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Editorial

It is inevitable that information on a given
subject published in an issue of the Bul-
letin is restricted to the current problems
or developments at local, regional, national
or Community level. There are many
subjects to be covered and only a limited
space is available. However, from time to
time it is hoped to examine, using the
source material available, the overall posi-
tion of a particular area of education and
vocational training so that the reader can
gain a broad view of the subject.

In this double issue, an attempt has been
made to survey one subject on women in
training and at work in the Community.
Obviously, we do not claim that it is
complete or exhaustive and we shall be
returning to this subject again in sub-
sequent issues of the Bulletin. As the
body of information grows, this should
provide the reader with an adequate
framework within which to review the
progress made towards a unity of purpose
in the education and training of all the
peoples of the Community.

In the light of International Women’s Year,
proclaimed by the United Nations, the
survey on women at work provides a
timely impression of the complexity and
magnitude of the subject, of the back-
ground to the various issues, and of the
social attitudes which bear on them. The
text is a condensation of a large amount
of available information and the genera-
lities, views and opinions expressed are
taken from this material.



Training married women
for re-entry into employment

Deborah King!

One of the major problems facing married women
who wish to re-enter employment after a break is the
lack of training facilities specifically designed to meet
their needs. In this article the status of married
women in employment in the Community as well as
the shortage of existing adult re-training programmes
to reach and train this group will be discussed. The
experiences in the Federal Republic of Germany and
in a non-member country, Sweden, will be examined.
Both of these countries have training programmed for
women upon re-entry into the labour force.

Throughout Europe married women are returning to
work in increasing numbers and in all but three of the
EEC countries married women make up over 50 %
of the female labour force. Unfortunately, despite the
thousands of married women returning to work, only
a minute number are being counselled or trained on
returning. Little attention has been given by training
experts to studying the problems involved in setting-up
training programmes for this group and the work
which has been done within some of the Member States
has not been shared with training experts.

The urgency of the situation has been called to our
attention in the recent ‘Memorandum’ which was issued
in conjunction with the proposal for a Council Directive
on the principle of equality of treatment of men and
women as regards access to employment, vocational
training, promotion and working conditions. The
‘Memorandum’ stressed several points :

(1) In every country the proportion of married women
workers in the female working population is
increasing, although there are still great differences
in the percentages, ranging from 13.5% in Ire-
land to 65.6% in Denmark.

(2) The break in employment for child bearing and
rearing is getting shorter in all countries. Evelyn

1 Deborah King is a member of the Research and Planning
Division of AnCo — Irish Industrial Training Authority.
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(5)

(6)

Sullerot [13] in her study ‘The employment of
women and the problems it raises in the EEC
countries’ estimates that the average break is
now approximately eight years and it has been
calculated to be as little as three years in Germany.

Women are still severely penalized for breaks in
employment due to child bearing which has yet
to be recognized as a social function, and the
world of work adapted so that women do not
suffer in terms of job opportunities, promotions,
etc.

Throughout the Community there exists a so-
called dual labour market, that is, ‘a vast labour
market where all professions and trades are open
to men, and a parallel market offering a limited
number of professions and trades which are, in
fact, restricted to women’. Women’s employment
is concentrated in certain sectors (notably the
tertiary) and in certain types of jobs, usually
those which require little training, carry low
wages and provide few opportunities for promo-
tion. Typical ‘women’s jobs’ include light assembly
work, typing and clerical work, waitressing and
selling in retail stores. In the professions, nursing
and teaching dominate.

Married women have been forced into a job
ghetto within a job ghetto. A very large propor-
tion work part-time because of inadequate or non-
existent child care facilities. In the Netherlands,
for example, 50% of wage-earning married women
over 24 work less than 25 hours a week and in
the UK 2.7 million out of 9 million women work
less than 30 hours per week. Similarly in
Denmark, 354 000 out of one million women are
employed part-time. Other women work at jobs
below their capacity or education because of the
need to work close to home and the lack of
‘refresher’ courses or an opportunity to change
careers upon returning results in a significant
waste of talent.

In addition to the under-employment of married
women, there is also a very high degree of female
unemployment.  This problem has only been
recognized recently and is still far from being fully
appreciated. One reason is that unemployment
of married women is ‘hidden unemployment’ which
means that large numbers of married women who
wish to work are not actively seeking employment
because they have problems of child care or are
aware that no jobs for which they qualify exist
in their locality. In some countries (Ireland, for
example) married women who wish to work but
who have been out of the labour market
while raising a family are not included in the
unemployment figures. These figures are calcul-
ated on the numbers of workers who are claiming




unemployment benefit, rather than those who
are seeking work. In addition, the lack of part-
time jobs creates a special category of unemploy-
ment in Germany 38% of unemployed women
were seeking part-time work, and in France
studies have shown that many married women
are not working because of the lack of part-time
jobs.

(7) Women’s ambitions have developed more rapidly
than the improvement of their situation in the
labour market. They are beginning to question
their position in employment and within the
family and why they should be clustered in a
narrow range of occupations, why arrangements
for child care should be the responsibility of
each individual woman, rather than of the society
as a whole and why both training and career
patterns should be based on a male model
Women are critical of a society which continues
to educate girls to think of themselves as
temporary members of the labour force, when in
fact many married women are working for the
major portion of their lives. There are rising
expectations that training at the time of re-entry
into employment will provide women with an
opportunity to re-evaluate their vocational choice.

(8) Many women have problems of adjusting upon
re-entering work and suffer feelings of guilt at
‘abandoning their families’, as well as feelings
of inadequacy about their ability as a worker.
Some have lost old skills and are out of touch
with the present day world of work. There is
therefore a need for special programmes to help
women deal with these feelings.

(9) Labour shortages in many countries are causing
both governments and employers to re-think their
attitudes to women. Social problems caused by
migrant workers have made the alternative of
increasing the Community’s own labour supply
more attractive.

Despite the above, training opportunities in firms and
at a national level for married women re-entering
employment are woefully inadequate. A recent survey
of employed women in the six original Member States
showed the lack of further training facilities provided
by firms for the women they employ. Only 12% in
Italy, 20% in Belgium, 25% in the Netherlands, 38 %
in Germany, and 39% in France had received voca-
tional training since they began to work, and in many
cases the training was quite brief and orientated towards
the employer rather than the workers. In most
cases, training was only offered to those who had
completed some form of initial training before entering
employment, rather than to those without such train-
ing.

Most of the Member States have no government
sponsored services to provide vocational guidance and
training for women returning to work after a break,
or at most, very limited programmes.

The German programme

The Federal Republic of Germany would appear to
be an exception to the rule. A special section of the
Bundesanstalt fiir Arbeit (the Federal Institute of
Labour) is working with women who wish to re-enter
the labour market. Several types of training are avail-
able including on-the-job training, refresher courses,
training to upgrade skills or utilize old skills differently
and new career programmes. Vocational guidance is
provided to help a woman decide if she wants to :

(1) go back to her previous type of work,
(2) put her experience to a new use,
(3) train for a totally different type of work.

A large number of women opt for on-the-job training
rather than for the other programmes, primarily
because it is available for part-time, as well as full-time
workers. Training for a new job and refresher courses
both require full-time participation. Women over the
age of 45 and women with no previous training
predominate in this programme.

In order to encourage employers to offer on-the-job
training, the government provides grants to employers
who cooperate. A woman receives a full wage from
the beginning of employment, with a government
subsidy to the employer which makes up the difference
between her real earnings and her pay. This subsidy
gradually diminishes as the woman acquires skill and
speed (usually a maximum of six months).

Trainees in the other Institute programmes earn
approximately 80% of wages while in training. Before
1974 this type of benefit was not available to married
women wishing to re-enter employment; the programme
was open only to workers who had recently been made
redundant. A new amendment in the eligibility
requirements provides for ‘housework’ to be qualified
as a ‘job’. Married women returning to work are there-
fore eligible for admission to these programmes on the
same basis as other workers. In addition, as an
inducement to those persons training for new jobs (a
typical German skill training takes two to three years)
generous credit is given to earlier work experience,
including household duties, so as to shorten the actual
training period.

Weaknesses of the German programme

A survey conducted in 1970 on participation of women
in all of the training schemes of the Bundesanstalt fiir
Arbeit indicated that only 17% of the trainees were
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women. 65.6% were salaried employees or civil
servants, most of whom were taking refresher courses.
76% of the women were under 35 years and the
number of married women and mothers was very low.
In terms of the work force as a whole, only 14% of
women starting work or re-entering employment
received any training and approximately one-third of
these were married.

One of the reasons for the lack of participation of
married women in training is the limited number of
occupations for which training is offered. The German
programme makes no attempt to train women for jobs
which have previously been done by men. In a booklet
especially designed for women who are returning to
work (the cover shows a woman leaving her pots and
pans for a typewriter) the following industries are put
forth as potential employers: government services,
textiles, clothing, metal and plastics, optical manu-
facture, electronics, printing and paper, food and
confectionery, hotels and health services. Jobs within
these industries which are presented as suitable are
limited to clerical, light assembly and service work.
As a result, if a woman lives in a locality where no
‘women’s work’ is available she cannot benefit from
the training offered by the Institute. Employment
statistics show that in areas which have a high number
of typical ‘women’s industries’ such as textile manu-
facturing, the percentage of women at work is very
high; in other areas, where there are no ‘female jobs’
the number of women at work is much lower.

Another problem is the lack of child care facilities
within each locality or at the training centres. In a
survey of married women in the Federal Republic
of Germany, 50% of the respondents gave the presence
of children in the home as the major reason why they
were not either working or training for a job. Accord-
ing to Vera Dommer [3] in a paper presented at an
EEC conference on women in 1972, it is very difficult
to place a child in a day-care centre in Germany : In
order for a woman to get a place for her child in a
kindergarten she must be working; in order to work
she must first secure a place in a kindergarten.

The Swedish programme

Sweden has had a comprehensive programme of labour
market training for many years, including training for
housewives who wish to obtain gainful employment.

One obstacle to married women undertaking training
is the fact that they frequently decide to seek work
because of pressing economic problems. Under these
circumstances they need an immediate income and
cannot afford to spend time waiting for training pro-
grammes to begin or participating in training pro-
grammes without receiving remuneration. The Swedish
project meets the first of these problems by providing
continuous training throughout the year, without any
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traditional division into terms, so that there is no
waiting period, or a very short one, before an applicant
can begin a programme of study. Once they have
commenced training the participants receive a tax-free
monthly grant, as well as training and study materials
free of charge. In addition, there is a special four-
week course entitled ‘Working Life and Training’ which
includes social studies, a presentation of the labour
market and vocational guidance. The course gives
each woman a chance to familiarize herself with avail-
ble jobs, as well as with the changes in attitudes and
practices which have occurred while she has been absent
from the labour force. Trainees can actually go out
and try several jobs to see which type of employment
they prefer.

In Sweden, training is individually adapted for each
participant. Like the German programme, credit is
given for knowledge or experience which the trainee
may have acquired earlier in life. This helps to cut
down training periods and bring the trainees into the
labour market more quickly. Training includes long-
term as well as short-term programmes and many
adults attend residence programmes for a year or
more. There are also provisions for trainees to sup-
plement their general education. The existence of an
extensive system of state-sponsored child care facilities
enables women to take part in full-time training.
A large number of women (both single and married)
avail themselves of this service and the number of
women participants in training programmes is increasing

each year. The percentage of women attending courses
increased from 14.8% in 1959/60 to 48.7% in
1971/72. The real number of women for the same

period increased from 2 099 to 58 195.

Weaknesses of the Swedish programme

One of the goals of the labour market training scheme
was to begin to break down sex discrimination in jobs.
During the 1960’s the lack of manpower created a
demand for women in some traditional male occupa-
tions and many women were trained for jobs in certain
mechanical industries and other typically masculine
fields. However, the impact of the programme on
eliminating the dual labour market was minimal.
Three-quarters of Swedish women are still employed in
only 25 of 300 classified occupations. Sales clerk,
office employee, farm worker, cleaner and nurse’s aid
were the five most common occupations among women
in 1965 and are still so today. As a result, it was
decided to begin a more intensive programme of train-
ing and placement of women in traditional male jobs.

New Swedish experiment

In the spring of 1973 Sweden undertook an experiment
which places women in traditionally male occupations




The programme is currently being tested in six of
Sweden’s 24 counties. It as introduced in those
areas where there was a shortage of workers in manu-
facturing industries, but where women had never been
considered suitable for the type of work available.
In Kristianstad’s county, for example, there were
abundant employment opportunities in the metal and
wood-working industries and there was a high percent-
agz of unemployed women in this area. Many of the
women had not even bothered to seek help from the
local employment offices in securing employment,
because they were aware that these was no ‘women’s
work’ available in their localities.

The ‘Advisory council to the Prime Minister on equality
between men and women’, which is supervising the
experiment, initiated a programme to convince both the
companies and the women themselves that female
labour could be used to fill the vacancies. According
to a report on the project, the women were the easiest
to convince. ‘They wanted work, and in general, they
had no misgivings about their ability to handle the
jobs’.  The County Employment Boards discussed the
matter with the employers and found some who were
willing to participate in the programme. Discussions
were also carried out with the trade unions which
represented workers in the companies.

An important role was played by the so-called ‘adjust-
ment grouns’ of which there was one in each firm.
Composed of representatives of the employers, trade
unions and the employment office, these groups were
originally established in order to adjust or adapt the
workplace to the needs and abilities of handicapped
workers. With the inception of the women’s pro-
gramme their activities were expanded to help facilitate
the entry of women into traditionally male occupa-
tions. In order to have a ‘women’s view’ represented
on the committee, at least one woman was added to
each adjustment group. The group then examined
requirements for all jobs in the plant (and observed
the work in progress) in order to select which jobs at
present done by men should be the first to be tried by
women. They also performed a public relations and
education function in influencing attitudes of the male
employees to the idea of women ce-workers.

The County Employment Board then began an infor-
mation and recruitment campaign amongst the women
who lived in the county. Those who were interested
in work were invited to take part in an information day
at the respective companies. On these days the
women were escorted through the plants and given
the opportunity to observe various jobs being done
and they were also provided with information on the
child care facilities within their community. The
information days were highly successful with hundreds
of women attending. After visiting the companies,
those women who were in‘erested in seeking employ-

ment were registered in a four-week course. During
these weeks they were given the opportunity to ‘feel
their way’ towards a position with which they would
be satisfied on a permanent basis. By the conclusion
of the course the majority of the women had found
a job with which they were satisfied and for which they
were then employed. According to a Swedish appraisal
of the programme made at the end of 1974 it was
obvious that women could handle these jobs as well
as men, and they were satisfied with them. Those
jobs which the women could not manage were those
that were too heavy even for many men. The dif-
ferences from individual to individual were greater
than those between the groups.

Psychotogical and adjustment problems

In reviewing the Swedish experience it is obvious that
if the position of married women in employment in
the EEC countries is to be improved significant changes
in attitudes on the part of employers, trade unions
and of the training authorities themselves must take
place. However, another area which deserves atten-
tion is the attitudes of married women towards re-
entering employment. Guilt at the idea of abandoning
the family may exert pressures on a woman not to
work or to forego full-time for part-time work (even
given the availability of daycare centres). Lack of
self-confidence is another factor which may influence
women to take jobs belcw their capacities.

The French programme

In France, the Ministére de 1’éducation nationale
(Ministry of Education) has funded a re-orientation and
adjustment programme since September 1973, under
the direction of Evelyn Sullerot. The course is of
five weeks duration., with four hourly lessons per day.
Tt includes exercises in concentration, logic, dexterit
vocabulary. numeracy and self-expression. The women
are divided up into grouvs of 25 and people from
different industries often come along to talk to the
grouns about specific jobs and skills. They are also
instructed about laws relating to work, salaries, how
to answer advertisements and present oneszlf well at
an interview. According to Mrs Sullerot a feeling of
inferiority is often a serious obstacle. The women
have lost their skills, and often their husbands and
children seem to have passed them intellectually.
They find it difficult to adaot to a more highly structured
work situation and to being directed by a boss in their
work. In addition, many women are introspective and
eroup therapy sessions are held every day for 2 hour
in order to helo women overcome this problem. This,
combined with exploring their mental capabilities
increases their confidence.



Implications of the German and Swedish experiences

In examining both the Swedish and German experiences
it is obvious that the re-integration of married women
into employment requires a major effort. It is not
enough to have re-training programmes specifically
designed for married women returning to work. Women
must be informed of the programmes, day-care facilities
must be available and training must be carefully tailored
to meet their needs and the existing labour market
conditions. The provision of a grant while training
would appear to be essential, as well as generous credit
for past experience so as to eliminate unnecessarily
long courses of study. As regards psychological or
re-adjustment problems faced by many women, it
would appear that special preparation and counselling
upon returning to work is needed, even if no skill
training is undertaken.

A special area which merits attention is training women
for what used to be ‘male only’ occupations. In many
cases it would appear that unemployment of married
women is due to the fact that the only available jobs
are of a traditionally male character. If women are
to fill these positions attitudes of employers, trade
unions (and their members) and of the women them-
selves will all have to be changed. However, even
where there are ‘women’s jobs’ available, some women
may desire to train for typically male work because of
the higher pay, promotion prospects, etc. Despite the
intensive programme in Sweden, many employers still
prefer to emplcy men to women where this is possible.

Availability of grants under the Social Fund

Article 5 of the Soc’al Fund includes women over the
age of 35 among the categories of workers who may
benefit from grants. However, since the inception
of the new Social Fund in 1972 no requests aimed
specifically at promoting the employment of women
over the age of 35 have been submitted. Similarly,
under Article 7, which provides for funding of pilot
projects with less than 30 participants, there is only
one programme currently in progress relating to women
over the age of 35. This project which is under the
direction of Manchester University (UK) is a series of
in-depth case studies of the problems faced by 20
women upon re-entering employment. After a three
month induction programme, which included career
gu‘dance, preparation for an interview and orientation
to the world of work, job expectations and the problems
of each woman as she looks for a job and/or finds
employment are being studied.

The entire question of access of married women to
employment and of the elimination of the dual labour
market will have widespread repercussions. Success-
ful training programmes will challenge many com-
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monly held assumptions about the capabilities of
women and also of older workers in general. The role
of the training authorities must therefore be that of a
strong advocate of the new view of women’s place in
employment and society. A minimal first step in that
direction is to begin to dcvote substantial energies to
studying and developing training programmes.
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Computer-based
learning in school systems

M. W. Dowsey !

PART 2

111 - Current problems and their solution

Pilot installations

Despite the long list of outstanding research and
demonstration projects listed in the last issue of the
bulletin there have been too few installations of high
quality production use. However, it is precisely with
respect to the relative effectiveness of computer-based
learning and conventional teaching that reliable,
objective information is practically non existent. The
few studies that have been made are mostly based
on too small numbers of observations, restricted
circumstances and doubtful methodology to become
conclusive evidence. However, those studies that have
been based on a substantial number of students,
extended periods of instruction, adequate experimental
designs and reasonable statistical analyses have tended
to show that computer-based learning is at least as
effective as conventional teaching (Gross et al, 1969;
Schurdak, 1965; Stokes, 1968; Dick, 1968; Hansen,
1968; Suppes and Morningstar, 1970).

1 Dr M.W. Dowsey has for the past four years been doing
applications research in education at IBM UK Scientific
Centre, Peterlee, UK.

Another point of criticism is that systems have not been
designed and curriculum material not developed with
high-impact areas in mind. In particular, there have
been few carefully planned projects actually in the
schools, yet it is there where the real problems lie.
What is needed is direct government grants to support
the development of several complete projects, each
involving a university, a local education authority and
a publisher of education material. Experimentation and
demonstration requires a large bank of actual material.
However, the preparation costs are so high and the
investment so risky that other sources of substantial
outlay are unlikely.

In 1969 the National Council for Educational Techno-
logy proposed a grant scheme and they estimated that
£2 million was needed over five years. This was
agreed in 1972 and several projects were initiated
(NCET, 1973). The National Science Foundation
(NSF), too, is currently funding £ 15 million over four
and a half years. 2 500 students will be involved and
the grant is divided between the University of Illinois
at Urbana, USA where PLATO IV (Bitzer and Ska-
perdas, 1971) will be made available in a number of
local schools for a variety of subjects and the MITRE
Corporation whose TICCIT system (Stetten, 1972)
will be used by Brigham Young University, Provo Utah,
USA to test the effectiveness of remedial maths and
English, pre-calculus maths and English composition
in community colleges.

