowledge .
FAS Not muchofa change. '
RTC  Computer skills. .
~ RTC- Computer and inventory control skills.
RTC  Computer sKills and knowledge of components appear and use.
- RTC ' Quallﬁcatlons Drstance learning and technical knowledge
RTC - Formal trammg instores procedures '

- Management and Admmrstratwn Personnel : R N , ‘
' RTC . .Better motivation to encourage for good apps- to stnve for excellence in therr
. -trade. o , ’ |
RTC- Semce Managers requue up to- date training.
- RTC " Require a bisiness studies course -
" FAS ... Not much of a change o

- . RTC .1;"Improved mterpersonal skills.

. . RTC ’Good communication skllls lacking in Insh management
-RTC  Good knowledge of personnel mang't. ‘
RTC  Personal skrlls to support formal quahﬁcatron in mdustnal managt

General Comment :

. FAS  More emphasrs on Interpersonal Skrlls o
o FAS‘ Adaptability to change in all aspects
- DK/NC  FASxI'RTCx2

Apprennces A
'FAS  Changes already underway in new appr. sys
" RTC - Further educ in form of short courses 2 or 3 days or mght time. ‘
RTC  Improved social standing and acceptability of Motor app and recognmon of
.- importance of role of educ and train in their personal professronahsm .
“RTC  New Technology S
FAS . Better selection of persons to suit apprenticeship‘.‘ Students at second level
a should see more MV technology in Engineering classes. '
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: ‘_'RT'C - Further Educ e. g mght courses and 2-3 day seminars,
, RTC: .Greater motivation and encouragement so-asto achleve thelr goal ,
.- RTC_ A _completely_updated_curr _is_ necessary to- cope _with-modern technologles—--u—»éé -
appeanng on vehrcles ‘ ' ' '

RTC.: ~ Better Training;
FAS ‘More emphasrs on new technologles N
TRTC 2 In<service courses to develop specialist skrlls

| FAS Again, more emphasis on Electromcs than mechanics. .

' RTC Suitable Ind1v1duals for* tranung ‘and educatron wnh respect it is not a trade '

| ' for handrcapped persons i |

T echmcal Personnel -
.FAS  Suitable Courses Orgamsed (SCO)
o RTC . Support.for a range of night classes and. gen c0urses run; by manufs !
-~ FAS -~ Twotier system ie- speclahst (manufac tramed) and-a low Sklll app
RTC - . New Technology | L AT |
FAS" /'Mam dealer courses should be opened up. to none marn dealer service
' Qpersonnel , ' 4
: RTC Greater motlvatron and encouragement $0-as to achleve their goal
-RTC Better trammg P
. FAS . More emphasrs on new technologxes
- RTC " In-Service courses to develop specialist skills..
.RTC Persons avarlable but not being pald for yrs of study

~Sales Personnel B
FAS - sco : | -
'_ .-RTC = To treat all customers equal big and small
' RTC " Better Training .
RTC - In-Service courses to develop. specialist skills
RTC = Satisfactory L |

Parts Personnel
.FAS SCO

~.-RTC " More com-puter skills to increase speed of dispatch of orders - |
RTC.  Better Training- o

: ","Managehnent and Administration Personnel
~FAS  sco
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’ R’I‘C More mterest in- the trammg of theu' staﬁ'
_RTC ~ Bétter training " -
DK/NC  FAS le’I‘CxZI

FAS "Lookmg at past changes in educatlon does not indicate that any changes that -
we may -feel necessary will occur”. ‘ ‘

~ RTC  Overall comment Emphasis on sciences / handskﬂls and workshop practlce
* maj inyestment - ' ' |

.RTC - Formal training for all grades of personnel w1th reg updating. New syll should
" .- help'techn personnel |

o Any other comments. : :
’ EAS‘ . 'Makes comments’ whﬂe answermg the last two Q's on - ﬂJture skﬂls ‘and g
S trmmng "I ain 20 years away from the Motor Trade/Workshop My opinion
* at this time could not be. useﬁll 10.the Juture. need of the- industry.”-also: "The
. changes (m the trammg system) wzll have to be zdentzﬁed and "drzven " by the
o t}'Motor Industry" e ~ - : "

- .
e T
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OCCUPATIONAL PROFILE FOR MOTOR MECHANIC

Trade Famlly:  Motor Trade ‘ -

Industry Served: The Motor Industry ;,

Proflle of Trade:

The servicing, maintenance, repalr and mslallallon
of the mechanical and eleclrical equipment of -

passengers and light vehicles.

‘Althe end ol-the apprenhceshlp the Tradesperson wnll be able to demonslrale compelence in lhe followmg

Common Skllis E

|
!
g
|
I

Englne/tue] ' '
ary oul compression tesls.

Remove/overhaul cylinder heads.