Teacher training and reaction

Naturally enough the main body of caution and
uncertainty with respect to the effectiveness of computer-
based learning has been the teachers themselves. They
have shown concern at the possible negative effects of
taking the instructional process out of the conventional
classroom and substituting mechanical feedback for
interpersonal conversation. ~ However, perhaps the
largest factor preventing the growth of computer-based
learning is the fear some teachers have that they may
be reduced to playing a clerical role. This will
certainly not be the case. What will probably happen
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is that the teacher will assume the role of an instructional
manager rather than just an instructor (Kooi and
Geddes, 1970), and since computer-based learning
absorbs more of the information presentation and
correctional functions, the teacher obviously will be in
a better position to allocate time to other functions
such as group discussions, social modelling techniques,
guidance, etc. Based on a preliminary study of teachers
within computer-based learning systems (Hill and Furst,
1969), Hansen and Harvey (1970) suggest the follow-
ing teacher role changes :

1. much less information presentation and criterion
testing;

2. more design of instructional strategy; -

3. greater involvement in guiding individual students
and use of a wider range of discussion techniques.

Change in role quite naturally leads to the question
of the training necessary for teachers to achieve this.
At the moment there is a scarcity of resources avail-
able to create the skills required to use computer-
based learning successfully. Proiect INDICOM has
designed a specific training programme (Arnold and
Penny, 1970) which involves a series of workshops
and hands-on experience with available systems. On
the other hand, the School District of Philadelphia
arranges three-week summer institutes for teachers
(Charp, 1971). However, the most logical way of
introducing teachers to computer-based learning would
seem to be in colleges of education. The first step
would be to use the computer as a monitor of
prospective teachers learning their curriculum. This
would allow them to select paths towards performance
obiectives deemed important for their own role. If the
colleges pioneer these proiects, the extension to schools
would be a natural evolution.

Preparation of curriculum material

One important reason why computers have not become
widely used in the instructional process is that there
has always been a serious shortage of readily available
and proven educational material. This is due mainly
to the fact that there is no incentive for teachers/
lecturers to spend considerable time and effort in
creating or even modifying curriculum material.
Further, there are no professional or economic rewards
for such a development.

There are two schools of thought on how to produce
instructional material. On the one hand there is the
single-author method, involving one author armed with
his particular language, but hopefully having access
to an easy author entry system, such as the one described
bv Birtch et al (1969), Miller et al (1970) or Dowsey
(1970), and on the other a production team which
might include subject-matter specialists, behavioural
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scientists, computer-science specialists and hardware
experts.  Bunderson (1971) compares these two
methods : teachers/lecturers, he claims, are only
capable of adjunct uses which might include course
supplements, laboratories or homework, whereas with
a team of ‘instructional software engineers’ a complete
teaching system is evolved. A total system is not
always required. In either case, however, it is clear
there is a need for instructional design experts who
would be familiar with the specifications of needs,
goals, behavioural objectives and analysis, planning of
system architecture, use of instructional strategies and
use of computer aids for each stage of the design
process. If some financial incentive were made, such
personnel would become available and teachers/
lecturers might be persuaded to develop material.

Another possible solution might be to subsidize
discipline based groups, such as the Commission on
College Physics. They could draw upon the most
prominent members of the discipline to assist in
producing material that make full use of the computer’s
instructional capability in that particular discipline.
This would certainly go far towards helping standardize
any courses produced, although, with over 50 languages
and systems in use and a lack of incentive for dissemina-
tion of software, the problem of compatibility is grave.
Seidel (1971) has suggested that non-profit consortia
might help solve this problem and, indeed, the whole
area of curriculum material production.

It is not just the method of production but also the
content of the curriculum material that is of concern.
Any construction or conversion should allow for
greater use of individualized instruction techniques,
which now are gaining wide acceptance (Brudner,
1968; Cooley and Glaser, 1969; Dick and Gallagher,
1972). Tt is necessary to develop curriculum units in
which computer usage plays an intrinsic part. It is
not enough simply to tear apart the curriculum, insert
computer activities, and piece it back together. The
material must be completely re-organized and restruct-
ured if it is to be taught effectively with computer
systems. Perhaps there is also a need for further
development of instructional strategies. At present the
range includes criterion testing, drill and practice,
tutorial, simulation and gaming, problem solving, etc.
Much emphasis has been placed on the first three of
these but in the future, the others will assume far
greater rclative importance. It is in accordance with
current trends not to store a large amount of factual
material in the computer by using a small ‘keyhole’
of core to fetch the presentation from disk to terminal.
Other instruct‘onal media cen be used quite success-
fully in this role, allowing for a more efficient use
of the computer.

Far greater importance should be attached to the
choice of subject being taught. Many applications to
date have involved behavioural objectives which might




well have been achieved as effectively but cheaper
using other methods. Many more leading edge applica-
tions should therefore be sought in future, such as
elementary algebra and the reading retardation problem
where the social need is greatest. Acceptance of
computer-based learning in that area would attract
much fuller support for other applications.

Hardware and software

The most essential feature that the central processing
unit (CPU) must have for applications in computer-
based learning is reliability. The requirements of
reliability are higher than in batch-processing, where a
shutdown is inconvenient but not disastrous, although
they are similar to those for process-control. Another
essential feature of the system is modularity. In batch-
processing, when a CPU or any part of the system is
malfunctioning the entire system may be dead. How-
ever, a computer running a large number of instruc-
tional terminals should not be rendered inoperative
by failure of a single terminal or other component at
a remote location. Unfortunately, there has been
evidence of unreliability of hardware because of heavy
use by students and insufficent servicing. In terms
of functional specifications, the CPU should have a
high channel capacity for the handling of large numbers
of communication lines, and also a high capacity for
data transfer to and from file storage. A large
computation capacity is not usually required. For
this reason, most education computers currently on
the market are not ideally designed for large-scale use
in computer-based learning. However, it is unreason-
able to expect that computers will be developed solely
for educational uses but particular emphasis will
probably be put on special educational requirements
such as audio-capability, student terminals, etc.

As a whole, there has been dissatisfaction with the
design of presently available terminals, in particular
with respect to the limitations imposed on the kind of
student inputs that are interpretable. The keyboard
typewriter has been and will continue to be the most
widely used mainly for financial reasons. Visual
display terminals with light-pen attachment and the
facility to superimpose stored images on the screen are
available but are more costly Random access audio
output is desirable, but has not yet been perfected.
The three features that need to be satisfied are high
quality speech of good intelligibility, large quantities
to be selected under program and/or student control
and fast access in order not to delay the pace of the
teaching. It seems that the availability of a standard
speech-recognition device which would permit the
student to speak at least a limited vocabulary and have
it recognized by the computer system is as far off as
it ever was. For the last ten years or so, the solution
has always been just five years away (Suppes, 1970).

If there seems to be a lack of appropriate hardware,
then software is in no better position. No simple
language which enables teachers to prepare effective
programs without extensive training is available. There
has been no serious attempt to provide any transport-
ability of materials between installations. Zinn (1969a)
has reviewed the large number of author languages
currently in use and suggests that interactive program-
ming languages available to users of general-purpose
time-sharing systems — both large and small — provide
many of the features necessary to produce instructional
materials (Zinn, 1969b). This has become particularly
true of BASIC (Blum, 1971; Decker, 1971; Kurtz,
1971; Dwyer, 1972) and APL (Stannard, 1970; Dehner
and Norcross, 1971; Iverson, 1972; Bartoli et al, 1972).
Computer-based learning does not require different
kinds of computing systems and development work
should therefore remain in the same domain as other
applications (Zinn, 1972).

Apart from terminal design the main thrust for the
future should be in applications research and develop-
ment. Much more attention is given to computer-
managed instruction, at present and also to the use of
the computer to simulate environments, systems and
procedures. The common factor is to employ the
computer to carry out the tasks which it performs best,
leaving teachers to carry out those tasks which they
perform best. This might be for reasons of speed
or uniqueness or both.

Cost

Cost is the largest single factor which has prevented
computers from gaining wider acceptance in education.
Computer-based learning is an additional cost which
increases the instructional budget and demands extra
programming staff. A recommendation by the US
Office of Education (Morgan, 1969) suggests that the
services provided by computer systems for schools
should not increase the annual cost per student by
more than 2% . Considering that these costs are at ‘just
under £200’ in the UK (Hansard, 1972) and $535 in
the USA (Furno, 1971) for secondary education during
1971-72, £ 4 per year per pupil does not sound very
much, particularly since the cost of books is currently
around this figure in both countries. The computer-
based materials should be able to compete economically
with other learning media such as, for instance, books
or blackboards.

The cost of computer-based learning is usually quoted
in terms of cost per student-contact hour. Various
figures have been quoted, usually in the range of £1
to £5, but this has depended upon the type of use, the
size of the system and the hours of use. Current
claims on the future PLATO IV system have been for
a cost of between $0.34 and $0.68 per student-contact
hour (Alpert and Bitzer, 1970). These figures have
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been based on a system of 4096 plasma display tubes,
and a utilization of 45 weeks at 44 hours per week.

The total capital investment required is approximately
$12 million which obviously has formed a serious
stumbling block despite the fact that good cost-effective-
ness can be achieved in the long run.

The TICCIT System of the MITRE Corporation has
significantly lowered capital investment. The computers
being used are a 32k 16-bit words, four disk drives,
giving a total capacity of 120 million bytes, a 32k
as a concentrator and standard television receivers to
provide computer-generated voice, pictures and flicker-
free text. A 120-terminal system in a school on a
10-hour day demands a capital investment of $200 000,
mortgaged over eight years and the cost is $0.20
per student-contact hour (Stetten, 1972).

The poor cost-effectiveness to date cannot be attributed
solely to the capital investment required. The fact is
that many systems have attempted to replace the
teachers by offering a tutorial approach. Recently,
however, instead of the computer directly interfacing
with the student, it is used as an aid to the teacher,
usually in the normal teaching process. Computer-
managed instruction has been used with success and
several career guidance and counselling systems have
been designed and are operating. Many different experi-
ments are in progress using data bases which contain test
questions and lesson planning material or resources;
simulation and gaming, as part of the education process
have also been used. Consequently, the cost per
student tends to be far lower than in tutorial and drill
and practice modes, sometimes by as much as a factor
of three.

IV - Recommendations

In conclusion, the following recommendations are
made to realize the full potential of computer-based
learning.

Computer-based learning systems to date have mainly
been designed for small numbers of students or for
research. It is important however that production
systems should also be used. Research into various
strategies and evaluation of education has already been
carried out. However, the problems that arise when
dealing with a large school, school system or university
are considerable and emphasis should be placed part-
icularly in this area.

If computer based learning is to gain acceptance the
teachers who are directly involved will need special
training. This could be provided on a short term basis,
but it is desirable that all teachers be made aware of
computer-based learning during their period of train-
ing at a college of education.
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To produce instructional material is a specialized skill
and the people best qualified to develop the curriculum
packages are the teachers and lecturers themselves.
Financial, professional and time allowances should
therefore be made to teachers for the development of
learning packages. Although there has been a lack of
suitable hardware and a tremendous divergence of soft-
ware in the past, it is advisable to use standard hard-
ware and software wherever possible. The main effort
must be put into applications research and develop-
ment.

Education is not likely to force computing costs down
any more rapidly than any other field of application.
Therefore, it would be better to concentrate on unique
uses of hardware and software and simply wait for
costs to decrease. Tutorial and drill and practice uses
are only cost-justified in special circumstances, such
as in supplementary education in urban areas and in
the training of handicapped persons. Computers are
currently cost-justified in problem-solving, simulation
and games in school situations and in certain computer-
managed instruction applications.
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Information

64. The Belgian Prime
Minister speaks on
education and European
unification

On 4 June 1975 the Belgian Prime
Minister, Mr L. Tindemans, addressed
the first regional European Conference
of the Committee for Cooperation in
Catholic Education in Torhout in
Belgium. The theme of the speech
was education and European unifica-
tion, and the Prime Minister pointed
out that the establishment of a
committee for catholic education at
European level was in itself indicative
of the fact that the decision of nine
peoples to share a common destiny
involved more than cooperation in the
economic sense. Free circulation of
goods, people and capital was only
the starting point for a Community
policy which would extend into every
field of human activity. Educational
policy in the EEC stemmed from
Articles 118 and 128 of the Treaty of
Rome, which had been developed by
the Council of the European Com-
munities in July 1971 to establish
guidelines for a general Community
policy on vocational training, Mr Tin-
demans went on to quote the Council’s
proposal, which ‘recognizes the im-
portance of the interrelationship be-
tween education and the economy, and
between the development of post-school
training systems and continuing educa-
tion’.

Thus, it had been recognized that
economic requirements for training
were indissolubly linked with the edu-
cation system in general. When these
links were analysed from an inter-
national viewpoint, it was apparent that
there was a relationship between
education and problems relating to the
right of establishment, to the free
movement of workers and, consequent-
ly, to the equivalence of diplomas,
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the Prime Minister continued. In this
framework of interdependence, it was
clear that measures taken in one area
regardless of the others were doomed
to failure. He added that, independent
of the European factor, jne of the
main educational trends in all countries
was to provide a solid general training
coupled with practical work. Bearing
in mind the scientific and technological
developments linked with an enlarged
geographic area, and the mnltinational
character of economic life, the Prime
Minister questioned whether European
economic integration was conceivable
without a ‘Europeanization’ of the
major universities. By FEuropeaniza-
tion, he understood the fact that
universities, when looking for lecturers,
researchers, students and equipment,
should consider the Europe of the Nine
as their normal ‘hinterland’, working
on a geographic scale similar to that
of the United States. The first
essential move, he emphasized, was to
implement Articles 57 (equivalence of
diplomas), 118 and 128 (vocational
training) of the Treaty of Rome and
to fight protectionism and administra-
tive inertia. Mr Tindemans also made
extensive reference to the report on
objectives for Community education
policy, presented by Professor Henri
Janne in February 1973 1. Professor
Janne’s report talked of a global
education policy, from pre-school to
continuing education, which was to
be determined at Community level.
The proposals would cover all aspects
of education policy, from the creation
of organizations to promote exchanges
of students, teachers and trainers, to
the installation of a teaching timetable
that took Europe and not the indi-
vidual nations as its home territory.

1 Janne, H,: For a Community Policy
on Education. Bibl. item No 90, EEC
Bulletin on vocational training, Issue
No 3/4, 1974,

According to Professor Janne, contem-
porary education systems had certain
distinctive features which, it was be-
lieved, could influence greatly present-
day and future societies. These sys-
tems exhibited the following character-
istics :

— education at all levels had become
mass education;

— there was an ever-growing tendency
towards developing and adapting
fields of knowledge;

— mass media were playing an in-
fluential role in education, which
was no longer monopolized by
formal teaching.

Professor Janne’s report, Mr Tinde-
mans went on, stressed the lack of
awareness of living conditions and
general problems that existed between
neighbouring countries and that sprang
from deeply-rooted and stereotyped
attitudes.  Before any attempt at
sharing a common destiny could be
made, the will to live and work
together had to be aroused and guided
by education. In this context, he
referred to specific objectives mention-
ed in the report which included
increased teaching of foreign languages,
greater cooperation between univer-
sities over specified and closely defined
points of development, top priority
for continuing education schemes,
and special attention to mass media
and new education technologies.
Professor Janne’s proposals had provid-
ed the basis for three documents
presented by the Commission of the
European Communities to the Council
in March 1974 regarding cooperation
in the field of education in the Com-
munity (see Vocational Training In-
formation Bulletin No 1, page 35),
which had been considered during a
session of the Council and Conference
of Education Ministers in June 1974.
Having presented the official proposals
for a wunified education policy in
considerable detail, the Prime Minister
reverted to his theme of the search
for identity and new values in a
European context. He believed that
existing tension had been created on
the one hand by the far-reaching
changes that scientific and technologic-
al developments had on our way
of life and thinking and on the other.
by the transformation from national
to European values since the geo-
graphic, economic, social and political
domains had all been enlarged. In
addition, he said, it was clear that this




crisis was the source of the conflict
between generations and that the
generation gap was very marked on
this point. The youth of today
assumed more and more the character-
istics of a distinct ‘social class’ with
its own culture and ideologies. The
dissension expressed by young people
would have a profound influence on
the new European values that are
emerging. In the past, humanist
cultural values of democracy, equality,
human dignity and the rights of man,
Christian altruism, social solidarity and
the desire for peace served as the
basis for Western society. The criti-
cism made by young people was that
these values, although cited, were no
longer observed.  Affluent society
accepted existence of deprived com-
munities, was slow in giving aid to
the Third World and directed its
resources towards armaments while
wars were still being fought. On
analysis, the whole system of traditional
values could be seen to be faltering
seriously. The Belgian Prime Minister
saw two new paths for future develop-
ment :

— European culture should be based
on harmony between the technical
and the natural milieu and on the
social relationship which gave man
a real influence over his own life:
in other words, participation;

— European society should open itself
to the world in furthering its tra-
dition of rich diversity, that is, to
the Eastern countries and to the
Third World, in the spirit of
cultural pluralism, both within and
without, of cooperation, and of
peace—leaving aside the notion of
economic hegemony. With these
possible directions in mind, the
schools” mission would be to
awaken and consolidate young
people’s European consciousness.

In conclusion, Mr Tindemans had
several clearly defined proposals which
he submitted for special attention :

1. Extended exchange schemes under
which teachers and students would
go abroad, either on a termly or
yearly basis, or on a large scale
during the holidays.

2. Development of language studies
—since a knowledge of languages
was fundamental in ensuring swift
and easy communication troughout
the newly extended geographic area.

3. Revised or adapted teaching of
history and geography; this would
serve to make Europeans aware of
their community and of the inter-
relation of their problems.

4. The introduction of a FEuropean
diploma which would favour
flexibility in its curriculum.

5. The setting-up of a teaching founda-
tion at the Community’s disposal,
which would guarantee autonomy
and continuity of action in the field
of education.

Source :

Discours du Premier Ministre L. Tin-
demans a la premiére conférence régio-
nale Européenne du Comité de coopé-
ration de I’enseignement catholique.
Torhout, 4 June 1975.

65. A survey of the situation
and problems concerning
the education, training
and employment of
women in the EEC

Introduction

In December 1972 the General
Assembly of the United Nations adopt-
ed a resolution proclaiming 1975 as
‘International Women’s Year’. Its
objectives are :

(i) the promotion of equality between
men and women;

(ii) full integration of women in the
total social and economic develop-
ment effort;

(iii) recognition of the importance of
women’s increased contribution to
the strengthening of world peace.

In the hope that initiatives to this end
will be taken on a Community level,
the Commission of the European Com-
munities has included within a Social
Action Programme, adopted by the
Council of Ministers on 11 December
1973, ‘the preparation of a contribu-
tion to International Women’s Year’.
Article 119 of the Treaty of Rome,
contains provisions concerning equality
of remuneration for men and women
workers. However, these provisions do
not seem to have been enough in
themselves to eliminate discrimination
between men and women in the field

of employment. The Council there-
fore laid down, in a resolution of 21
January 1974, that one of the priority
actions to be undertaken within the
Social Action Programme was ‘to
achieve equality between men and
women, as regards access te employ-
ment, vocational training, promotion
and working conditions, including pay’.
To help in this task, the Commission
set up an ad hoc group of experts,
nominated by Member States, which
together with a group of representatives
of the Social Partners made a study of
the problems affecting women at work
within the Community, and submitted
proposals containing guidelines for
action in each of the areas specified by
the Council Resolution. These guide-
lines are addressed in the main to the
Member States and constitute the
general framework within which an
initial series of Community activities
can be undertaken.

The image of the position of women
which emerged from the study confirms
the existence of definite areas of discri-
mination, associated with women’s
education, training and employment.

In particular it revealed the following
as key problem areas:

— distribution of women in the
different sectors of the economy;
—the majority of women perform
simple or middle rank activities and
are predominant in the lower wage
group; this reflects, and is reflected
by their education and training;

— access to skilled employment, re-
cruiting conditions and promotion;
—promotion is more difficult for
women even with equal qualifica-
tions; this discourages women from
gaining further qualifications;

— vocational guidance, training and
further professional training for
women; qualified men outnumber
qualified women; less importance
is attached to the training of girls
as their occupations are frequently
seen as a transitional stage preced-
ing marriage;

— re-entry into professional life after
interruption;

— conditions of work/flexibility of
working time;

— child-care facilities and support for
workers with family responsibility;
the two-fold task of a woman
affects her choice of career and

15



conflicts arise as long as there are
not enough establishments for look-
ing after children, or opportunities
for part-time work;

— social security, sickness benefits,

pension rights.

However, perhaps the most important
factor which emerged from the study
was the revelation of deep-seated
discriminatory attitudes towards the
training and employment of women on
the part of employers, society at large
and, most significantly, women them-
selves.

Some of these problems are touched
upon in the article by Mrs D. King,
on the training of married women for
re-entry into employment. The present
survey examines in greater depth the
many problems involved and sets out
such measures as the Commission feels
are required at national and inter-
national level to improve the existing
position of women’s education, train-
ing and employment in the Commu-
nity.

I - Size and distribution of the
female labour force

Before attempting an analysis of the
problems affecting women at work in
the Community, it is necessary to
examine statistics to determine their
numbers, the type of occupation they

are engaged in, and their family status.
The EEC’s 130 millions women re-
present 52 9% of the population, and
the number of employed, or self-
employed women in the Community
working outside the home is estimated
at 35 million. Their proportion in the
total working population ranges from
359% to 40 9 in six of the Member
States and is about 25 9 in the Nether-
lands, Italy and Ireland. (See Table 1).
In most countries this proportion, while
increasing steadily since the Second
World War, remained fairly constant
between 1966 and 1973. However, in
Belgium and the Netherlands, where
women’s participation rate in the work-
force has traditionally been low, the
proportion of women at work has
increased significantly during the com-
parable period from 31.6% to 34.5%
and 23.49% to 259 respectively. In
the United Kingdom the rise in the
percentage of women in the labour
force has been from 329 in 1951 to
389 in 1971, while in Italy there
has been a steady drop in the total
female labour force between 1965 and
1970 and also in women workers as a
percentage of the total workforce.

In all Member States, the most
significant phenomenon is the growth
in the activity rate of married women,
which is over 459 in all countries
except the Netherlands (28.3 %) and
Ireland (13.5 %). This increase in the
proportion of married women among
those working outside the home has
been accompanied by a diminution of

Table 1

the proportion of unmarried women at
work, due to younger marriage and the
fact that more women are obtaining a
longer general education and therefore
the gap between leaving school and
marriage is shorter. This substantial
increase in the proportion of married
women at work has been an important
factor in determining attitudes to
women’s employment, since it is often
the assumption that women are merely
supplementary to men as workers and
as contributors to the wage packet
earned by men, which underlies both
their unequal wages treatment and the
often strongly held conviction that
equal training facilities, job access and
promotion, equal employment oppor-
tunities, sickness and pension rights
are not only unnecessary but in many
ways undesirable.

Distribution

An examination of all women in
employment according to categories
(self-employed, assisting family mem-
bers, and persons in paid employment)
has revealed that the majority are in
paid employment and that the numbers
in this category are steadily rising.
However, the distribution of women
among various occupations has chang-
ed much less than their numbers in
the workforce and the pattern is still
for most women to be employed in a
small number of industries and in very
few occupations.

Women in the labour force 1966 and 1970-1973

Active population Year Belgium | Denmark | France Gg_?z)my Ireland Italy Légif:g I‘{Z;%esr' é{ﬁgggm
Women as a 1966 31.6 . 36.8 36.8 26.0 27.2 (25.2) (23.4) 35.8
percentage 1970 33.1 39.4 36.0 36.6 (26.0) 274 25.8 (24.6) 36.4
of 'the total 1971 335 399 36.3 36.6 26.9 275 25.8 (25.3) 35.9
active 1972 34.0 40.9 36.7 36.9 (26.0) 27.1 26.6 (25.9) 36.3
population 1973 345 41.2 36.9 36.9 (26.0) 27.8 26.9 . 37.2
Married women 1966 . . (52.1) 50.1 8.9 50.5 375 (28.3) 56.6
as a percentage 1970 63.5 61.6 50.0 57.6 . 51.1 46.6 (28.6) 619
of female 1971 64.2 65.6 60.3 58.6 13.5 53.3 45.5 (28.9) 62.4
population 1972 . . . . . . . . ;

1973 65.8 62.0 59.6 13.5 514 43.5 67.2
Source : Statistical Office of the European Communities.

Note : Figures in brackets : estimations
data non available.
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The service sector absorbs 50 9% to
70 9% of working women, according to
country. Over one-half of all female
employees are employed in three out
of the EEC average of 27 main indus-
trial orders: the distributive trades,
professional and scientific services
(including teaching and nursing) and
miscellaneous services (catering, laun-
dries etc.). In terms of occupations,
the concentration is even more strik-
ing; nearly three-quarters of the female
workforce come under the headings of
‘clerical workers’, service, sports and
recreation workers’, ‘professional, tech-
nical workers and artists’ and °‘sales
workers’ while the males are much
more easily spread among these and
the twenty-odd other occupational
orders. For women who work part-
time, the same in true only more so,
and if a finer level of analysis is used,
the same clustering of women in a
small number of industrial or occup-
ational sub-headings is found.

A 1972 analysis in Great Britain of
jobs entered by young people aged
15-17 years and, for the relatively
small numbers of girls who enter
apprenticeships, an analysis of the
trades they enter, showed that nearly
80 9% of girl apprentices chose hair-
dressing and manicure. Notably,
among more highly qualified women,
the same phenomenon is to be observ-
ed. For example, the General House-
hold Survey (UK) found that 92 9 of
working women holding at least a first
degree or its equivalent were to be
found in distribution, services including
health and education and public
administration.  The corresponding
figure for men was 62 %. In general
then it can be said that the membership
of professional associations, social
work, the professions subsidiary to
medicine and librarianship are predo-
minantly feminine fields, that market
research, medicine, pharmacology, psy-
chology and public relations have a fair
proportion of qualified women among
their practitioners, and that women
are conspicuous by their absence
among engineers, accountants, char-
tered secretaries, chemists, estate agents
and surveyors, physicists, architects,
and industrial artists.

The number of women employed in
agriculture now represents only a small
percentage of the female labour force,
ranging from 4 9% in the Netherlands
to just over 20 % in Denmark and
Italy, while the manufacturing industry
employs a fairly constant proportion

ranging from 20 % to 30 % depending
on the degree of industrialization of the
region concerned, the type of industry
and the attitude of employers and
male workers to the employment of
women (see below).

II - Social and economic factors
influential to the growth of the
female labour force

In order to gain an overall view of the
situation of women earning wages in
the Community today, it is necessary
to take into account the social and
economic developments which have
been taking place since the end of the
Second World War, and led to both
a fundamental change in the position
of women and to a rapid increase in
the size of the female labour force.
This has in turn resulted in the
emergence of problems in the fields of
women’s education and training, job
access and family responsibilities,
which are now common to all Member
States.

One influential factor in the change in
the position of women is the expansion
and diversification of - the labour
market throughout the Community.
Not only are more workers required,
but the demand for women workers
has grown at a faster rate than the
expansion of the labour market as a
whole. This is due to the fact that
urbanization is taking place at ever
increasing rates. Service industries
(including the public sector), employ-
ing the majority of women, have
expanded more rapidly than manu-
facturing industries, while the impor-
tance of agriculture has continued to
decline. Moreover, the demand for
women workers has expanded along-
side a rapid expansion of supply, again
caused by a variety of social and
economic developments.

Experience so far has shown that the
willingness of married women to
engage in gainful activity outside the
home depends in individual cases on
varied factors, both material and
psychological. These include the
number of children, their ages and the
availability of establishments for look-
ing after children, the financial
situation, including old-age insurance
(on the basis of the husband’s or
wife’s own contributions), household
demands and location of place of work

and transport facilities, as well as the
level of education of the women
concerned.

Since access to the labour market
depends on being able to offer the
skills and knowledge which are in
demand, the wider educational oppor-
tunities open to women in the last-
twenty-five years have been both cause
and effect of their progressive eman-
cipation. In all Member States this
expansion of education opportunities
has given women a higher level of
qualifications than in the past and
thereby access to better jobs with
greater inherent interest, higher social
recognition and prestige. Women are
becoming less willing to forgo the
stimulation which a profession or work
in the community can bring, and
increasingly tend to regard work as a
means of personal development. Thus
they are reluctant to stop work on a
permanent or temporary basis when
they marry or have their first child.

The growing activity rate of women
has also been both cause and effect
of the rising standard of living.
Because women can now provide a
second income, a family can afford
consumer durables, such as washing
machines, cars, television sets etc.

Since these are often paid for by
instalments, they impose a burden on
the family budget, making it desirable
to secure this second income. More-
over, the increase in labour-saving
devices in the home, combined with
the development of convenience foods,
have profoundly changed the pattern
of housekeeping. The smaller, ration-
alized household of today no longer
absorbs women in every case, and
housekeeping is now no longer a full-
time vocation in itself requiring a high
level of skill acquired only by women.
Most household jobs can be done by
men as well as women, thus facilitating
the sharing of tasks between members
of the family and easing the burden
of domestic duties which women have,
in the past, had to bear alone.

Just as conditions in the home have
changed so have conditions of work.
Much of the growth in the proportion
of married women in the labour force
is due to the expansion of part-time
work and of work permitting more
flexible working hours, which makes it
easier for those women who benefit
from such arrangements to combine
work outside the home with their
family responsibilities. At the same
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time the number of day institutions
for children and arrangements for day
nurseries have been growing steadily.
The increase in the number and
proportion of married women in the
workforce has in fact been accompanied
by an increase in the number and
proportion of working mothers. In
the Federal Republic of Germany, for
example, more than a quarter of the
economically active women have at
least one child under 15 years of age.
In France, in 1968, among mothers
aged under 35, 51 % of those with one
child were at work, 27 9% of those
with two children and 12 9 of those
with three. This increased availability
of married women for work is largely
due to the changes in the pattern of
family formation. The widespread
acceptance of the practice of family
planning now enables couples to decide
when to have children and how large
their families should be. In most
countries young people are getting
married earlier and tend to have a
limited number of children in the
earlier years of their marriage, so that
the modern married woman who is
over thirty-five is much less likely to
have a child under 5 to look after than
her predecessor 45 years earliers.
Moreover, the break for bringing up
children, which used to last fifteen
years is getting shorter and shorter.
For example, it is calculated on aver-
age to be about 8 years in most
Member States, and as little as three
years in Germany, with the result that
the wife is now completing her child-
rearing role whilst still young enough
to work outside the home.

Other demographic changes have
affected the potential length of
women’s working lives. At the turn
of the century, a women’s expectation
of life at birth was 52 years; by
1973 this had increased to 75 years.
Furthermore, the prospect of being
continuously available for employment
over a period of twenty or thirty
years is now the normal pattern and
no longer the rarity it was, say, be-
tween the wars.

Changes in activity rates show that the
increased potential to undertake paid
work that has resulted in part from the
demographic changes mentioned above
has been most marked among older
married women. Whereas in 1931
the older married women in employ-
ment was a comparative rarity, it is
now normal for married women to
work and withdrawal from the labour
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market and return to it is the general
pattern. The theory of a three-phase
life for women—initial period of work
before marriage and up to the birth
of the first or second child, with-
drawal from employment until the last
child has grown up, and return to
employment until the normal age of
retirement—can now be contested on
the basis of facts brought out in the
studies of the pattern of women’s work
and home life. The three-phase cycle
is one of many, and it is now
appropriate to concentrate social policy
and services governing the training and
employment of women on the needs
of those who have virtually uninter-
rupted work experience and careers,
either because they have to go on
working or because they choose to do
so. It is also necessary to make
flexible and adequate provision for
reintegrating women of all ages and at
all stages into economic life if for some
reason or another they have dropped
out for a shorter or longer period.

III - Women in the economic sector

Access to employment

The Commission recognizes the need
for equal opportunity for women in
training and employment, and this is
determined, among other factors, by
the opening of access to a wider range
of jobs. In many countries industrial
and social history has left a heritage
of protective legislation applying to
women only and this legislation,
however well intended, has sometimes
led to discrimination against them as
workers.

Protective legislation
for women only

The prohibition of underground work
for women is the most common form
of protective legislation applying to
women only. In some countries the
prohibition is inflexible while in others
there are exceptions for those employ-
ed in health or welfare services, and
for women who may have to be
underground during a course of train-
ing, or occasionally in the performance
of a non-manual occupation. Most
member countries also specify a series
of other occupations from which
women are barred on the grounds that

the work is dangerous or unhealthy for
them (such as in the armed forces) or
of an immoral nature (for example,
night work in industry). In many
cases physical strength or stamina was
a primary factor in the prohibitions
and restrictions (such as in the steel
industry). In France, moreover, a
specific limit on weights to be lifted is
given for female work. France is also
the only place where certain civil
service posts are closed to women.

In other cases health protection from
the standpoint of a woman’s repro-
ductive function was a factor; in still
other cases there seems to have been
a notion of protecting women from
work regarded as ‘unpleasant’ and
‘unsuitable for women’. Many count-
ries have also placed restrictions on
women workers’ hours of work and
overtime, and while the intention in
the past has been to protect women
from overwork, the practical effect has
been in many places to limit their
employment opportunities and their
incomes.

The area of work actually unsuitable
for women in all these categories has
contracted over the years. For
example, even in heavy engineering,
automation enables a woman to
operate heavy machinery as easily as
a man. Although women are still
barred from combat duties in the
armed forces of most Member States,
they take an increasing part in
analogous duties, such as those of the
police. Moreover, in most countries
adult women are no longer anxious to
be subjected to external protection
against moral  danger. Another
interesting factor to note is that in
those areas of activity which have
traditionally been the preserve of
women, the arduous or dangerous
nature of the work has not been
regarded as a reason for prohibiting
them from undertaking it. The danger
to health incurred by nurses is one
example; the arduous work done by
women office cleaners at ‘unsocial’
hours is another. There seem there-
fore to be no valid social arguments
against the opening of all but very
few types of work equally to men and
women, although exceptions might
continue to include active military
services, posts involving activities such
as personal search (as for customs
evasion) and posts confined to one sex
on religious grounds.

The most controversial area, however,
as regards protective legislation apply-




ing to women only, is the restriction
or prohibition of night work for
women. A study carried out by the
International Labour Office in 1973 [2]
concluded that (“ere were three
distinct schools of thought among
governments and in employers’ and
workers’ circles about leaving women
to choose for themselves, as respons-
ible adults, whether or not to
undertake night work. One favoured
a general removal of restrictions on
the employment of women at night,
another was for a more limited
relaxation of existing restrictions and
greater flexibility in national laws and
practice, and the third favoured
general regulation of night work for
men and women alike as a means of
safeguarding the health of all workers
and of promoting the welfare of the
family as a whole.

In the Federal Republic of Germany
the 1972 report of the Federal Govern-
ment [2] on measures to improve the
situation of women noted that many
restrictions on the employment of
women were largely outdated, and that
protection meant exclusion, inter-
ference with women’s freedom of
decision and a consequential narrow-
ing of their employment opportunities.
The report recommended that women
be protected effectively on occupation-
al/medical grounds, but that all those
prohibitions and limitations which have
lost their purpose and which restrict
women’s opportunities should gradually
be removed. A certain amount of
action has already been taken in this
direction. In Sweden and Denmark
regulations have in fact been adopted
on night work that apply equally well
to men and women and that forbid
night work in principle except in
specific cases.

In conclusion then it can be said that
the main task in the issue of protective
legislation (other than maternity pro-
tection) should be to keep such
legislation under continuous review in
the light of up-to-date scientific and
technical knowledge and to revise,
supplement and extend to all workers
or repeal such legislation, according to
national needs and circumstances.

Unemployment

Economic factors are also of basic
importance in determining the extent
of the employment opportunities

available to women. Although the
national economic situation and trends
determine the structure and climate
within which both men and women
seek and find work, at a time of
growing unemployment and under-
employment, women are seen as a
threat to men, and it is then very
difficult to ensure their right to work
on a footing of equality. Even before
the current recession began, over 50 %
of women in the workforce were
registered as unemployed (see Table 2).

The data collected by the Commission
of the European Communities during
the drawing up of the Report on the
Development of the Social Situation in
the Community in 1973 indicates a
growth of female unemployment and,
by comparison, a decline in male un-
employment. In 1973, for at least
part of the year, figures indicate a
rigorous growth in the labour market.
However, the improvement of the
employment situation benefited pri-
marily the male labour force and
it is therefore the structural aspect of
female unemployment which needs to
be reviewed. However, the majority
of unemployed women are unqualified,
and often their basic training is so
weak, especially for the oldest, that
it does not allow the provision of
professional training to improve their
job opportunities (see below).

Despite the sheer numerical importance
of women to the economy, the fact of
their being potential wives and
mothers has also worked against their
consideration as serious, full-time parti-
cipants in economic and other spheres
of life. Very little has in fact been
done in any of the countries of the
Community to ease the burden of the
dual role of women who work outside
the home. Women with family
responsibilities are regarded with
suspicion as potential absentees, an
attitude which coincides with their
actual position as a pool of casual
labour, often subject to arbitrary dis-
missal. There is also the phenomenon
of ‘hidden unemployment’. Many
women simply withdraw from the
labour force when they lose their jobs
or in times of job scarcity and do not
re-enter the labour market [13]. These
facts illustrate among other things
women’s own views of their supple-
mentary function as members of the
workforce. In Italy, where equal pay
was implemented sooner than else-
where, this seems to have had the
effect of one million women withdraw-

ing from a labour market with an
already small women’s workforce
(27 %). In the absence of legislation
against discrimination in employment
there is a danger that the habitual
preference for preserving men’s jobs
could assert itself in all Community
countries. (This attitude was deeply
demonstrated during the 1930s depres-
sion when in almost all European
countries women were discouraged or
barred, sometimes by law, from pursu-
ing education and employment.)

Earnings

The division of work into ‘men’s’ and
‘women’s’ leads to the position in
which women’s work is apt to be
regarded as of less value than that of
men, and therefore is less well paid.
Other factors involved in the question
of earnings include long-standing public
indifference to equal pay as an issue
in the integration of women in
economic life, the reluctance of women
to make their claims for fear of
jeopardizing their employment oppor-
tunities, the lack of adequate factual
information about the actual im-
plementation of equal pay in different
sectors, and persisting  attitudes
towards the employment of women
(see below). The International Con-
ference of Equal Pay organized by
the International Confederation of
Free Trade Unions (Brussels - October
1972) issued a statement outlining a
number of constructive steps for
achieving equal pay, and stressed the
important role of the trade unions in
this area and the variety of means
available to them to take action at all
levels. Furthermore, Article 119 of
the Treaty of Rome contains a propos-
al for a Council Directive on the
approximation of the laws of Member
States concerning the application of
the principle of equal pay for men and
women workers. This principle implies
the elimination of all discrimination in
payment based on sex, for the same
work or for work of the same value.

A major obstacle to achieving equal
pay, however, is the technical difficulty
of job classification, comparison and
evaluation. In the Federal Republic of
Germany, for example, this problem
has been acute and a special inquiry
is being made into job evaluation and
classification, the results of which will
be submitted to Parliament and to
employers’ and workers’ organizations.
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Table 2

Unemployment among women : annual average 1966 and 1970-73

Year Belgium | Denmark | France Gegﬁe)my Ireland Ttaly 11;1(;(151{2 l\ﬁ;h;sr- é{glgtggm
Registered 1966 61.5 18.3 147.1 161.1 52.2 11153 0 429 360.0
unemployment 1970 71.3 239 262.1 148.8 65.3 887.6 0 445 618.0
Total 1971 70.9 30.0 338.2 185.1 62.4 1038.1 0 62.0 799.1
(in thousands) 1972 86.8 29.9 383.5 246.4 72.0 1.047.8 0 107.9 885.5
1973 91.7 20.1 394.1 2735 66.6 1004.9 0 109.9 630.3
Registered 1966 18.2 241 55.3 44.5 8.6 303.4 0 5.0 79.7
female 1970 289 43 116.3 55.9 11.0 267.6 0 8.1 95.1
unemployment 1971 285 5.3 150.0 84.3 12.2 332.7 0 115 128.1
(in thousands) 1972 35.0 52 175.8 105.8 13.2 3422 0 17.4 149.9
1973 43.1 43 200.5 123.6 12.0 341.8 0 215 107.4
Women as 1966 29.6 115 37.6 27.6 16.5 27.2 0 11.7 22.0
a percentage 1970 40.5 18.0 444 37.6 16.8 30.1 0 18.2 154
of total 1971 40.2 17.7 44.4 45.5 19.6 32.0 0 18.5 16.0
unemployment 1972 40.3 17.4 45.8 429 18.3 32.7 0 16.1 16.9
1973 47.0 214 50.9 45.2 18.0 34.0 0 19.6 17.0

Source : Table drawn up on the basis of available data published by the competent national offices.

Even where some grading system for
wage purposes has been adopted and
separate grades for men and women
have been eliminated, the trade unions
complain that women tend automatic-
ally to be placed in the lowest grade,
or in a special (also badly paid) grade
for light work. A related difficulty is
the interpretation of equal pay for
work of equal value especially in
occupations in which women predo-
minate. The concept of work of equal
value’ conveys a notion of equivalence
in terms not only of identity of task
and job content but also of such
factors as skill, effort and responsibility.
The persistent tendency to underrate
the work done by women and the
occupations and jobs in which they
are employed contrive to stand in the
way of any objective appraisal of their
skills.

However important it may be to
achieve equal pay for equal work this
is only one aspect of the broader
question of women’s wages. Their
chief characteristic almost everywhere
is their low level as compared with
those of men (see Table 3). While
failure to apply the principle of equal
pay fully and fairly may be an element
in this situation, it is not the only
factor: others include the heavy
concentration of women in badly paid
industries and  occupations  (see
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above), the handicaps imposed on
them by society as a result of their
multiple responsibilities and discrimina-
tion in employment. Moreover,
women tend to work shorter hours
than men and fewer bonus hours (e.g.
at night or on Sundays or holidays).