. Dismantle carburettors, roplace parts,
reassemble and ad]usl
Removeireplace exhaust components.
Check exhausl emissions for complance with
C.0.;HC, andNOX.specmcanons

snsmisslo

movefeht gearboxes.
Diagnosa fadults in clutch, mmove/mplace
components,

1§g!llog
lagnose/rectity laulls in Ignition systems
(breaker and electronic Iypos) .

Suspensloq Lo
Romovearrep suspoension components.

ee .
Balance whoels/repair punctures.

Bodywork
Removesieplace bodywork components e.g.
door locks, wmdows and regulators.

Lights -
lF_!eLmovMeplaca components and locus head
ights.

Romova/replace duveshah joints and boarings.

Check exhaust emissions wnh srnoke meler and
diagnose faults.

- Brakeg

Blagnosefmdlly fauls in'A. B S. brakes.

Englne

Canry out englne ovefhad

Diagnose/rectily tautts in englne managemenl
sysmms

elro] fuel syste
lagnosa/rect
systoms.
Dlagnosc/mculy fauhts, ln eloctonic’ luel m;ocbon
systems.

aults. i in wburenor fuo!

est for correct operabon of mualync convertors. '

1lagnose laults in and ovemaui gearboxes.

Diagnose faults in and overhaul differential units.

'- Ramovnheﬁl autornatic tmnsmlssms

Eleclllcal

‘ Dlagnoselrecmy laults in elecmcal circuits’ usmg

wiring diagrams and muliimeter.
Remove/refit car radios.
Install electrical. equipment.

Bodywork .
Fitlow hitches.

Etake; ’ >
Diagnose faults in. hydraullc brakes syslem and
romovolmplaca componenlx

eetln
Check and adjust sleenng geometry.
Removefreplace steerin componenls (manual
and power Iype staenng?

Enging ; '
Hemvo/dismanﬂelmassemble and rofitan
engine.

Diagnosa faults in cooling systam and remove/
ruplace componenls. ' )

Blectrica)

-Diagnose/rectify faults in starting and chargmg

systoms and remove/replace components.

Diagnose/rectily taults in heating systems and .

mmvokeplaoe components

.Bodywork’

Localpjrecufy noises.and watef leaks from
bodywork. 3

Adaptability.

Ability to work as a team member

Core Skitls -Speclalist Skllis - - - ‘Pefsonal Skills

- within Trade . . o .For Motor Trades Required
s Sepvicin , |+ Dlesel Fuel:Syst & Eetalwol:_k . ) « Communications. -
arry out manufacturers service schedula. emovenest and%%lheplwe h)edms ' . nch ﬁtnng Customer relations. |
Complels a vehidie report form. Remove/replace diesel components. - i Gas weldmg, bra.znng. |

Ability to work Independemiy

Initiative.

Problem solving.
Planning/organisation.
Information gathenng

|
a
]

Note: Integrated Curriculum incluqes Maths, Science and-Theory.

FAS Sopi g2 .




Core Skills

 The range of skills, and knowlcdge which are spccxﬁc and are rcqumcd

by all craftworkers of the trade.
Mastcry of these skills is rcqmred O that apprcnuecs can funcnon in the

~ trade and progress to hxghcr levels...

B S U

' S pecxahst Skllls

'Common Skills

. Personal SKills

Arc those skills s which are 1dcnuﬁed wnh an mdustry/u'adc andare— -- —-—
apphed in specialist sectors within that industry/trade. Mastery of these
" skills allow craftworkers to spccmhsc in panlcular areas of industry as

‘ kcy personnel.

Common skills are those slnlls that are mqmred by'the trade (cither Core
or Specialist skills), but which are also common to other trades within a
- family or group of tradcs . :

'I'hcsc are thc skills which apply to all tradcs and mcorpoxatc the pracucal
application of abilities such as:

Communications

Customer Relations -

: Abxluytoworka.satcammcmbcr ;
~ Ability to work mdcpcndcmly L

e Adapmbility T i

' Inmauvc

o + . Problem Solvmg
©+  ‘Planning ~

. Information Gathcrmg :

e Quality = | o

. Language

*  Report Writing

Mastery of these skxlls enable craftworkers to enrich their relationships
with their colleagues and clients and are essential for progression to
hxghcr lcvcls of responsibility,. protnouon and job - sansfacnon

- Coping mth Change Changcs in the Occupational Analyms as a consequence of new

technologies, new materials, new work practices and changing social/
economic factors, will be reflected by changes in the classification of -
skills under the headings of Common, Core, Specialist or- Personal.

- This in turn will require changcs in the content of the curriculum of the
trade.

By having modules of training which are:directly linked to the
Occupational Analysis, this Curriculum Mode! will allow us to readily
update both curriculum and ccmﬁcauon to keep pace with the changmg
world of work.