Table 3

Differences between men’s and
women’s wages in all manufacturing
industries

(Average women’s earnings
as a percentage of men’s)

Country 1963 1972 1963-72
Belgium 1 60.3 644 | + 41
Denmark 68.6 779 + 93
Germany (FR) 68.7 70.7 + 20
Ireland 572 57.2 0
Sweden 72.1 83.2 + 111
Switzerland 62.7 64.7 + 20
Unit. Kingdom 57.2 59.3 + 21

1 Based on daily earnings. Figures for all other

countries based on average hourly earnings.
Source : ILO : Yearbook of Labour Statistics,
1973.

Further, where wages are determined
with regard to length of service,
women’s generally lower seniority may
be an additional factor.

The only ways to lessen or remove
these differentials between men and
women’s earnings are changes in the
structure and character of women’s
education, training and employment,
aimed at overcoming the sex-roles
attributed to women in the world of
work.

IV - Education, vocational
guidance and training

It has been widely recognized that a
key to the promotion of equality of
opportunity for women in employment
is the shape and content of the initial
education, guidance and training.
However, there has been much
speculation in recent years as to how
far imbalances in the structure and
level of women’s employment can be
traced to deficiencies in their educa-
tion guidance and training, and how
far the education, guidance and train-
ing of girls is conditioned by the
employment prospects likely to be
available to them.




Education

There is no doubt that girls and
women are at a disadvantage as regards
education. The statistics issued by
UNESCO show this clearly (see Table
4). In most countries girls still tend
to drop out of school and university
earlier than boys. Where parents have
to make a choice between investing in
the education of a girl or that of a
boy, the preference is likely to go to
the boy. Moreover, an elder daughter
is often needed at home to look after
younger children. Even where there
is a satisfactory percentage of enrol-
ment of girls as compared with boys
at secondary levels, there is often
discrimination against girls in the
nature and content of the education
provided and the options offered.
Although it is now much more widely
recognized than, say, ten years ago
that the aim should be to provide the
same or very similar education for boys
and girls, with an identical curriculum
at all levels of the educational system,
girls’ actual choices of optional sub-
jects and study lines remain dominated
by conventional attitudes.

Table 4

Estimated female enrolment by level
of education
in the developed countries

Percentage of girls in total enrolment

Ist 2nd 3rd

Total Ie\s/el lélvel lcrvel
1950 47 48 47 34
1960 48 49 48 36
1970 48 49 49 40

Source :
Unesco . Statistical Yearbook 1972. Table 2.3.

Education is classified by level as fol-
lows: education at the first level, of which
the main function is to provide basic
instruction in the tools of learning, educ-
ation at the 2nd level, based upon at
least four years previous instruction at
the first level, and providing general and
specialized instruction or both, and
education at the third level which requires
as a minimum condition of admission, the
successful completion of education at the
2nd level, or evidence of the attainment
of an equivalent level of knowledge.

Formal segregation traditionally begins
at school. Although mixed schooling
is now coming to be more widely
accepted in Member States, one of the
main problems in providing equal
educational opportunities for girls is
the practice of regarding some subjects
as more suitable for boys and others
as more suitable for girls. Girls are
persistently attracted to certain bran-
ches of education while neglecting
others. For example, they show a
marked preference for general aca-
demic work rather than vocationally
orientated courses at the secondary
level and for the arts and humanities
rather than science, mathematics and
technology at all post primary levels.
These preferences seem to be very
deeply rooted and to influence
considerably the further training and
employment horizons of women. A
recent Danish study of schoolchildren
illustrates this attitudinal situation [2].
The influence of the school tends to
be reinforced by attitudes in the home
and in the community at large, and the
problem is compounded by fixed
notions and concepts about the
respective roles of men and women in
society. Traditional views about the
primary role and position of women
as wives and mothers are passed on
from one generation to another through
the socio-cultural milieu which is
essentially conservative. The spread of
co-education has however been a
powerful factor in promoting equal
education for girls, although even in
coeducational systems there are still
streams and options which place girls
at a disadvantage by encouraging
them to take up so called ‘girls’
subjects. The education of boys and
girls together appears on the whole to
be a recent development. Many
countries regard coeducation as an
effectives method of adapting to new
patterns of behaviour, thus facilitating
the integration of both sexes into
modern society. The factors tending
towards the expansion of coeducation
seem therefore also to combine to
increase the access of women to
education. A questionnaire sent by
the Commission of the FEuropean
Communities to all Member States has
revealed that the only countries which
do not in fact have a general policy of
coeducation are Italy and Ireland.
Ireland is the only country where
mixed schooling is neither allowed, nor
practised, and in Italy while mixed
schooling is allowed, it is not in fact
practised. In Luxembourg mixed school-

ing is not allowed in the seventh or
eighth grade.

Vocational guidance

The combination of the influence of
home environment and school often
limits the range of courses open to
girls when they leave school and their
generally restricted range of qualifica-
tions and - expectations influence the
vocational guidance given them, often
by advisers who have been conditioned
by similarly restricted backgrounds.
Experience suggests that girls can be
helped only if the guidance provided
dispels, in many respects, the myths
concerning women’s role and potential
in society and work life and helps to
overcome the effects of prejudice and
tradition. It should also aim to correct
the narrow image of their future work
lives which many girls tend to form.
Brought up with the idea that their
principal, if not exclusive, role in life
is to be a wife, mother and home-
maker, girls often tend to overlook
the fact that, for reasons mentioned
above, the outlook and pattern of
women’s employment and life-style is
changing. Girls are often torn by
conflicting considerations in thinking
about their future role. They need
guidance which will help them resolve
these contradictions in a realistic
manner consistent with the role they
will be called upon to play both at
home and at work, and not patterned
on an image of their role which is no
longer consistent with the facts. The
whole concept of guidance must be
expanded so that girls receive the
necessary help and advice on a
continuous basis. A second aim of
guidance should be to point out that
the traditional occupations commonly
considered suitable for women tend not
only to be the least well-paid, but, as
mentioned earlier, have also often been
changed out of all recognition by
technological advances.

This is important, since the majority of
girls still choose to prepare for entry
into ‘women’s occupations’. Some of
these—such as teaching and nursing—
exert a natural attraction, but in other
cases the attraction is purely an out-
worn tradition, no longer valid in
terms of employment opportunities and
prospects. Even in the case of
science—chemistry or applied biology
—Dboys tend to go in for manufactur-
ing and girls for laboratory work as
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assistants and no further (see Table 5).
A third objective of guidance should
be not simply to help keep girls away
from overcrowded traditional trades,
but to make them aware of the new
possibilities offered by technology and
scientific progress, which are equally
available to women and men provided
that the former receive the necessary
preparation.

This becomes particularly important
when economic development is
accompanied by a decline in employ-
ment in areas in which women have
traditionally played an important part
—agriculture, textiles and small shops
and industries. A fourth and related
objective of guidance is simply to call
to the attention of girls occupations in
which women have not usually been
employed.

Many Member States do now have
public vocational guidance services or
centres which provide guidance of
varying degrees of sophistication to
boys and girls seeking advice at or
near the time of Ileaving school.
However, counsellors staffing these
services and centres have often been
criticized for offering conservative
occupational advice to girls and for not
encouraging them to venture into new
sectors. Nowhere do there exist
vocational guidance services solely for
women. The exception here can
however be found in England which
has set up the National Advisory
Centre on Careers for Women, an
independent non-profit-making organ-
ization.

Campaigns of public information and
education linked with guidance and
counselling can sometimes help to
bring girls and women into new
occupations and levels of responsibility
and to break down the ‘for women
only’, ‘for men only’ signs, However,
there still remains the problem, dealt
with later in this study, that after
training for a new field girls may not
be able to find employment in it
because of prejudiced attitudes or
restrictive legislation.

Vocational training

One area which requires a radical
change in attitudes and which therefore
cannot be solved purely in organization-
al terms is the vocational training
need of women. This need stems
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from the fact that so many women
retire temporarily from the labour
force to have and bring up young
families, and then suffer a loss of
confidence in their former skills. 1f
they are not given the facilities to
prepare themselves for a return to
work they may be deterred from
returning altogether. Women in this
category do not generally require
extensive training and often a short
re-introduction to the job will be
sufficient to restore old skills and boost
confidence. Even so, the majority of
employers do not provide refresher
training. However, noteworthy excep-
tions include the health services which
employ large numbers of women as
nurses, midwives and doctors. Many
hospitals in the United Kingdom
provide courses for women returning
to nursing and there are some schemes
for keeping women doctors with
domestic  responsibilities  up-to-date
and in touch with their profession
during periods of absence from work.
Refresher courses are also available for
teachers, but a United Kingdom study
has found that while 93 9 of teachers
returning to the profession considered
such a course as essential or necessary,
very few have in fact attended one.
These figures are reflected throughout
the Member States. The 1973 Office
of Population Censuses and Surveys
(OPCS) (UK)[6] showed that only
about a third of employers have a
positive approach to the employment
of women returning to work and that
even a smaller proportion offered
refresher training, a percentage which
is reflected throughout the Member
States with the exception of Denmark,
where a positive approach to the
employment and training of women is
far more marked. It is suggested that
if opportunities to prepare for return
to work were more easily available
over a wider range of jobs it would
result in more women being attracted
to train for them when young. Such
evidence as is available suggests that
there is also a need for training
facilities for women who, having given
up work for domestic reasons wish to
return to some other kind of work to
that on which they were previously
employed.

The relationship between the measured
ability of boys and girls on the one
hand, was one of the topics included
in a study carried out by the Medical
Research Council Unit (at the London
School of Economics - UK)[12] as
part of the National Survey of Health

and Development. The main object
of the study was to investigate
vocational training and education for
young school-leavers and the result was
that the girls in each of the five ability
groups used were less likely to have
had some training than boys (see
Table 6).

It is now generally recognized that, if
women are to progress in their chosen
career, the need for leave from work
for further education and training
purposes is an important factor.
However, the double responsibilities of
women at work and in the home make
it difficult to sustain a third call on
their time. Also, in spite of the fact
that women do now benefit from
generally applicable provisions, such
as the Belgian law of April 1973,
providing for the granting of ‘credit
hours’ to workers in order to develop
their careers, it is now appropriate, in
view of the tendency of women to
underrate their chances of promotion,
to lay special emphasis on the
use of educational leave by women
workers [28]. An examination of the
use made by women at present of
continuous vocational training has
revealed that the beneficiaries are
young women with few family respons-
ibilities or unmarried women, and that
they seem to prefer general educational
courses which can be followed at
home (televised studies) and courses for
which regular attendance is not
necessary (such as social advance-
ment courses). Only a very small
number of women follow courses
which are held during the day, whether
full or part-time. The Commission of
the European Communities has been
undertaking a study of the provisions
for educational leave in the Member
States [28], and wishes to see these
provisions extended, suggesting that the
new European Centre for Vocational
Training could do some work on the
specific needs of women with families.

The possibilities for vocational training
for women at present vary from
country to country. Although in
principle these facilities do exist, in
Ireland, employers look more favour-
ably on the admission of men, and in
the Netherlands, the possibilities in this
field are fairly limited. In Germany
the position of women as regards these
courses is the object of special attention
in the law on promotion. Vocational
training centres solely for women are
at present non-existent; however pilot
projects are underway in Luxembourg,



Table 5

Class of employment entered by young persons aged 15-17 in 1972,
Great Britain

Boys Girls
Class of employment entered
thousands % thousands %

Apprenticeship to skilled occupation 100.2 38.7 18.0 7.9
Employment leading to professional
qualification 34 1.3 3.9 17
Clerical employment 184 71 78.3 34.3
Employment with planned training
(apart from induction training) not
covered above 42.6 16.5 40,5 17.7
Other employment 94.3 36.4 875 383

Total 258.9 100 228.2 99.9

Source : Returns from Careers Offices, see Department of Employment Gazette, May 1973

Table 6
Girls aged 15-17 entering apprenticeships to skilled occupations in 1972,
Great Britain
Number | Cirl, 25 pereentageof o

All manufacturing industries 814 2.5
Distributive industry 804 12.1
Insurance, banking, finance and
business services 68 14.9
Professional and scientific services 1137 42.6
Miscellaneous services of which : 14 654 47.8
Hairdressing and manicure (13 989) (94.0)
Other industries 520 1.2

Total 17 997 15.2

Source : Returns from Careers Offices, see Department of Employment Gazette, May 1973

the Netherlands and the United King-
dom (see article by Mrs King for the
position in Germany).

V - Attitudes and behaviour

The question of vocational training
opportunities for women leads on to

the fundamental problem involved in
a reassessment of the needs of women
in the labour force — the problem
touched on above of deep-seated
attitudinal discrimination against
women on the part of employers,
society as a whole and even women
themselves.

The influence of social forces -
Tradition

To some extent sex differentiation in
employment can be the consequence
of habit and tradition rather than a
conscious rationalization about dif-
ferences in behaviour or qualities be-
tween the sexes. Traditional attitudes,
established over many years and just-
ified on a number of different grounds,
can play a large part in determining
the choices made by the employer and
employee. The Danish professor
Harriet Holter has pointed out that the
assignment ‘by sex’ of a number of
tasks considered necessary for the well-
being and continuity of the individual
family, community and indeed the
total society is a feature of every
known society’. [4] However, it is
maintained and reinforced by most
institutions with which the individual
comes into contact, and traditional
views about employment and occupa-
tional differences are entwined with
traditional views on other matters such
as education, roles and responsibilities
within the family, financial arrange-
ments within the family in such a way
that cause and effect cannot easily
be disentangled. It may be convenient
for the purposes of this study to regard
the social forces at work here collective-
ly as a major factor in accounting for
the existence of strongly held views
about occupational differences.

During the Second World War, women
were employed in a range of jobs
normally associated with men and
largely in the engineering industry.
However, although their ability to
train for and perform these jobs was
proved beyond doubt, after the war-
time need had passed women did not
on the whole remain in these jobs and
normal family patterns of living and
traditional attitudes to work were able
to reassert themselves. Even if they
wished to stay, women were left in
no doubt by the men who were return-
ing that their continued presence
would not be welcomed in areas of
employment traditionally associated
with men. In the EEC today there
are definite ideas about which jobs
belong to men and which to women
[12].  Interchange of ‘men’s’ and
‘women’s’ jobs has not been consider-
ed, either because tradition has been
too great an obstacle, or because the
work or environment was simply
considered unsuitable for the other
sex.
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Employers’ attitudes and behaviour

While it is difficult to assess the degree
to which employers’ attitudes determine
the limited range of occupations avail-
able to women, such studies as have
been carried out show the choice
of jobs offered to women to be narrow.
The °‘men only’ vacancies advertised
offer a far wider variety of occupations
with much greater emphasis on skilled
work. Many employers discount
women from a wide range of jobs
either by excluding them from consider-
ation in the first place, or by
preferring a man to an equally qualified
woman. These preferences are to a
large extent conscious and acknow-
ledged, reflecting opinions generally
held among society, but they may
also operate unconsciously.

The labelling of jobs as ‘men’s work’
or ‘women’s work’ leads to recruitment
based on sex rather than capacity.
It creates a situation in which work
traditionally done by men commands
higher pay and prestige, while that
traditionally done by women is accord-
ed lower pay and prestige and
consequently under-valued. Moreover,
such labelling is too often based on
unproven and unquestioned assump-
tions about women’s capacities and
inclinations and on prejudices held both
by men and by women themselves.
It is well established that women’s
share of the more senior and skilled
jobs in almost all sectors of employ-
ment is small, and that the further
up the scale one goes, the smaller is
this share. The question as to what
extent this is due to employers making
distinctions between the sexes which
affect recruitment, selection and promo-
tion decisions is a difficult one to
answer with any accuracy because it
depends on decision-making processes
in which the determining factors are
not necessarily revealed through statis-
tics or overt signs such as the
wording of an advertisement.

Job restriction, however, can also result
from tradition rather than conscious
policy decisions. Where such attitudes
are thought by emplovers to be shared
by the population at large, overt signs
of sex preference are not necessarily
apparent. However, examination of
recruitment advertising, and replies to
surveys conducted throughout the EEC
have revealed a part of the picture.
Evidence of how far the consideration
of a person’s sex affects a recruitment
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or promotion decision has been sought;
for example, evidence of ‘exclusion’ of
all members of one sex from a job
(which can be ascertained from recruit-
ment literature as well as surveys)
and preference for one sex over the
other. Evidence for the latter is more
difficult to find, because it may not so
easily be reflected in overt behaviour,
although attitudinal surveys do give
some indication. Sometimes, even
where jobs are open to either sex,
employers may still prefer to recruit
or promote one sex in preference to
the other, although clear evidence of
this is more difficult to find and many
employers may not even realize them-
selves that they have such preferences.
It is not certain that these sex prefer-
ences would in fact be exercised,
because men or women are likely to
fail in a job application because of
their sex and irrespective of their
qualifications. Nevertheless, there are
some examples to be found of
changes deliberately brought about
by employers, who offer women wider
opportunities.

The determination of access to employ-
ment, however, is not only a matter
of employers. Employment agencies
may also discriminate in offering
vacancies or in selecting candidates for
submission to prospective employers.
Professional associations and trade
unions, by means of controlling the
membership of closed professions or
of ‘closed shops’ in a firm or industry,
may influence a person’s chances of
gaining employment. Again, the
exercise of certain activities requiring
public control is dependent upon the
possession of a licence issued by public
authorities which may discriminate on
the grounds of sex. If access to
employment is to be open, discrimina-
tion on account of sex or marital
status on the part of such agencies,
organizations or authorities needs to
be prohibited.

Access to promotion

Equality of opportunity within a
career is as important as access to a
career. The fact that the proportion
of women at the upper levels of almost
any sector of the labour market is
much smaller than the total number
of women in that sector would warrant
is due not only to sex, but more often
to the marital and family circumstances
of the woman. Employers have thus

to be encouraged to take these circum-
stances into account in -their staff
development policies and the design
of their staffing structures, so as to
be able to give genuine equality of
opportunity to all applicants and
employees on the basis of individual
merit alone.

Women’s performance at work

One argument for not employing
women at all or preferring men
concerns the relative value to the

employer of a woman as a human
resource. Compared to men, it is
commonly thought that women are
likely to have higher rates of turn-
over and absence largely because of
their other roles outside the workplace.
Although statistically there is little
difference in performance between the
two sexes, many employers believe that
men in general are better than women
on absence behaviour and staying with
one firm. Beliefs such as these about
women’s performance at work, often
implicitly resting on ideas about the
effects of women’s domestic respons-
ibility, may influence industry’s views
on the wisdom of offering to women
the same training, leave, job or
promotion opportunities as it offers to
men, because of the high training
investment in relation to the subsequent
length of time spent with the company,
the absentee rate etc. and the increased
likelihood that women will leave for
domestic reasons. Facts about general
performance at work provide some
material for attempting to evaluate
some of the beliefs about the relative
merits to the employer of men and
women. However, it is important to
remember that the differences between
men and women as regards turnover
and absence from work are the results
of many influences, and that because
they differ on many characteristics
jobs, industries, earnings) it is difficult
to be sure that like is compared with
like. Considerable differences exist
in the turnover rate between different
occupational groups, and among people
of different ages. If the most
monotonous, low-paid and low-status
jobs are those which show the highest
absente rates, and if those jobs are
filled mostly by women, the facts will
be reflected in absence rates aggregat-
ed by sex. At management level,
any mobility that is attributed to
women must be compared with the
behaviour of men, and in junior man-




agement at least men are increasingly
regarding the first job or jobs as a
stepping stone to further jobs.

Surveys conducted by the Department
of Employment (UK) [12] confirm that
labour turnover is higher among
females than among males, and that
family reasons in explaining labour
turnover among female workers are
of undoubted significance. The
General Household Survey of 1971 [12]
showed that 359 of unemployed
female workers said they had left their
last job for domestic reasons. Perhaps
more significant is the fact that the
same reasons can also be shown to
affect the economic position of married
women graduates. A UK survey [14]
of women who graduated in 1960
found that six years later only 429,
of the married women were in paid
employment. Among those who gave
reasons for not working, 549 of those
without children were pregnant. How-
ever, there is a clear correlation between
the education and training of women
and their participation in economic
activity The conclusion of the survey
was that, in general, the higher the
level of education the greater the
woman’s commitment to the work-
force, whether with or without short
interruptions  for childbearing and
rearing. There is no such direct link
between the level of education and
economic activity of men. The New
Earnings Survey (UK)[12] provides
information about the proportion of
employees in the sample who were
reported by their employers to have
lost pay as a result of absence during
the survey payperiod.

With absence as with turnover, the
observed rates result from many
factors, but females tend to be absent
sick for shorter periods on average
than males. R. M. Jones, in an earlier
Manpower Paper ‘Absenteeism’ (UK)
[7]. comments on the widely accepted
‘law’ that ‘women are absent more
frequently and more in total than
men’, that ‘female workers are usually
to be found in monotonous, low-status,
low-paid employment’ and that ‘when
women are doing the same work as
men, and when this work is of relative-
ly high status, their absence perform-
ance is comparable with that of the
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men-.

To summarize the above, the argument
of some employers is that women’s
responsibilities for home and children
result in high turnover and absence.

On absence however, the evidence
shows little difference between men
and women generally.

Turnover rates for women are higher
on aggregate but must be attributed in
large measure to their need to depart
from the work scene to have children
and care for them: the older woman
stays with her employer for longer
periods. Moreover, it can generally
be said that educated women display
a more continuous professional life
and will interrupt their career less
frequently or for a shorter period of
time when pregnant. Where higher
turnover and absenteeism rates for
women do occur in individual under-
takings, studies suggest that they may
well be related to the lower place
women occupy in the occupational
structure and to the fact that the great
majority are in jobs where they have
little skill or responsibility and little
prospect for advancement or job
satisfaction. Studies in France have
brought out this correlation. Analyses
indicate that the skill level of the job,
marital status and age of the workers,
length of service and record of job
stability provide better clues to differ-
ences in job performance than does
the fact that the worker is a man
or a woman. Moreover, any general-
ization needs to be heavily qualified,
and it may be suggested that for
employers to restrict job training and
promotion opportunities for women on
the basis of aggregate statistics may not
necessarily lead to the most satisfactory
employment of women, either from
the employers’ point of view or from
the women’s point of view.

Women’s behaviour and attitudes

Although many employers do place
restrictions on the employment of
women, the evidence suggests that
women themselves differ from men in
the type of occupation sought, its status
and long-term career prospects. B.N.
Seear noted in her review of nine
OECD countries [8] (which included

most EEC States) that in all the
countries studied some women are
working to bring about a radical

change in job opportunities both for
school-leavers and for re-entry of
women, but in no country is there
evidence of a widespread demand for
change. In many cases it is a fact
that neither girls nor re-entry women
take full advantage of the training

opportunities which already exist.
Even in Sweden, where the greatest
changes are being made, most girls and
women still choose to enter the
traditional women’s occupations and
choose the shorter and less ambitious
trainee courses. Clearly a short study
cannot do justice to the variety of
circumstances which affect the employ-
ment decisions of individual women.
Generalizations about the job wishes
of all women, of all married women,
or even of all married women with
dependent children must be recognized
as over-simpifications. However, most
women in the EEC Member States do
get married and have children and
then expect to bear the major respons-
ibility for child-care, while the men
are expected to be the main earners,
and studies show that such a role and
role expectation affects the work that
most women choose at different
stages in their lives. For instance,
girls may choose jobs which they
expect to leave on marriage and
possibly never return to and in con-
sequence these involve a level of work
below their potential and a mini-
mum of training. The authors of an
international study of women and top
jobs have in fact reached the conclusion
that ‘women have a lower level of
aspirations than men’ and that there
is a discernible relationship between
social role and level of aspiration [3].

In experiments involving efforts to
make employers and girls reconsider
the type of work women could do, the
‘most intractable problem’ has proved
to be the attitudes of the girls them-
selves. Girls whose scholastic achieve-
ments are comparable with boys’ are
more susceptible to social pressures
which have the effect of making them
lower their sights. Research illustrates
that girls with inclinations towards
school subjects and vocational train-
ing in areas regarded as traditionally
boys’ preserves can be discouraged
from pursuing these, either by others
or their own fears or future preference
for work in which they would be
welcome. Thus, women’s aspirations
from childhood onwards are clearly
limited. Job and career choices by
women and girls cover a narrower
range than that of men and boys and
most women are prepared to work
within conventional areas, preferring
work which has short periods of train-
ing and limited career prospects and
is often below their capacity. Women
with  domestic  responsibilities are
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further constrained by their need to
find work that is compatible with
their role. Since the importance of
domestic responsibilities, and especially
responsibilities for children, is acknow-
ledged as a factor influencing the
married woman’s decision whether or
not to work, it follows that help with
the children and household duties can
make it easier for women to remain
in or enter the labour market, whether
full or part-time. The 1965 OPCS
survey (UK) [5] asked women respons-
ible for children, who were not work-
ing, and who would probably not
go back to work, whether they
thought they would be more likely to
do sc if better facilities were avail-
able in that area for the care of the
children. In the critical age range of
25-34, the younger women (up to 29
years) tended to say that nurseries
would help them to return, and slight-
ly older women (30-34 years) made
more mention of holiday and after-
school facilities, a switch of emphasis
that is to be expected as children grow
older.

VI - Employment and family
responsibilities

The substantial elimination of the
social arguments against equal access
to work is not in itself enough to
ensure equal opportunities for men
and women. It needs to be reinforced
by the removal of the economic reasons
which have long made employers in
some sectors of activity reluctant to
employ women, while in other areas
women have been sought after. The
establishment of the principle of
equal pay for equal work will go far
to eliminate the use of women as
cheap labour, but effective discrimin-
ation on economic grounds may
continue in view of the commitments
of many women outside the work-
force. Moreover, the provision of
guidance and training facilities is in
danger of being under-utilized because
family commitments in many cases
prevent women taking advantage of
these facilities. The shortage in all
Member States of arrangements for
the care of dependants while women
are at work has been accentuated by
the increase of the proportion of
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married women in the female pop-
ulation. However, while the Member
States appear to be increasingly
aware of the need for such arrange-
ments, the division of responsibility
between the family and the community
at large for the care of children varies
from one country to another. In
general, little attempt appears to have
been made in most Member States
to develop a broad policy upon which
long-term public intervention in this
field could be based. As a result, at
times of economic stress, public invest-
ment for the care of children runs the
risk of being reduced without regard
to the consequence for women in
employment. In its Resolution of 21
January 1974, the Council of the EEC
recognized the importance of this
problem by adding to its resolution a
reference to the needs to reconcile the

The general position in the Community
is that where arrangements for super-
vising children of working mothers
are concerned, members of the family,
especially grandparents, often play a
major role. In the case of pre-school
children, studies have shown that the
majority are looked after by the father
or by another relative, usually grand-
mother, while formal arrangements
such as local authority day nurseries
or nursery schools and classes play a
much smaller part. In the UK some
local authorities have started placing
children in priority groups with register-
ed child-minders at the authorities’
expense, and there is also an unknown
number of unregistered child-minders.
However, there is a tremendous unmet
demand for child-care facilities, not
only in general terms but especially for
priority children, those with unsupport-

family responsibilities of all those ed mothers or mothers that cannot

concerned, with their professional cope for some other reason, and hand-

aspirations. icapped children. The practice of
Table 7

Day-nurseries

(Publicly approved day-nurseries for children of O to 3 years of age)

Country Date Number of establishments .I:I-umber of places
Belgium 9 July 1974 150 créches 7 668
295 *“sections prégardien-
nes’ | 5900
Denmark 31 March 1974 484 public créches 16 829
208 créches in private
homes 2 24 821
France 1 January 1974 797 créches 36 585
234 créches in private
homes 2 14 479
United 31 March 1973 563 local authority day
Kingdom nurseries 27 104
70 créches run by firms3 2198
Germany (FR) December 1973 653 20428
Treland October 1973 20 1250
approx.
Italy 1973 2040 91 800 7
approx.
Luxembourg 1974 8 400
Netherlands 1974 113 4500
approx.

1 For children older than 18 months.

2 ' Créches in private homes ’ are networks of child-minders based in their own homes, sometimes

attached to a day-nursery or a social centre,

sometimes working for local authorities. The

child-minders are officially approved and supervised by qualified children’s nurses.

3 England and Wales only.

Source : Statistical Office of the European Communities.




firms providing créches or day nurse-
ries is still quite rare. The 1973 OPCS
survey [6] (UK) found that no more
than 5% of the firms in the sample
taken provided child care for any of
its employees. A number of hospitals
provide day nursery facilities for
employees’ children and believe that
they play a significant part in attract-
ing staff who would otherwise be
unable to work. The Civil Service in
the UK has also recently introduced
child-care facilities into one of its
establishments, = without  restricting
places to any jobs or categories of
work. However, one cause of the
delay in providing these facilities is
that they are extremely expensive to
provide, whether by the state or by
employers.

The main area of difficulty is the care
of children up to the age of three
years. Table 7 shows the provision
of publicly approved day nurseries in
the Member States, and the shortage
is apparent. The following particulars
about some Member States illustrate
the problem. Tt is estimated that there
are 800000 children under three years
in Germany and 79000 in Belgium,
whose mothers go out to work and
that the number of places in nursery
schools are 20428 in Germany and
13 568 in Belgium. In Denmark there
are places in public day nurseries for
41,650 children constituting, however,
only 7% of the children eligible to
attend them. In France it was
estimated in 1968 that there was one
day nursery place for every ten work-
ing women with a child under three
years of age and the position has not
changed much since. In England and
Wales, the 23718 places in public
nurseries are open only to cases of
social needs, i.e. children of unmarried
mothers, widows, divorcees. However,
in Italy the law of 6 December 1971
is an example of a positive develop-
ment in this field. this law established
a five-year plan for the building of
3800 day nurseries of which 1290
were completed within two years. It
appears however, that in general terms,
the demand for places much exceeds
the sunply and the makeshift arrange-
ments made by working mothers with-
out access to a day nurserv are often
unsatisfactory. There is therefore a
need in all Member States for more
publicly provided day nurseries in
adequate premises and with qualified
staff.

In most Member States the provision
of nursery schools or classes for
children between two and three years
and the age of compulsory school
attendance at five or six years is
distinctly  better, and in several
countries nursery schools are part of
the general education system. Table 8
sets out, in so far as figures are avail-
able, the proportion of children in
each age group who attend. How-
ever, even when children are of
compulsory school age, problems
remain, particularly in Member States
where school attendance is confined
to the morning. Responsibility for
the supervision of children out of
school hours is not, in general, taken
by the schools, and thus arrangements
have to be made by the family and

tend to devolve upon the mother.
Attempts to combine work outside the
home with the care of children
inevitably lead to difficulties and the
phenomenon of the ‘latch-key’ child,
left uncared for between the end of
school hours and the return of the
parents from work often leads to
much unhappiness and to delinquency.
Similar problems arise when children
are left uncared for during the school
holidays. Although some local author-
ities provide school lunches, super-
vision and pay facilities, many mothers
find it easier to arrange late afternoon
care for children than to cope with
school holiday periods, when super-
vision and food have to be provided
to cover the whole day for several
weeks on end. In fact it has been

Table 8

Nursery schools

(For children between 2 and 3 years and the beginning of the compulsory
school age)

Number of Age of % of the total
Country children enrolled admission Number

Belgium 243 429 3-6 3-6 years = 60 %

(1973)

Denmark 89 208 2 (or 3)-7 3-6 years = 30 %

(1974) 376351

Germany (FR) 1319 854 3-6 3-4 years = 17.4 %

(1972) 45 years = 38.8 %
5-6 years = 53.9 %
- 6 years = 53.4 9,2

France 2359 702 2-6 2-4 years = 50 %o

(1973) 4-5 years = 70 %o
5-6 years = 90 %

Ireland 3 — — —

Italy (1973) 1567 280 3-6 3-6 years = 50 %o

Luxembourg (1973) 8254 4-6 4-6 years = 85 %

Netherlands 521793 4-6 4.5 years = 90 %o

(1973) 5-6 years = 100 %o

United Kingdom :

England and 46 693 4 35 34 years = 27 %

Wales 77 2635

(1973) 260 309 6

1 In pre-school classes, for children aged 6-7.

2 6-year old children before entering primary school.

3 In Ireland, the data about nursery schools are not available.

Even though school attendance

is compulsory from the age of 6, it is estimated that in 1972 about 50 % of children aged 4-5
and 90 % of those between 5 and 6 years were attending primary school.

4 Full time.
5 Part time.
6 In primary schools.

Source : Statistical Office of the European Communities.
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found that some women leave jobs at
the beginning of each school holiday
and take new ones at the start of the
following term. However, this is no
solution for women who are dependent
on their earnings, or who want to
make progress in a career. The holi-
day camp — more common in France
than elsewhere —is one solution, but
this rarely lasts for more than two
or three weeks of the holiday period.

In considering support for workers
with family commitments, there is the
problem of ill and elderly members
of the family. Mothers working out-
side the home can be in particular
difficulty when children are ill since
very few establishments have formal
arrangements for time off in such
circumstances (although there is little
evidence of it actually being refused).
Moreover, for a substantial number of
working women there may be the
separate or additional problem of
caring for an elderly or infirm relative.
The 1965 OPCS survey [5] found that
about one in ten working women were
in that position. Not only has the
growth of occupational and geo-
graphical mobility broken up the
extended family within which the care
of elderly members could be absorbed,
but responsibilities for the elderly may
extend over longer periods than those
needed for bringing up a family. As
the expectation of life grows, so the
responsibilities of the working genera-
tion for their elderly relatives is
likely to increase and policies for
the assumption by the community of
a share of their responsibility are as
important as the sharing of respons-
ibility for the children.

Just as more countries have come to
appreciate that proper care for the
young children of working parents is
an obligation of the community and
have evinced a willingness to make
greater resources available for this
purpose, so there is now far wider
recognition that men as well as women
have family responsibilities and that
these charges should be more equitably
shared by both parents. Although the
help which husbands give in the home
has in general been shown to be
related to whether the wife is working,
there is now evidence that some
husbands and wives may be gradually
adopting more similar roles as
regards home and work responsibilities.
Husbands are working more inside the
home and wives more outside, which
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may in turn enhance the woman’s
aspirations for a fully demanding job
and make it possible for her to continue
with this, alongside her family respons-
ibilities.  Wilmott & Young (UK)
further express a feeling that a new
style of family might be emerging and
that its basis is not equality between
husbands and wives but something
approaching symmetry. [11]

One conclusion to be drawn from the
various studies made is that married
women, with children to care for and
who are successfully engaged in profes-
sional work, succeed because their
work is of a kind that can be done
at home or on a part-time basis and
because they are able to call up help
from husbands and outside the home.
Their working schedules are remark-
ably flexible. It can be predicted that
the numbers of such women with a
desire as well as a training for an
absorbing job will increase in future,
while their role as wives and mothers,
and the contribution to child care and
home care by the father and the com-
munity may determine the extent to
which they are able to satisfy those
wishes in employment today.

Flexible working
hours/Part-time work

The most pressing need among work-
ing women is that of flexibility in the
adjustment of their working hours, in
order to help solve some of the prob-
lems arising out of the differences
between working hours and those
of the school and child-care services.
In some Member States the tension
between duty to their families and
duty to work leads those women who
can afford it to seek part-time work
in preference to full-time employment.
In the Netherlands it is estimated that
50% of the wage-earning married
women of over 24 years of age work
less than 25 hours a week. In Luxem-
bourg the Government proposes to
adopt specific standards with regard
to part-time work. In the United
Kingdom, somes 2 750000 women of
the 9 million who make up the work-
ing population work less than 30 hours
per week. In Germany 1 840000
women are employed part-time and
the demand for such work greatly
exceeds the supply. In France,
although part-time work affected only
13.29% of the working population in

1972, it appears that women who have
not worked before marriage tend to
seek part-time work, possibly as much
in order to create an interest outside
the home as to supplement the family
income.

The adjustment of working hours for
full-time workers is already proceeding
in many sectors in Member States.
It is forced on both employers and
employees by the growing problem of
travel to and from work in large
conurbations, as well as being develop-
ed in response to the increased demand.
Although total flexibility of working
hours is not compatible with the
rational organization of the majority
of working situations, the general
adoption of the more advanced
practices in this field would help work-
ing mothers and fathers to combine
their family responsibilities with their
work.  Part-time work at present
implies all kinds of disadvantages in
terms both of job quality, related as
this is to the assumption of uninter-
rupted career structures and of social
security benefits. Acceptance of this
type of work by men as well as women
and efforts to integrate it into normal
patterns would have a profound
influence on work, leisure and family
patterns generally.

Maternity protection

Maternity protection is an important
matter not only for working mothers,
but for society as a whole. Consider-
able progress in this field has been
made in the last decade, and greater
responsibility is being assumed by the
Governments of the Member States
on the ground that maternity is a clear-
ly recognized social function. Recent
trends in making such protection more
adequate may be summarized briefly
as follows :

— prolongation of the period of
statutory or prescribed maternity
leave;

— more liberal provision for extend-
ed or extra leave during the
child’s infancy;

— higher rates of maternity benefit;

— more effective protection against
dismissal during pregnancy and
after confinement;

— wider provision of nursing breaks
for mothers;



— more adequate attention to the
safety and health of women dur-
ing pregnancy and lactation (for
example, through transfers to
lighter work).

Standards of maternity protection in
the Member States are currently equal
to, or higher than, those in the
Maternity Protection Convention
(Revised) 1952 (No 103). Maternity
protection provided under social
security schemes is the most common
and widespread form. Social insurance
generally covers all economically
active persons, including self-employ-
ed workers, reaching a very high
percentage of the total female pop-
ulation of child-bearing age. Medical
care includes general and specialist
care during pregnancy and confine-
ment, hospital benefits and home visits
and care where necessary. Under
prescribed conditions benefits may be
paid for more than twelve weeks,
extending to 26 weeks in some
countries, with the combination of sick-
ness insurance and maternity leave.
Maternity benefits have also been
increased from 509, of wages to 90%
and 100% in France and the Federal
Republic of Germany.

One of the more interesting recent
revelopments in maternity protection
has been the extension of the period
of authorized maternity leave beyond
the normal prescribed period, without
loss of employment rights. In Italy
a woman may take an optional extra
six months’ maternity leave after the
statutory compulsory and extended
period. During this extra leave, which
may be taken at any time up to her
child’s first birthday, her post must
be kept available for her and the
period of leave may not be deducted
from her total length of service. In
France a mother may take a year’s
leave following childbirth and there is
also provision for a period of birth
leave for fathers. Paid leave of three
days is reimbursed to the employer by
the family allowance fund. Little data
is available, however, as to the extent
to which women do, in fact, take
advantage of this right to extended
leave. Where such leave is unpaid,
or paid at too low a proportion of
previous earnings, there may be
financial reasons for not staying away
from work for any extended period
following the end of the statutory
paid maternity leave. However, in
general, the trends in this area are

positive and most Member States are
now rejecting discrimination against
women workers on the ground of their
social function of maternity and the
necessary temporary interruptions
which this implies in the interests of
mother and child.

Social security benefits

Despite the progress made in some
Member States the social security
systems of most countries still contain
provisions which discriminate against
working women.

Retirement pensions

In most countries the amount of the
retirement pension is proportional to
the number of years of service comp-
leted and to the income received.
This places women at a disadvant-
age compared with men both
because they have to interrupt their
careers for family reasons and because
of the less well paid nature of the
work they often do. It also penalizes
those women who commit a substantial
period of their lives to the raising of
a family. However, attempts are
being made in some countries to miti-
gate the effects of interruptions in
employment caused by family obliga-
tions. In the Federal Republic of
Germany the Arendt Plan has envisag-
ed granting an insured women an
additional vyear’s insurance for each
child, and in Belgium the qualifying
period for pznsions is several years
shorter for women than for men.

Part-time employment also tends to
have an unfavourable effect on pension
entitlement, and in some countries
part-time work is either formally
excluded from coverage or does not
meet the earnings threshold for cover-
age. In any case part-time employment
tends to lower the amount of the
pension. The retirement age for
women is generally lower than that
of men. As a result of this pensions
are paid over a longer period and
women cannot benefit from any extra
annuities which may be payable on the
last years of employment.

There is also discrimination in several
countries as regards complementary
systems of social security, in particular
concerning retirement pensions. In
certain cases women are either not

included in the complementary systems
or receive pensions lower than those
of men.

With regard to reversionary pensions,
it is generally accepted that the widow
receives the part of her husband’s
pension to which she is entitled, but
the reverse does not apply. To refuse
a widower his wife’s reversionary
pension to which she has contributed
throughout her working life remains
difficult to justify.

Since payment of social benefits is
generally linked to the concept that
the man is the ‘head of the family’
and breadwinner, rather than the
woman, and this gives rise to differ-
ential treatment between male and
female workers, the benefits payable
to a man in the case of illness or
disablement may increase in proportion
to the number of dependants whereas
this is not the case of women with
dependants. There is also discrim-
inatory treatment of women with
regard to sickness benefits in the form
of unequal benefits due to differences
in pay [28].

Unemployment benefits

These are a source of discrimination
in a number of respects. The concept
of the ‘head of the family’ may be
taken into consideration when calcul-
ating these benefits and thus un-
employment benefits for the mother
of the family may be lower than those
for the father, since the latter receives
a supplementary benefit for dependent
persons. Moreover, under certain
schemes [28] a married woman who is
redundant does not qualify for un-
employment benefits if her husband
is working and this means that the
household income is reduced by the
amount of benefit which would have
been paid to the wife. Finally, the
fact that the level of benefits is
earnings-related means the dependants
or a working woman may suffer as a
result of her lower earnings.