The Specialist Skill of to-day may become the Common or Core Skills of
tOMOTTOW. .

;ihc following pages outfxﬁc in diagramatic form an example of the
curriculum model which is proposed for the New Apprenticeship System.
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AN ROINN OIDEACHALS,
, (Department of Education),

BRAINSE NA SCRUDUITHE,
~ (Examination Branchl,

_BAILEATHA LUAIN.
i (Athlone).

Freagra asheoladh go dti
Addressreply to:.

An Ranai

— L Teileafon: 0902-74621 —-— - -

[ Mr. Arthur O’Sullivan, . _1. o o Fax: 0902-78562
Training Instructor, : o B .
Mazda Motor Distributors Ltd.,

Naas Rd.,
DUBLIN 12.
TAG.(Ref) "+ DOTHAG.(Your Ref.)

2§, october, 1993.

‘,Dear Arthur,

With regard to your enguiry of 13th September 1993 I am _

enclosing herewith all available statistics in relation to the
-.Senior Trade and Technological Certificate Examinations in o
. Motor Car Englneerlng for the years in questlon.

The figures for the Senlor Trade examlnatlons, Wthh are held
~in December, March -and Summer, are compiled on a yearly basis,
" by subject. The information enclosed, therefore, shows the

overall number of candidates who took each subject in the

period December to Summer, in each case. I regret that the
figures for the period December 1992 to Summer. 1993 are not
yet available but I will ensure that thls information lS

forwarded to you as soon as possible. .

The Technological Examinations, on the other handh are held
every Summer only and the figures enclosed show the number of
candidates taking each subject for the period 1990 to 1993.

I trust that this information will be of assistance to you and.
"I would also like to -add that your question in relation to .the .

future .of Motor Vehicle Apprentice education has been referred
.. to the Inspector who w111 contact you 1n thls regard in the
'near future.

Yours faithfully;

T. O’'Neill
Executive Oficer
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ST T MOTOR-C AR ENGINEERTNG -~ s o e

SENIOR TRADE EXAMINATIONS

| 'SUBJECT 51990/9151991/92:
§_56%55f6;§665f5525¥f557§*—555—"§_—25§_-§
NOTOR VEHIGLE THEORY | 382 | 416 |
* MOTOR VEH.ELECTRICITY | 162 | 168 !
-E_—_75§§£5E_E§ZE%?EE____{—_355——{“'Z§I--§
. NATHS/CRAFT CALC. | .21 | 16 |
,gE&E?&EE&I&E'EEEEQEEIQETE—_FZ__—{—_EZ"—E
E___KéfoEEﬁZQIEQZQQT—--E——15—-'§__££___§

_______________________ 17 26



S

- "TECTWOGICA‘L“ XANINATIONS

» NOTOR CAR ENGINEERING (ELEMENTAPY)

e o — i S e e . . e i e i e ek S o

7 i ENTRIES o :
T 555355;“""";‘;;;5";“;a;:f;"?ézz*?=fzééz=?
v_g;5;5;‘a;;“g;a;;ggazaa“@";;;“;‘t‘;;;‘;“‘;;;';“:;;”“}
95&5?&5&51&5‘&615&5& """ g"5?"*5“'125‘?"‘1555£"II§?‘%
?36%5'&[&6%5?5?%5 ““““““ ;"I;;“z"‘};;fef‘“;ZB';"55;":
MOTOR CAR ENGINEhRING (INTERMEDIAFE)
| | f“‘“‘f""ﬁﬁfﬁf@g“""“f“"“f?
"a»j?'ff'”‘gaaSEE%"“”’“’f?ffégg'"ff'ISSI'?f‘IS§£’Tf1555==T
fw:BB%BE‘EXQ‘EQE?;EE;EQE"}";;f"g"’IIZTg""éé‘ﬁf'I?S*'{
gE&&Iﬁggg;;;‘gazgﬁsg“‘fg;’Ia“‘g “““ 25 1 s 22
.36%5"E£EE%EIEI%§ """" D138 ¢ 165 1 cle2 1 174
MOTOR CAR ENGLNEERING (ADVANCFD)

| N o . :"“"“"““Eﬁfﬁfﬁ“f‘""f"f"-““T
T Sumaeer | f oo o 1991 ;1992 1993 1
7 INOTOR CaR ENGINGERING | 65 i . a1 i 62 i 49 i
‘7[5ﬁé&%féﬁé}aééiiEEi'aééﬁfg"';’ 'g"‘“‘;fgf*“'lfgf'"Zf"'{‘
_gxa;a'gzaa;;;az;; """" {"Z;' ‘5, 35-{' fff 35 52
|GARAGE ORG.3 MANAGEMENT! 53 &+ 35 i 691 22 |

______—.-__._..——q...-_———___._——_—__——_———————-——_———-._————-__—-s L