Short-term cash benefits, such as
unemployment benefit and sickness
benefit, reflect, like long-term benefits,
the gencrally lower level of earnings
of women. In many countries such
benefits are directly related to earnings.
Even where there are flat-rate benefits,
they may be fixed at different levels
for men and women by reference to
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the difference in their average earnings;
one argument made in this connection
is that the benefit must not be
financially more advantageous than
remuneration for work. In Belgium
there was prolonged judicial consider-
ation of the question of whether a
difference in flat-rate benefit for men
and women was in conformity with
a constitutional equal rights provision;
in January 1973 the Supreme Court
held that the difference was object-
ively justified by the difference in
average earnings and hence constitu-
tional.  There are also problems
concerning those women who are
self-employed, for this classification
may deprive them of the protection of
social security systems altogether, i.e.
in the case of a cottage industry,
domestic service or work in a family
business.

The above examples are not exhaustive.
They illustrate the extent to which
social security systems lag behind the
socio-economic realities of both family
structures and the labour market at
the present time. The following action
has therefore been proposed by the
Commission of the European Commun-
ities : [28]

(i) Member States should take
measures to assure equal treat-
ment of men and women in respect
of social security benefits and to
eliminate discrimination  which
derives from the orientation of
their social security systems exclus-
ively towards the man as the
breadwinner and head of the
household;

(ii) On the basis of material contribu-
ted by the Member States, an
inventory should be established
of those provisions in the different

statutory and voluntary social
security ~ schemes  which are
discriminatory in effect. On the

basis of this inventory, the Com-
mission intends to consider ways
and means of helping Member
States to implement (i) above.

VII - Proposals for securing
equality of training and
employment opportunities for
men and women in the
Member States

Community proposals

The comparative studies of the situation
of women at work in different
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countries, made by the Commission of
the European Economic Community,
[13] have been the first to be sponsor-
ed and published by an international
organization. The overall findings of
these studies have revealed that in all
Member States women’s demand for
freedom to pursue a career has grown
faster than the social, economic and
cultural changes needed to provide
such freedom, although the general
pace of the change does vary from
country to country. However, what
can be said is that during the last
decade there has been a more frank
admission of the existence of discrimi-
nation between men and women
workers in practice and a more
positive effort to combat it at all
levels. The general opinion of the
Member States as to the means of
securing equality of training and
employment opportunities between
men and women is that the traditions
and customs which continue to exercise
a large influence on the psychological
and professional education of women
must be radically altered. Concretely
this would involve :

— the admission of girls into all the
general education establishments
and to vocational training, both
private and public, while encourag-
ing them to use the new study
possibilities offered to them; also
the suppression of all differential
education;

— the organization of an equal
vocational guidance scheme for
girls and boys based on personal
aspirations and aptitudes, while
taking account of economic trends,
and the creation of personnel
specialized for this purpose;

— the admission of women to every
position and to every level — the
public services and the national-
ized sector should provide an
example;

— an estimation of the competent
authorities of the needs of women
in the field of employment, and
the distribution of all useful
information on this subject;

— the creation of a documentation
service for women;

— the establishment of a publicity
campaign of a permanent nature,
for the appropriate literature;

— the granting of hour credits or
special leave allowing women to

benefit from the above set-ups,
whether during normal working
hours, or full-time (in both cases
without loss of salary).

Although most Member States have
now begun to adapt their structures
and policies ! it is appropriate that the
Community for its part should take
such steps as is necessary to ensure
that the gap between traditional
structures and present needs of one
half of the Community population is
closed as soon as possible. The
implementation of most action, how-
ever, will necessarily involve delays,
and it therefore seems opportune to
explore the possibilities offered by the
Community to intervene in the area of
women’s  work. The Community
instruments can be divided into legal
instruments, financial instruments and
information.

Community instruments

Legal instruments

The sole legal instrument which
specifically refers to women is Article
119 of the Treaty of Rome, which
calls for the abolition of all discrimi-
nation concerning pay based on the
sex of the worker. Work in this
field has been going on for ten years
within a special group which is made
up of representatives of governments
and employers’ and workers’ organiza-
tions, as well as the Commission. A
draft directive aimed at approximating
the laws of Member States concerning
the application of the principle of
equal pay for men and women was
submitted to the Council at the end
of 1973.

1 United Kingdom

— White paper on equality for women
- September 1974. Sex Discrimina-
tion Bill - March 1975.

France

— Secretariat d’Etat i la Condition
Feminine - 1974. Comité du Travail
Féminin, set up to study the
employment of women and their
environment - 1974.

Ireland

— Commission on the status of women
- 1972.

Italy

— Committee on Women’s Work -
1973.

Netherlands

— Commission on the Emancipation of
Women - 1974,



In the terms of the Treaty of Rome
‘the directives shall bind any Member
State to which they are addressed,
as to the result to be achieved,
while leaving to domestic agencies a
competence as to form and means’.
The Council and the Commission of
the European Communities may equal-
ly formulate recommendations or
opinions although these are not bind-
ing on the Member States. Action to
enhance the status of women coincides
with the increased attention devoted
to the social purposes of the European
Community. In February this year
(1975), the Commission submitted to
the Council proposals for a draft
directive on equality of treatment for
men and women workers, and these
proposals are to form one action of
the action 1974-1977 Social Action
Programme. The directive itself, if
approved, would oblige Member States
to do the following :

General — abolish all discrimination
based on sex, marital or family status
through the adoption of appropriate
measures to provide women with equal
opportunity in employment, vocational
training and working conditions.

Job access — abolish all provisions
concerning equality of access to jobs
arising from laws, regulations and
administrative provisions at variance
with the principle of equality of treat-
ment, annul those contained in collect-
ive agreements or individual employ-
ment contracts, amend provisions
aiming at protecting workers if no
longer justified and presenting an
obstacle to equal treatment.

Training — take steps to ensure that
women receive equal opportunity in
education and vocational guidance,
initial and advanced training and re-
tréaining — the necesary qualifications
for equal employment opportunities.

Promotion — take steps to ensure that
women are treated equally in regard
to promotion within career structures.

Working conditions — abolish laws,
regulations and administrative pro-
visions at variance with the principle
of equal treatment in relation to work-
ing conditions for example dismissals
and social security provisions.

Legal redress — introduce into their
national legal systems the measures
necessary to enable persons who
consider themselves discriminated
against to pursue their claims by

judicial process after recourse to other
competent authorities; take measures
to protect workers against dismissal or
other recrimination following complaint
or action at law.

Information — ensure that all pro-
visions relating to equal treatment are
brought to the attention of people
concerned  (information,  publicity
campaigns).

The Commission hopes to see decisions
on the directive by the middle of this
year (1975), and, if and when agreed,
the provisions should come into force
in all member countries within a
year.

Apart from legislation, however, the
Commission feels that what is required
in all Member States is:

— the promotion, in the employment
market, of measures to ensure
effective help to women in their
choice of career and in their return
to working life, notably through
the activities of employment
services and effective public super-
vision of part-time work ;

— the raising of employment levels
in sectors mainly staffed by
women (by the revision of job
specification and the enlargement
of career prospects);

— the inclusion in plans for regional
development of the need to create
jobs for women as well as for
men;

— the review of conditions of
employment and in particular of
the upper age limits set for entry
into certain occupations.

Financial instruments

The European Social Fund, in its new
enlarged form, offers a range of aids
which could constitute a dynamic
instrument for the promotion of
women’s work. According to Article
4 of the regulations of the Fund, it
is authorized to intervene when the
employment situation is affected or in
danger of being affected either by
special measures adopted by the
Council in the framework of the
Community policies, or by jointly
agreed operations to further the
operations of the Community, or
‘calls for specific joint action to
improve the balance between supply

of and demand for manpower within
the Community’.

The position at present is that Article 4
is open to persons who wish to leave
agriculture and to workers in the textile
industry, both sectors of the economy
involving the female workforce. The
Commission is also examining how
Article 4 could be used to finance
special projects specifically aimed at
increasing opportunities for women’s
employment.

According to Article 5, the Fund can
also intervene when the employment

_ situation is affected in certain regions,

economic branches or groups of enter-
prises, because of difficulties resulting
indirectly from the working of the
common market, or which impede the
harmonious  development of the
Community.

There are three series of conditions
which must be fulfilled by these
operations.

Firstly the operations must be :

‘aimed at solving the problems which
arise in areas which, because they are
less developed or there is a decline in
the main activities, suffer a serious
and prolonged imbalance in employ-
ment’;

or:

‘aimed at facilitating adaptation to
the requirements of technical progress
of those branches of economic activity
in which such progress gives rise to
substantial changes in manpower and
professional knowledge and skill’;

or:

‘undertaken because of substantial
changes in conditions of production or
disposal of products in groups of
undertakings with similar or connected
activities which are thus forced to
cease, reduce or transform their activ-
ities permanently’.

Secondly, the operations must be:
‘directed towards eliminating long-term
structural  unemployment, for the
benefit of persons who either are
unemployed or will become so after
a specific period and those who are
under-employed or have had to cease
working in a self-employed capacity’;
‘directed towards facilitating access to
highly qualified professions’;

‘directed towards the integration or re-
integration into employment of workers
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who are difficult to place in employ-
ment again on account of their age;
women over thirty-five years, young
workers under twenty-five years’.

Finally, the operation must be part of
an overall programme directed at
remedying the causes of imbalance
affecting employment in the area, the
branch, the group of undertakings or
categories of persons concerned.

Furthermore, besides a certain number
of aids which may receive the assistance
of the Fund, a list of which appears
in the official texts, it should be noted
that the Commission is empowered to
promote, carry out, or financially aid
studies or pilot studies, on condition
that the latter should involve a
maximum of thirty workers. In
particular, the Commission hopes to
stimulate Member States into applica-
tion under Article 5 of the Fund to
assist schemes for training women
over the age of thirty-five who want
to come back into employment, and
for young workers of both sexes below
the age of twenty-five. Finally, it
should be recalled that the commitment
of the Fund will amount to 509 of
the expenses incurred by the Member
States.

Information

The basic instrument provided for by
the Social Action Programme is a
‘Community Centre of Documentation
and Information of Women’s Work’,
functioning under the aegis of the
Commission. The Commission also
proposes that certain of its activities
could be developed and specialized
with a view to the promotion of a
broad information campaign aimed at
changing outlooks and attitudes to
women’s work. In particular, this
should involve :

— sessions for civil service personnel
concerned with vocational guidance
services and manpower services;

— seminars to inform and raise the
consciousness of the managers in
charge of training;

— seminars with the Social Partners
and with women’s organizations;

— contact with the press in general
and the women’s press in part-
icular.

32

Finally, Community information and
the exchange of experience can further
the carrying out of studies, whether
a pilot study in a Member State or
on the level of the Nine countries.

Summary

The Commission’s proposals aim
essentially at enlarging the area of
individual choice. The assumption is
not that all women, with or without
family responsibilities should work,
but that women should have the
opportunity of working with improved
status and flexible conditions. The
economic structure of the Member
States, based on a division of labour,
is no longer conceivable without female
employment. However, economic
interests and traditional attitudes, a
woman’s professional and family tasks
still tend to conflict with each other.
It is therefore important for all
concerned to find ways of ensuring the
greatest possible reconciliation between
the various interests, and enabling the
women to achieve family tasks,
personal development and her function
in the economy in a way suited to
her. There should be a concerted
effort towards a general reconciliation
of family responsibilities with work,
and a recognition of the social function
of maternity. Women wishing to
return to work after an absence should
be encouraged to do so, rather than
being deterred by lower status and pay
than their male counterparts, and lack
of facilities for child care. In addition,
a gradual change in the sex-role pattern
is to be encouraged. As far as family
policy is concerned, the Commission
of the European Communities cannot
itself act, but it can do much to
stimulate action on the part of
the Member States. However, on
education the Commission of the
European Communities is urging
Member States to move away from
‘segregation” of the sexes and has
called for a meeting of education
ministers to debate women’s education.

The implementation of legislation on
equal pay has been one basic step
forward. However, as a British Prime
Minister stated some time ago: ‘Laws
can be made laying down that women
should be paid equally for equal work,
but a revolution in the hearts and
minds of men will be needed if equal
job evaluation is to be translated into

real equality. Equal pay legislation,
although vital, is only the beginning’.
It is necessary to get at the roots of
discriminatory policies and practices
and to move from the rather negative
stance of combating discrimination to
the more positive position of promoting
genuine attitudinal change.

In retrospect, it is possible to point to
progress in recent years as regards a
positive attitude towards the employ-
ment of women, but prejudices
have not been entirely banished.
Information campaigns have still to
publicize the fact that by exercising a
gainful activity women are making a
positive contribution to society and
thus have a right to equality of
opportunity, recognition and assistance.
Many bodies at all levels need to be
drawn into educational and promotion-
al campaigns and state policies, sup-
ported by trade unions, women’s
organizations and the community at
large are needed if structures, attitudes
and practices are to change.

The Commission recognizes that action
to promote equality of treatment
between sections of the community is
always difficult. The assertion of the
right of one section often leads to
action which appears to inhibit the
rights of another. But, as in the field
of race relations, or the treatment of
migrants, it is now widely agreed that
a measure of positive discrimination in
favour of women is needed, at least
for a period, if effective equality is to
be achieved between men and women.
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66. Vocational Training
in the United Kingdom

Historical Outline

It has generally been regarded as being
the responsibility of employers to carry
out the industrial training of their em-
ployees to meet the manpower needs of
industry. Training in industry was
over many years dominated by the ap-
prenticeship system, in which each firm
recruits school leavers and trains them
to meet its own requirements. Al-
though most industries set up national
schemes of recruitment and training,
and although these schemes usually laid
down arrangements for recruitment, age
of entry, the form of written contract,
duration of apprenticeship and the re-
quirements for practical training and
further education, they were less effec-
tive in establishing national standards
of aoprenticeship training. Equally
unsatisfactory was the fact that only
20% of school-leavers entered appren-
tice occupations. Up until 10-15 years
ago, government intervention in voca-
tional training was limited to training of
unemployed men and women, which ef-
fectively began in 1925 with the setting
up of government training centres (now
known as skillcentres). This interven-
tion was not intended to supplant the
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primary responsibility of employers for
training but to provide for a social
need, and the amount of training was
always small.

The number of centres slowly increased
to 23 in 1951, but by 1962 there were
only 13 centres with about 2 500 train-
ing places. The government then beg-
an on a programme of expansiondesign-
ed to meet the training and retraining
needs of individuals. This training
(known as the Training Opportunities
Scheme - TOPS) consists of full-time
courses of accelerated and systematic
vocational training. The aim is to
provide basic training in skillcentres,
colleges of further education and some-
times in approved places provided by
emplovers. The courses last from
13 weeks to one year, on average about
six months, and the trainees receive tax
free allowance and lodging expenses, if
necessary. FEligibility is normally res-
tricted to unemployed adults over the
age of 19 who have spent at least three
vears away from full-time education.
About 90% of all trainees are usually
placed in the trade for which they are
trained soon after completion of their
course.

The principle that training should be
left to industry met with increasing op-
position in the late 1950s. There were
persistent shortages of skilled labour
and the quality of training was uneven
and often unsatisfactory. There was a
general agreement on the need for
institutional change and this was
brought about by the Industrial Train-
ing Act 1964. The Act aimed at in-
creasing the quality and quantity of
training and to achieve this a number of
industrial training boards (ITBs were
set up. The boards consisted of equal
numbers of employer and trade union
representatives in the particular industry
concerned, together with a smaller
number of educationalists, all the mem-
bers being appointed by the Minister of
Emplovment. The boards were given
the tasks of ensuring an adequate sup-
ply of properly trained men and women
at all levels of industry and securing an
improvement in the quality and effi-
ciency of training. The method adop-
ted was the levy/grant system, by which
each board imposed a levy on em-
ployers in its industry and paid grants
to those employers who carried out
training which met the required stan-
dards set by the board. By 1972 there
were 27 boards covering 15 million
employees, (two-thirds of the working
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population). Although the boards’
levy/grant proposals required the ap-

- proval of the Secretary of State for Em-

ployment, there was little attempt by
the government to influence industrial
training policies. It was felt that the
boards could best judge the needs of
their industries and to a great extent
they were left to themselves to get on
with the job. Initially, they concen-
trated on skilled crafts but later there
was a shift of emphasis towards a syste-
matic approach in planning for mana-
gement training.

A review of the operation of ITBs in
1971 revealed that the quality and effi-
ciency of training had improved great-
ly, but there was little evidence of any
increase in the number of people being
trained. The review also identified
several faults of the training system.
Since the system was based on one
board for each industry, it was difficult
to deal with occupations common to
several industries or with the problem
of retraining from declining to growing
industries. Many important sectors of
industrv and commerce were not cover-
ed bv the ITBs. Politically, there was
considerable opposition to the levy/
grant system, mainly from small firms.

Current Legislative Framework

Following this review, the Employment
and Training Act was passed in 1973.
The government handed over responsi-
bility for the public training and em-
ployment services to a newly established
body—the Manpower Services Com-
mission (MSC). This change was
aimed at giving the responsibility to
representatives of those who use the
services. The MSC consists of a full-
time chairman, three members appoin-
ted after consultation with the Trades
Union Congress, three after consulta-
tion with the Confederation of British
Industry (the main employers’ organiza-
tion), two members appointed after
consultation with local government
authorities and one educationalist.

The Commission’s activities are largely
financed from public funds. It opera-
tes through two Agencies—the Em-
ployment Service Agency (ESA) and
the Training Services Agency (TSA).
The MSC, through the TSA, is there-
fore responsible for the Training Op-
portunities Scheme, including the admi-
nistration of the skillcentres, the coordi-

nation of the work of the ITBs and also
for the promotion of training in those
sectors of industry and commerce not
covered by ITBs. The MSC must
agree its general policy with the govern-
ment submitting for approval each year
a programme of work with associated
budget estimates, taking into account
the plans and programmes which the
TSA will have put forward for its ap-
proval. Once the policy has been ap-
proved the government will not inter-
fere in the detailed operations and day
to day activities of the MSC. The
MSC has only about 40 officials, the
executive work involved in training acti-
vities being the responsibility of the
TSA which employs about 6 000 staff
in its headquarters, regional offices and
skillcentres, and has an annual expen-
diture of about £150m.

Special Characteristics of the System

Although the great bulk of training is
still to be carried out by employers in
industry and commerce and the ITBs
retain the primary responsibility for the
standards and conditions of appren-
ticeship and other training in industry,
the MSC/TSA is now able to coordi-
nate and stimulate the national training
effort. Their aim is a constructive
partnerchip with industry. In the ITB
area this is achieved by continuous dia-
lognes between the TSA and the
boards. Each board is reauired to pro-
duce a strategic five year plan for train-
ing in its industry, the first year being
firm and the remainder subject to
agreed alterations as circumstances re-
quire. Instead of the boards being en-
tirely dependent on levy income, the
TSA is now responsible for their
operating costs, including the cost of
advisory services and it also provides
grants for some key training activities.
The ITBs will also have some income
from levies, but the system was mo-
dified by the 1973 Act which provided
that normally the rate of levy must not
exceed 1% of an employer’s wage bill
and that those firms carrying out train-
ing adequate to meet their own needs
would be exempt from levy. The crite-
ria for exemption from levy are laid
down by the ITBs, subject to MSC ap-
proval, and this will be used to ensure
a high quality of training. Training
grants will continue to be paid from
levy funds to firms not qualifying for
exemption to encourage them to achieve
the necessary standards.



The problems of training in those sec-
tors of industry not covered by ITBs,
which involve about a third of the
working population, including multi-
industry occupations such as clerical
work, are now being studied carefully
by the TSA and a programme for train-
ing in this area will be drawn up in
consultation with the existing training
organizations.

The Training Opportunities Scheme has
been greatly expanded. There are now
54 skillcentres and 14 more are to be
opened in the next few years. The
range and diversity of courses has been
expanded and courses are provided at
more than 700 colleges of further edu-
cation. An interesting experiment is
taking place with Wider Opportunity
Courses designed to help those school
leavers and adults who have difficulty
in finding or retaining employment.
These courses are not for training in a
specific skill, but will give the partici-
pants an opportunity to learn a variety
of job skills, involving different machi-
nery etc. in order to increase their self
confidence and versatility. Those who
show the necessary aptitude and have
the necessary educational background
can proceed to training under TOPS.
The TSA is also taking wide measures
to meet the problems caused by high
unemployment as far as this can be
done through training.

The Agency is empowered to authorize
research and has produced an outline
research and development plan. This
plan stipulates that most of the research
which is to be financed by the TSA will
be related to the practical problems and
needs that face the national training
system. The TSA will carry out some
research through its own Survey Unit,
which mainly looks at areas which will
enable it to discharge its responsibilities
effectively, and will also sponsor pro-
jects to be carried out by universities.
The application and dissemination of
research findings will be an essential
part of the work, and the potential
users of such data will be consulted or
represented at an early stage of a
research project.

The TSA will also have a coordinating
role for ITB research and will assist the
Boards in carrying out research to the
benefit of industry as a whole.

Priority will be given to projects con-
cerned with management development
and with occupations important to the
development of off-shore oil production
processes.

Brief details of research and develop-
ment in training are published in the
Annual Training Research Register and
in Training Information Papers and
these publications are available from
government bookshops.

The TSA accepts as a priority the need
to develop the competence of all staff
concerned with training, including those
managers responsible for training in
private companies as well as the spe-
cialist training officers. Prior to the
setting up of the TSA, the government
has been involved for some years in the
training of training instructors. Dur-
ing 1972 and 1973 about 700 operator
instructors and 200 clerical instructors
had been given courses of jobskill ana-
lysis, and a further 700 training officers
from private companies had also been
given courses on teaching methods. In
addition, the TSA instructor training
colleges—where the skillcentre instruc-
tors were given training—also provided
training for instructors from industry.
The TSA plans to continue and expand
such work and will place more empha-
sis on such courses being held on em-
ployer’s premises.

The new procedure of levy exemption
being operated by ITBs will emphasize
the need for firms to have competent
training staff.  The policy is that firms
must have proper training plans and
effective training operations if exemp-
tion from levy is to be granted. The
boards’ own advisers will need to make
a practical contribution to helping firms
improve their training arrangements so
as to achieve levy exemption, and this
will require more and more well-qua-
lified advisers.

There are many professional and volun-
tary bodies concerned with training,
such as the Institute of Personnel Man-
agement and the Institution of Train-
ing Officers. Two recent additions are
the Technician Education Council,
which is developing courses to meet the
requirements of technicians and the
Business Education Council which gives
awards for training in areas of com-
merce and business below university de-
gree level. The Agency is aware of the
need to gain the cooperation of these
organizations and to utilize their spe-
cialist knowledge. It has been pro-
posed that a national training institute
should be set up to bring together the
expertise of specialist groups devoted to
improving the effectiveness and effi-
ciency of training. Such an institute
could provide seminars and workshops

for practitioners and could conduct
research and development activities.
The TSA is now examining the possib-
ility of setting up this national training
institute and will report to the MSC
very shortly.

Although basic vocational training in
the UK is normally given in industry
rather than in schools, the educational
system has a vital part to play. Much
of the training on the job is accom-
panied by instruction in colleges of
further education, on day or block re-
lease, the syllabuses being agreed
between industry and the colleges.
Training for a few occupations is nor-
mally undertaken before enrolment in
colleges of further education, for exam-
ple, secretarial work. The important
part that the colleges play in TOPS has
already been mentioned. Training
schemes may be set up on the basis of
existing classes or on the basis of classes
specially organized for TOPS.

Factors Making for Current Change

All these institutional changes in the
national training system are very re-
cent. The MSC has only just com-
pleted its first year of work, having
been set up on 1 January 1974 ; the
TSA was established on 1 April 1974.
It is therefore too early to give detailed
accounts of the ways in which the new
organizational set-up will attempt to
solve particular training problems.
The initial task was to develop a plan
for action. This has been done and
in 1974 the TSA Five Year Plan was
published.

In the course of the first revision of this
plan and more particularly in the pre-
paration of a new policy for training
young people, many difficulties in the
existing system have come to light.
These will undoubtedly lead to renewed
discussion about training objectives in
Britain.

Close attention is also being paid to the
training needs of women. There has
been a vast increase in the number of
women at work but, in general, the
occupational spread of their employ-
ment is still much too limited and the
majority of them tend to seek work in
traditional female occupations which,
all too often, require only short periods
of training with limited career prospects
and which is often also below their cap-
acity. More will be done to make
TOPS more responsive to women’s
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needs and to attract them into a wider
range of occupations. The TSA has
recently set up a Project Group to exa-
mine the present limitations on the
training of women, what action should
be taken to overcome them, what poli-
cies should be adopted to this end and
what the costs and benefits to em-
ployers and the economy would be if
these policies were adopted. The
Group is expected to report to the Man-
power Services Commission in June
1975.
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67. Reform of vocational
training within
the Community

A written question has been submitted
to the Commission of the European
Communities concerning the reform of
the vocational training system through-
out the Community. The question and
the Commission’s reply are printed
below.

Written Question to the House
No 717/74

From :
Mr Adams

To:
The Commission of the European
Communities

Concerning :
Reform of the vocational training
system.

1. Does the Commission propose to
take an initiative in introducing an
overall rcform of the vocational
training system throughout the Com-
munity ?
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2. How long will it take for the
European Vocational Training Centre
to begin its work, and does the
Commission feel that this institution
is suited to carrying out the proposals
concerned ?

3. Does the Commission not share the
view that a reform of the vocational
training system should aim to eliminate
once and for all the use of apprentices
as cheap labour?

The Commission’s reply
to written Question No 717/74
submitted by Mr Adams

1. In the resolution of 21 January
1974 concerning a Social Action
Programme ! the Council of the Com-
mission of the European Communities
indicated that, in order to achieve its
principal goals, one -of its priorities
was the realization of a common policy
in the field of vocational training.
This policy is based on a general
principle, established by a Council
Resolution of 2 April 19632 and
stipulates the conditions for a common,
integrated and gradual process of re-
form. It is the task of all Member
States and of the appropriate agencies
of the Community to carry out this
policy within the framework of the
Treaty of Rome. The term ‘reform of
vocational training system’ should be
understood, in this context, as ‘develop-
ment and promotion of vocational
training’.

Despite differences in the existing
structures, systems and methods of
individual Member States, this develop-
ment and promotion can be carried out
successfully at Community level. All
the measures that have so far been
effected by the Community in the field
of vocational training have been and
are intended as a contribution towards
a reform.

2. The Commission is of the opinion
that the European Centre for Voca-
tional Training 3 through its scientific
and technical activities, will provide
a significant contribution to the
realization of a reform programme
within the framework of the guide-
lines set up by the Community. The
Centre should be set up in July 1975

O] C13 of 12.2.1974, p. 1.
OJ 63 of 20.4.1963, p. 1338/63.
Council Resolution of 10.2.1975.
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and be functioning by the beginning
of 1976.

3. The Commission of the European
Communities is aware that certain
problems exist in the Community in
connection with the legal provisions
and the conditions for conducting
apprenticeship training. For this
reason, at the end of 1974, the Com-
mission undertook an exhaustive survey
of apprenticeship training in industrial,
commercial, craft and agricultural
enterprises in the nine Member States.
The purpose of this was to gain as
precise a picture as possible of the
existing situation and to establish the
basis for an assessment of the situation,
so that appropriate proposals for
vocational training may be submitted
to the Council of the Commission at
a specific time after the hearing of
the Advisory Committee on Vocational
Training.

This survey encompasses nine studies :
one for every Member State, and a
summarizing report containing an
evaluation. It should be available in
the autumn of 1975.

Source :

European Parliament. Translated from
German original. PE 39 540/De.

68. Paid educational leave
in France and the Federal
Republic of Germany

For almost a decade there has been a
steady discussion of the broad concept
of continuing education by such bodies
as Unesco, OECD. The Council of
Europe and others, together with a
rapidly developing study of the
principles of educational planning. The
changes in this field have been in a
number of dimensions. On only one
issue, however, is there general con-
sensus : the growing necessity for more
varied educational opportunity at all
stages of life, as a result of the
technological and social developments
of our times. If, in keeping pace with
technical progress, it is accepted that
entire trades and occupations will dis-
appear, it seems reasonable to ensure
that people will have the opportunity
for retraining. However, the principal
issue involved is that education usually
had to be arranged in the adult’s leisure



time. For many people the monotony
of work conditions saps energy for
enrolment in educational courses out-
side working hours, and the fees
charged for attending courses bear hard
on household budgets. Thanks to
initiatives in particular from the
International Labour Office, the
European discussions now attribute
increasing importance to the possib-
ility of making such educational
opportunities available in the middle
of working life by what has come to
be known as paid educational leave
(PEL).

In October 1973 the Department of
Education and Science (DES) in the
UK invited the British National
Institute of Adult Education to survey
the situation regarding paid educational
leave in three European countries :
France, the Federal Republic of
Germany and Sweden (see Bibliography
item No 289). Preliminary inquiries
revealed that the idea of paid leave
for educational purpose was receiving
support in all three countries and that
legislation to bring it into effect in one
form or another had been enacted or
was under consideration. By 1970 all
three countries were relatively wealthy
and thus economically capable of
introducing a major educational innova-
tion.

The term ‘paid educational leave’ was
defined by the DES for the purposes
of the enquiry as ‘leave granted to an
employee over the age of 18 years, for
educational purposes for a specific
period during normal working hours,
without loss of earnings or other
benefits, such leave being granted under
statutory provisions, collective agree-
ments or some other type of arrange-
ment’. Such a definition explicitly
includes three major considerations :

— continuity of service with a firm;
the employee will be able to return
to his workplace;

— no financial loss to the person
taking leave, in either wage, salary,
pension rights or other benefits:

— leave within normal working hours.

This definition was interpreted as
meaning in practice that an employee
could have paid leave to follow a
course described as ‘educational’ of a
type and at a time agreed by his
employer. However, the term ‘paid
educational leave’ has different con-
notations in different countries.

In some countries, despite the law,
there seems to be no actual right to
educational leave. In other countries,
where there is no legal right, employers
do nevertheless send employees on
courses.

In France it is considered that a real
right to educational training leave, and
consequently to continuing education,
should include the entire recognition of
the following :

(i) The right to maintain one’s salary;

(i) The right of initiative : this means
a comprehensive guarantee that
no harm whatsoever can come
to the worker who decides, on his
own, to apply for education/
training leave;

(iii) The right of return: °... the fact
of applying for leave or of having
actually benefited from leave
should never be used is justifi-
able grounds for fair dismissal...’;

(iv) The right to free choice : this is
closely related to the right of
initiative and means the entire
freedom of the employee to
choose among all educational/
training courses offered, with no
outside pressures or economic
constraints;

(v) The right to equal access to
education/training for all em-
ployees;

(vi) Collective control over the right
to educational/training leave;

(vii) The right to a career: ... i.e. a
guarantee by employers in some
industrial sectors to give high
priority to internal promotion’.

In Germany, the main features of paid
educational leave (Bildungsurlaub) can
be defined as follows :

(1) Bildungsurlaub is the release of
employed persons within the
framework of the adult education
system.

(2) The right to Bildungsurlaub is to
be secured by a Federal law.
The law should lay down the
minimum requirements; collective
agreements which go beyond this
remain  unaffected. Legally,
Bildungsurlaub has the same
standing as annual holiday.

(3) All employed persons have a
right to Bildungsurlaub without
having to demonstrate their

willingness or ability to enjoy
this right. The right must be
secured in some other way for
housewives and the self-employ-
ed.

(4) Bildungsurlaub is to be granted
for worthwhile adult education
courses of civic as well as further
education, including extra-mural
studies, where attendance is not
guaranteed by some other law
(e.g. The Promotion of Employ-
ment Act, 1969).

(5) The length of the leave depeunds
on the length of the course.
Bildungsurlaub should be a
minimum of ten days: within
reason it may be taken in small
parts or be accumulated.

(6) Earnings which would normally
be due to an employee during his
period of Bildungsurlaub are to
be paid by his employer. The
State should cover, in part or in
whole, costs arising from attend-
ing the course.

(7) Evidence of attendance at a
course is to be furnished by a
certificate.

(8) The courses are to be run by
public or other recognized adult
education bodies. The granting
of recognition is in the hands of
the appropriate Federal authority
in conjunction with the Kultus-
ministerium (Ministry of Educa-
tion) of the Liander and/or the
Standing Conference of Education
Ministers.

(9) Loans and grants may be
provided from Federal funds for
the expansion and equipment of
institutions organizing courses,
provided that the organizers make
an appropriate contribution to
the costs from their own funds.

Bildungsurlaub may be introduced
gradually by limiting those eligible
or by establishing maximum
quotas in the initial period.
Parliament is to receive regular
progress reports on the working
of the law.

(10)

Some important characteristics of the
German concept of P.E.L. are the
following. Firstly, there are inbuiit
security measures to ensure that P.E.L.
is not treated as extra holiday. These
include the provision that the education
must be organized by an institution
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with state recognition, proof of
attendance by the student, and control
by the State of the nature of the
education offered. Secondly, and
crucially, P.E.L. in Germany is conceiv-
ed of as a mass measure in continuing
education since it provides access to
education for approved purposes to the
working population as a whole.

The legal situation at present

In France, the law of 16 July 1971
No 71-576, concerning continuing
vocational training, describes in parti-
cular the right to educational leave
and the financial means of enjoying
that right. However, this law is very
complex and its actual operation
depends on a series of administrative
orders specifying, for example, a list of
approved courses. Therefore, the
opportunity for social and cultural
development of the individual is
largely determined by current adminis-
trative policy decisions.

In Germany, there is no law at Federal
level guaranteeing paid educational
leave as a right to the employed
population as a whole. Rather, the
situation is that only certain sections
of the population have access to paid
educational leave :

(i) works councillors under the Works
Constitution Act 1972;

(ii) staff representatives under the
Staff Representation Act 1974;

(iii) some 3300000 Beamten (civil
servants) who are eligible for paid
educational leave under an Order
of State of 18 August 1965.

Regional legislation is not character-
istic of France. In Germany, however,
each Land is able to legislate inde-
pendently. The laws of two Linder
are of particular interest, because in
each there is an emphasis on civic
education which is not found to the
same degree in French law. The city
state of Hamburg’s law on paid
educational leave of 21 January 1974
entitles all those whose main employ-
menty is in Hamburg to two weeks
P.E.L. every other year. This law
covers some 800 000 people. The city
state of Berlin’s Law for promoting
participation in educational schemes
dated 16 July 1970 entitles all persons
under the age 21 years, employed in
Berlin, to ten working days’ paid
educational leave per year.

38

Consequently, this is an instance of
paid educational leave being granted not
to a particular occupational or
functional group, but to a section of
the working population as a whole,
namely, to young adults.

In the two countries, arrangements for
paid educational leave are in a state of
flux. In France, the applicability of
the law of 1971 can be altered overnight
by administrative order; in Germany
the Federal Government General Plan
for Education of 1973 promises a
Federal Law giving up to 159 per
annum of the employed population a
two week entitlement to paid educa-
tional leave by 1985. Plans are also
being made for paid educational leave
legislation in the Lidnder of Hessen,
Bremen, Lower Saxony, the Saar,
Rhineland-Palatinate, and Baden-Wurt-
temburg. Some of the Land bills
restrict paid educational leave to certain
age groups or to civic education only,
otherwise they are very similar to the
Hamburg law.

Source :

Paid educational leave, by A. Charnley,
Department of Education and Science.
St. Albans: Hart-Davis Educational,
1975.

69. Council of Europe
on vocational guidance

Recommendations have recently been
adopted by the Committee of Ministers
of the Council of Europe concerning
vocational guidance in Austria, Bel-
gium, France, the Federal Republic of
Germany, Italy, Luxembourg, the
Netherlands and the UK. Govern-
ments are called upon to ensure that
sufficient emphasis is given to voca-
tional guidance, and various factors
essential to the provision of adequate
vocational guidance are outlined in
Resolution AP (74) 3.

A fundamental principle of vocational
guidance is seen to be the encourage-
ment of the individual to assume
conscious responsibility for his own
career, and the importance of easy
and continuing access to information
about employment, training and post-
school education is therefore stressed.
Vocational guidance counsellors also
need ready access to information, and
the Committee recommends the

establishment in each country of a
national documentation centre to col-
lect existing publications and produce
its own documentation on vocational
guidance.

Other recommendations made by the
Committee of Ministers concern :

— the educational qualifications of
vocational guidance counsellors,
whose training should be of uni-
versity or comparable level and
who should attend regular re-
fresher courses;

— the desirability of close coope-
ration between guidance services
and educational psychologists,
schools and employers, and the
encouragement of international
research and exchanges.

Source :

Council of Europe.

70. European seminar
on vocational guidance
and training for women
workers

At the end of 1975 the Commission
of the European Communities will
hold a seminar on vocational guidance
and training for women workers as
part of its efforts in 1975 to encourage
equality of treatment between men
and women workers. The seminar is
intended for some 50 executive officials
from government departments, public
and private bodies and employers’
and workers’ organizations responsible
for the vocational guidance and train-
ing of adult workers.

The aims of the seminar will be:

information on the
in the Com-

— to provide
present situation
munity;

— to study, on the basis of a critical
analysis of the situation, the main
problems of common interest and
any improvements which can be
made;

— to examine how the various
problems are being tackled by the
Community, the solutions found
in the individual EEC Member
States and the results achieved so
far:



— to propose action to be taken at
various levels (regional, national,
Community) and by various bodies

(government, local authorities,
trade unions, employers’ organiza-
tions).

The Commission intends to draw up
a Community action programme on
vocational guidance and training for
women workers and it is expected that
the seminar will provide a wuseful
contribution to this programme. In
addition, it should serve to instil a
better understanding of the specific
problems experienced by women in the
field of vocational guidance and train-
ing and, through the dissemination of
the conclusions reached, to develop an
appreciation of these problems among
those officials responsible for guidance
and training who will not participate
in the seminar, as well as among
opinion leaders in the EEC Member
States.

71. Developments in training
in the offshore
oil industry in Europe.

France

The recent considerable increase in
underwater operations in France, such
as deep-sea oil-drilling and public
works, has led the French authorities
to support the establishment of the
Centre de formation professionnelle

aux travaux immergés (Centre for
Vocational Training in the under-
water industry). The Chambre de

Commerce et d’Industrie (Chamber of
Commerce and Industry) in Marseille
has undertaken to set up and operate
this centre, which is the first of its
kind in the world. It gives both
general instruction and specialized
training to meet the needs of sub-aqua
operations and also of public works
(ports, dams etc.). Training courses
commenced in October 1974 in pro-
visional buildings and the construction
of permanent training establishments
is to commence in 1975.

Three parallel courses with 50 trainees
on each are planned. FEach course
runs for 17 weeks and comprises 10
weeks of medical fitness training and
basic training and 7 weeks of special-
ized training, during which trainees
can choose one of two options :

(a) deep-sea diving for oil develop-
ment,

(b) diving for public works.

Great importance is also placed on the
teaching of safety rules. The physical
condition of the trainee is tested
throughout the course. The course
instructors have all undergone special
training in their respective subjects.

The centre is state-financed and trainees
receive pay during the training period.
Financial assistance is also expected
from the European Social Fund.

Ireland

In addition to preliminary seismic
evidence of natural gas and oil finds
in Irish offshore waters, recent finds
have increased the prospect of large
oil and gas discoveries within the
Irish jurisdiction in the next couple of
years. However, the offshore geology
and mineral potential can only be
determined by actual drilling, and the
anticipated issuing of further exclusive

exploration licences by the Irish
government is likely to produce a
marked increase in the level of
exploration.

The Industrial Training Authority —
AnCO — is considering the manpower
and training implications for Ireland
which may arise from the new
activities. The total impact on the
Irish economy of anticipated explora-
tion and exploitation activities will
depend largely on government policy,
much of which is not yet specified.
Nevertheless, some policy guidelines
are available which have been taken
into account in the AnCO considera-
tion. The major policy objective of
the Irish Government is the develop-
ment of manpower resources in a
manner which gives maximum benefit
to the Irish people right through from
exploration to processing. Having
regard to Ireland’s overall employ-
ment situation, the highest possible
utilization of Irish manpower is desir-
able. It is in this area that AnCO’s
role in the training of labour is vital,
since the availability of suitably trained
manpower is essential for the develop-
ment of Irish oil.

For the purpose of analysis it is use-
ful to divide the crude oil and natural
gas industries into pre-production and
production stages. The former may

in turn be sub-divided into exploration
and development phases The
exploration phase covers the period
prior to the discovery of oil or gas.
The initial activities during this phase
are concerned with geological and
geophysical analysis by means of sea-
bed sampling and aero-magnet, gravity
and seismic surveys. The second part
of the exploration stage involves test
drilling to establish whether or not
hydrocarbon deposits exist in the
structures which have been indicated
to be potentially productive. This
activity may be expected to follow on
the issue of further exclusive licences
for Irish waters. The pre-production
phase is also concerned with the
development of production facilities
for any located hydrocarbon deposits.
The production stage may ultimately
lead to the development of processing
industries requiring hydrocarbons as
raw materials.

In the near future the offshore oil
and gas development is likely to
concentrate on :

— exploration and drilling,

— development of the known gas find
near Kinsale in Cork.

— the possible development of other
hydrocarbon deposits if these
prove to be economically viable.

Manpower requirements

The major manpower requirements for
the early exploration phase are for
geologists, geophysicists and their sup-
port staff, usually in the technician
grades. Most of the training needs
for these categories are normally met
by higher educational institutions in
their professional courses. However,
courses specifically geared to the off-
shore oil industry labour force have
hitherto not been offered in Ireland.
Most of the geological and geo-
physical work has already been under-
taken in the preparation of applications
for exclusive concessions, so that future
demands for personnel in this field
may not be as great as for other fields
of work. There may be possibilities
also to substitute Irish for foreign
labour, and the universities and the
regional technical colleges are investi-
gating the likely demand for pro-
fessional courses under the auspices of
The Irish National Science Council —
the national authority for science and
technology.
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The second exploration phase is
concerned with test drilling activity.
Exploration wells are usually drilled
from mobile rigs — jack-up or semi-
submersible — or from drilling ships.
There is little variation in the types
of skills employed in the various
kinds of drilling units and the only
extra requirements, over and above
skilled workers involved in drilling on
dry land, are for people in marine
occupations, such as master mariners,
catering crew, stewards and radio
operators. Personnel employed on rigs
and drillships fall into a number of
categories according to function. The
people actually involved in the drilling
function are tool-pushers, drillers, der-
rickmen and floormen. The tool-
pusher is the coordinator of drilling
operations on a drilling rig. He is
responsible for correct equipment and
must be conversant with the function-
ing of latest equipment in the oil
industry. A driller is responsible for
the work carried out by the drilling
crew in accordance with programmes
given to him. However, he must have
sufficient knowledge and experience to
be able to make alterations to the
programme if necessary. The derrick-
man is an assistant driller, who,
together with the driller, is responsible
for the proper handling of drilling
tools inside and outside the hole.
Floormen are labourers on the rig
floor.

All the jobs in the drilling crew are
within reach of men who start as
labourers, and promotion is custom-
arily from within the crew. In the
light of the fact that senior drilling
personnel are basically multinational,
recruited from areas of previous
exploration activity, initial training is
likely to be confined only to the lower
grades of the drilling crew.

The second major functional category
employed on drilling rigs are those who
undertake the technical maintenance
activities, such as fitters, electricians,
welders and mechanics. These workers
usually have trade qualifications, but
there may also be opportunities for
some people to wundergo training
courses in at least some of the above-
mentioned occupations.

United Kingdom

Britain’s training programme for off-
shore oil development will include the
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establishment of two new centres, one
for deep-sea divers and one for
engineers and technologists. Post-
graduate university courses in petroleum
geology and engineering have also been
funded and action has been taken to
ensure the training of skilled artisans
in adequate numbers.

The programme was initiated in 1973
when the Department of Employment
set up a working party (the Working
Party for Education and Training for
Offshore Development - ETOD) to
consider the education and training
needs for the offshore oil industry and
to propose any necessary action. The
report of the party concluded that
there were three main training require-
ments :

(a) post-graduate university training in
petroleum geology and engineer-
ing;

(b) advanced underwater training,
which did not exist in this country;

(c) a training
technology.

centre for drilling

On the recommendation of the working
party the following action has been
taken :

(1) The University Grants Committee
has approved three one-year
graduate courses in petroleum
geology and engineering. Herriot
Watt University, Edinburgh, has
been awarded £50000 p.a. for a
course, Imperial College, London,
£40000 p.a. and Aberdeen Uni-
versity £ 10 000.

(2) The Manpower Services Commis-
sion (MSC) has asked the Shenley
Trust Limited, in conjunction with
the Training Services Agency
(TSA), to establish an underwater
diving training centre at Fort Wil-
liam on Loch Linnhe, Inverness-
shire.  The capital cost of
£2000000 will be borne out of
public funds provided by the MSC.
The centre will undertake training
in basic diving and underwater
working, as well as provide courses
in deep-diving techniques. It will
also run specialized courses for
diving supervisors and instructors.
The centre will be operated on a
commercial basis.

The TSA has been running a pilot
course in basic diving (down to
50 metres), from which recom-
mended training standards are

currently being developed for use
at the new centre and other
commercial diving schools.

(3) The Petroleum Industry Training
Board, in consultation with the
TSA, is proceeding with plans to
site a pilot project on drilling
techniques at Livingston New
Town in Scotland pending a deci-
sion on a location for a permanent
establishment. The MSC s
providing the main part of the
funds for the provision of these
facilities. =~ The capital cost is
expected to be £255000 of which
half will be advanced as a grant
by the MSC, £10000 will be
provided by the Offshore Petro-
leum Association and the remain-
der advanced on loan terms
by the MSC. The centre will
be equipped with its own drilling
rig and will provide specialized
courses for drilling engineers and
technologists, as well as the off-
the-job basic and upgrading
training for rig crews. It is hoped
that the initial courses will begin
in July 1975.

The drilling rig will be shore-
based, because effective on-the-job
training in the adverse conditions
of the North Sea is difficult to
carry out without costly loss of
drilling time.

Manufacture of oil rigs
and production platforms

Following the ETOD report, the TSA
set up a working party in December
1973 to look into the needs for skilled
manpower in Scotland and north-east
England for the construction of oil
rigs and platforms. With the assist-
ance of the Engineering Industry
Training Board (EITB) the study was
extended to cover manpower require-
ments for engeneering construction
site work. The report highlighted
potential shortages of skilled manpower
in the major occupations such as
welders, platers, pipe-fitters and rigger-
erectors. This report was supplement-
ed by a national survey by the
National Economic Development
Office (NEDO) of the Engineering
Construction Industry’s requirements
for skilled workmen. It showed that
an extra 17000 people in main key
skills are needed over the next two
and a half years. These requirements
coincided with the increasing needs for



discuss the manpower problems that
skilled workers in the shipbuilding and
heavy engineering industries, in those
areas where platform construction
yards or sites existed or were expected.
This meant that engineering construc-
tion contractors could not, as formerly,
rely on drawing skilled labour from
other industries.

Following the report and the survey,
a series of steps was taken to meet the
expected problem :

(a) With the approval of the MSC,
the TSA set up a special Sector
Committee for the Mechanical and
Electrical Engineering Construction
Industry (MEEC), under the EITB,
to provide a central training point
for defining and meeting the needs
of this industry.

(b) The TSA negotiated draft training
programmes for 1974/1976 with
EITB which would assist the
industry in training additional
skilled labour rather than relying
on poaching.

(c) The Manpower Services Commis-
sion made available a grant of up
to £3 500000 for the engineering
industry, to be paid through the
EITB, on the understanding that
the industry would raise a com-
pulsory levy fund. The money
would be used to provide training
facilities and to improve training

The British Petroleum Co. Ltd.
drilling platform

arrangements in the industry and
enable it to meet the training
target in the two-year programme.

(d) In addition to the £3 500000,
during the financial year 1974/75
an initial sum of £250000 was
made available for the early pro-
vision of training facilities.

In October 1974, a TSA and NEDO
national conference was held with
representatives from all the industries
concerned, (including the petroleum
industry, the engineering industry, the
shipbuilding industry and the construc-
tion industry, government departments
and their agencies. The expected
problems were explained in some detail
and an opportunity was given to the
representatives to put forward their
views. There was general support for
the TSA proposal that a national
coordinating committee should be set
up to keep all the requirements of the
situation under review. Subsequently,
arrangements were made by the TSA,
with the approval of the MSC, to
establish a coordinating committee of
this kind. The committee, known as
The National Committee for Engineer-
ing Construction and Related Industries
Manpower (ECRIM), has been set up
under the chairmanship of the TSA
to keep under review the current and
future critical manpower requirements
for certain skills in industries such as
engineering construction, shipbuilding,
navy engineering (steel production
platforms and oil rig manufacture) and
construction (concrete gravity platforms
and other key areas), so that recom-
mendations about required action
can be made and attention drawn
to future needs for redeployment. On
this committee are represented govern-
ment departments concerned, the MSC
and its agencies and those Industry
Training Boards particularly concerned
with the manpower situation in these
industries.

Under the ECRIM committee, regional
and local committees will be formed
to help in dealing with local problems.
Discussions are taking place with a
view to establishing a regional com-
mittee for north-east England with
sub-regional committees for Tyne and
Wear, another for Teesside and a
committee for Scotland. Government
departments and agencies, employers
and trade unions will be represented
on the committees. Each committee
will provide a forum in which to
discuss the manpower problems that

arise in the locality, and it is hoped that
the representation of employers and
trade unions on the committee will
ensure that a flexible approach is
adopted to meet the local needs.

The ECRIM committee is serviced by
a unit in the TSA which is arranging
for the collection and processing of
statistical and other information on
those skilled trades which are likely to
be in short supply. The unit is keep-
ing in touch with all the government
departments and agencies concerned
and will seek to ensure that the various
steps being taken to meet manpower
needs are coordinated and likely to
secure the attainment of the general
objective.

Supply and demand
of manpower

In June 1974, the Manpower Services
Commission authorized a study to
provide a picture of the manpower,
employment, training, and mobility
problems arising from the develpment
of the oil industry, and to identify
serious gaps in the ongoing attempts
to analyse the situation. The report
was published the same year in Decem-
ber. It outlines the present and
possible future discoveries of oil as
well as the gas and oil production
forecasts. The onshore and offshore
activities involved are defined together
with the time schedule for manpower
requirements for the various areas so
that the migration and housing needs
can be estimated. A regional picture
is given of the demand for manpower
skills in associated industries, mainly
shipbuilding and engineering construc-
tion. Statistical data of the manpower
supply show that regional and national
shortfalls in labour supply are due to
migration and lack of training. The
report examines the measures taken and
gives proposals for meeting the training
problems of both offshore and on-
shore activities.

Skilled manpower required for North Sea
oil onshore developments

The MSC has made known that is
regards the development of North Sea
oil as one of its major priorities and
this is recognized in the TSA’s five-
year plan. The TSA, with MSC
approval, has now considered a series
of initiatives with the Shipbuilding,
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Engineering and Construction Industry
Training Boards—ITBS— to increase
the number of young people and adults
to be recruited and given some form
of off-the-job training this year and
the next in occupational areas such
as plating, pipefitting, shipbuilding,
welding and electrical installation, all
of which are crucial in the fabrication
of platforms, oil rigs, modules, semi-
submersibles and special vessels.

The Construction ITB has undertaken
studies in the last six months into the
needs for skilled craft labour in Scot-
land. It concluded that there is a need
for more bricklayers, carpenters and
scaffolders and that there is an acute
shortage of these in north and north-
east Scotland, because of the increasing
demand for the infrastructure needed
for North Sea o0il developments.

Increased training facilities for these
crafts are currently being planned.

The British Petroleum Co. Ltd.
Divers and decompression chamber on board
drilling platform in the North Sea.

As a result of the development of
concrete gravity platform construction
in west Scotland, the TSA had drawn
the attention of the Construction ITB
to the need for trained bar-benders,
steel fixers, scaffolders and formwork
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erectors to meet the new demands of
concrete platform contractors. It was
therefore suggested that a construction
training centre should be established
in west Scotland as soon as possible.
The Construction ITB, in conjunction
with the contractors, has now drawn
up plans for a training centre on the
outskirts of Glasgow, and the TSA,
with the approval of the MSC, will
make a substantial financial contribu-
tion towards the centre. A Scottish
sub-committee has been set up to draw
up the training courses. Initially, the
centre will concentrate on developing
trainees’ skills in concrete platform
work but is also expected to provide
building craft training. The Engineer-
ing ITB is considering special measures
to provide additional skilled labour for
platform, module and oil rig fabrica-
tions and the TSA will assist in the
introduction of the new measures.

Training via ‘training opportunitics
scheme’ (TOPS)

The major TOPS contribution has been
in training people in Scotland and in
the north-east of England in fabrica-
tion engineering trades (mainly weld-
ing). In addition, schemes have been
set up in Scotland in the construction
trades in connection with housing and
platform installation and, to a lesser
extent, in the clerical and commercial
fields. It is not possible to quantify the
proportion of TOPS trainees who go
directly into employment, but some
idea of the scale of the TOPS con-
tribution can be obtained from a
comparison of the estimate of skilled
workers required by the offshore oil
industries with the actual numbers of
workers trained under TOPS in the
appropriate skills. It is envisaged that
5500 skilled workers are needed during
1974-76, although the actual number
of trained workers did not quite reach
1200 in 1974 and is not expected to
rise above 1 500 in 1975. These figures
do not include people trained in

clerical and commercial skills and
storekeeping operations in Colleges of
Further Education, and it is known
that a fairly high proportion of these
are finding employment with companies
engaged in servicing North Sea oil
projects. Six TOPS students are at
present taking diploma courses in off-
shore engineering.

Some financial assistance from the
European Social Fund is received for
training under the TOPS scheme and
has also been given to the pilot sheme
for divers. Additional financial support
has been applied for to set up the
offshore training centre and the under-
water training centre.

72. Anglo-French course
gets degree status

A joint Anglo-French business adminis-
tration course run by Middlesex
Polytechnic, London, with a college in
Rheims has been given degree status
by the British Council for National

Academic Awards. 48 students (24
French, 24 English) will study toge-
ther on a four-year course, spending
two years in France and two years in
Britain. They will also spend equal
amounts of time working in British and
French industry.

Lectures at the polytechnic and the
Ecole Supérieure de Commerce et
d’Administration will follow the same
programme, developed jointly in both
colleges. Examination boards will be
made up of equal numbers of French
and British staff.

British students must have French or
mathematics at advanced level (higher
secondary) and both subjects at
ordinary level (lower secondary).
French students must have passed the
baccalauréat in both subjects.

Source : The Times, 24 June 1975.
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235. LEARNING OF PROBLEM-SOL-
VING BEHAVIOUR IN ADULTS
(E). Forschungszentrum fiir Rehabi-
litation Prévention und berufliche
Bildung. Heidelberg : Stiftung Reha-
bilitation, 1974. 137 pp. (also avail-
able in German: Lernen von Pro-
blemloseverhalten in  Erwachsen-
alter).

The central interest of the project is to
further the kind of thinking that enables
terns are not at hand. In this report in
situations where familiar behaviour pat-
ters are not at hand. In this report in-
terests are centred on the possibility of
behaviour modification in problem solv-
ing. To that end a critical study of five
varying and representative ways of
helping people in problem situations fol-
lows after a summary of the work of
the research team. The account ends with
a detailed description of the teaching
materials developed or modified within
the framework of this project.

236. PROBLEM-SOLVING THROUGH
CREATIVE ANALYSIS, (UK) by
Tudor Rickards. Epping: Gower
Press, 1974. 198pp. £4.75.

The objective of this book is to help mana-
gers tackle open-ended problems (those
which have no logically correct answer).
Part one discusses and assesses individual
problem-solving procedures and group tech-
niques. Part two presents 23 case studies
of creative problem-solving in a variety of
environments, such as marketing, market
research, research and development and
training.

237. AUSWAHLUNTERSUCHUNGEN
BEI FUHRUNGSNACHWUCHS-
KRAFTEN. (D) Selection procedures
for a new generation of middle mana-
gers, by G. Marschner. In Psycho-
logie und Praxis, Vol. XVI, July-
September 1972, pp 116-127.

A description of an extensive investigation
by the psychology division of the health
centre at the mine works in Eschweiler. As
a consequence of their taking over another
mine, various management problems arose.
By using a selection procedure involving
psychological tests optimum solutions were
found. A number of illustrative tables and
graphs are included.

238. EDUCATION IN ECONOMICS
FOR WORKERS AND THEIR
REPRESENTATIVES. (UK) Paris ;
OECD, 1974. 40 pp.

The final report from a regional seminar on
this subject held in Diisseldorf on 9-12 Nov-
ember 1971 and attended by about 50 trade
union leaders and experts from Austria,
Belgium, Denmark, Italy. The Netherlands,
United Kingdom and Sweden. The semi-
nar sought; to identify which were the most
important economic issues for trade union
leaders and what training needs were invol-
ved; to analyse ways of improving the eco-
nomic knowledge of workers and their re-
presentatives and to examine the respective
roles of trade union, employers, the State
and private agencies in providing economic
education.

239. PROFILE OF A SUPERVISOR. (UK)
London: Institute of Personnel Ma-
nagement, 1975. 21pp. £0.75. (IPM
Information Report 17).

A survey of current practice in 108 UK ma-
nufacturing companies reveals the present
status of the supervisor, measured in terms
of benefits, in relation to that of management
and of the operatives he supervises. It also
reviews his authority in relation to such mat-
ters as engagement, induction and training
of staff, time recording and disciplinar
procedures.

240. TEACHING MATERIALS FOR
DISADVANTAGED CHILDREN,
(UK) by Ronald Guiliford and Paul
Widlake. Evans/Methuen Educational,
1975. 159 pp. £1.25. (Schools
Council Curriculum Bulletin 5).

In 1972 the Schools Council set up a one-
year project to examine the use of project
materials by teachers of disadvantaged chil-
dren (the 15 to 20 per cent of pupils least
successful at school). The terms of refe-
rence were: to examine the problems expe-
rienced by these pupils when using existing
materials produced as a result of certain
Schools Council projects; to examine the
principles upon which successful uses and
adaptations of materials have been based;
to publish a survey of good practive and
particularly successful adaptations. This
survey covers project materials for teaching
English, humanities, moral and reli-
gious education, science, mathematics, de-
sign and craft education.

241. ESSENTIAL STEPS IN MAN-
POWER PLANNING (E) by A.P.
O’Reilly. Dublin: The Industrial
Training Authority, (AnCo), 1974.
23 pp.

In recent years a great deal has been
written and spoken about manpower
planning. The purpose of this booklet is
to strip away the mystique from this
field. A number of ways are illustrated
in which managers — particularly in
small and medium sized companies—can
put manpower planning into practice, to
the benefit of the company and the
people who staff it. For example :—
how to determine organizational training
needs; how to identify and utilize most
effectively the talents in the organization;
how to meet employees’ expectations in
terms of career prospects and how to
anticipate redundancies and avoid lay-
offs.

242. THE PRACTICE OF MANPOWER
FORECASTING. (E). Edited by
Bashir Ahamad and Mark Blaug.
Amsterdam : Elsevier Scientific Pub-
lishing Company. 1973. 351 pp.

This book is one of a series on problems
of educational planning. It consists of
ten case studies; an introduction and a
conclusion. The case studies illustrate
that manpower forecasts have been used
for a wide variety of policy decisions
ranging from short-term labour market
adjustments to long-term educational
planning.  The authors argue that man-
power forecasting models currently used
are much more satisfactory for making
short-term rather than long-term forecasts.

243, A NATIONAL SURVEY OF THE
UNEMPLOYED, (E) by W.W.
Daniel. London: Political and
Economic Planning, 1974. 162 pp.
£2.50. (Vol. XL Broadsheet No 546).

The findings in this report consider
characteristics of the unemployed; the
proportion of those registered who were
effectively not in the labour market; the
costs that they endured out of work and
when re-employed; the circumstances
under which they lost their old jobs;
their experience and behaviour while
seeking new jobs and the effectiveness
of the public employment service in
helping them; the factors which influenc-
ed the length of time they were out of
work and the effect of different types
of financial benefit on their job seeking
and job choice; their attitudes and
experiences in relation to retraining and
moving house to find a new job. A
representative sample of 1479 unemploy-
ed workers was used.

244, VOCATIONAL EDUCATION IN
FINLAND. (E). Hameenlinna : Na-
tional Board of Vocational Educat-
ion (Ammatitusvatushallitus), 1973.
154 pp.
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A guide to the organization and the
educational activities of the National
Board of Vocational Education in Fin-
land. The guide is simple, well illustrated
with maps and graphs and covers a wide
variety of topics including: vocational
training institutions, apprentice training,
vocational qualifying examinations, com-
mercial, technical and agricultural educ-
ztion of seafarers and legislation concern-
ing the vocational education subordinate
to the National Board of Vocational
Education. The final 12 pages are
devoted to statistical tables.

245. KEY QUALIFICATIONS IN
BASIC AND FURTHER EDUC-
ATION. (E), by Dr Dieter Mertens.
Strasbourg : Committee for Out-of-
school Education and Cultural De-
velopment. Council of Europe
1972. 18 pp.

This report secks to identify quantitative
requirements which must be satisfied
when an educational system is being
developed and reformed if the dual aim
of individual and economic utility is to
be recognized. Key qualifications are
defined as ‘ knowledge. aptitudes and
skills which confer the ability to perform
a wide range of jobs and functions and
the ability to adjust to a series of chanses
in the demands made by one’s jub’. The
report goes on to suggest the nature and
format of a curriculum for teaching those
basic skills which might lead to such key
cualifications.

246. IACCES LA VIE PROFESSTON-
NELLE A LA SORTIE DES IN-
STITUTS UNIVERSITAIRES DE
TECHNOLOGIE. (F). Career
opportunities on leaving technical
universities. Centre d’études et de
recherches sur les qualifications.
Paris: Documentation Francaise,
1973. 187 pp. (Dossier No 7).

This enquiry sets out to survey the
conditions of transition from study to
working life. In particular it brings
ont lines of entry, and first job positions.
The analysis stresses three essential
factors, namely training speciality, resion
and sex, and is the first to pay close
attention to the progress and impact of
students in new higher training areas. Tt
answers the pressing demand for more
information on the position of technicians
and engineers, employed or undergoing
study.

247. EVALUATION AND CONTROL
OF TRAINING (UK) by A.C. Ham-
blin. Maidenhead: McGraw-Hill. 1974.
208 pp. £4.25.

The author uses a model evaluation cycle
which is made up of five levels of training
effects, which also constitute the levels of
objective-setting and evaluation: reactions,
learning, job behaviour, organization and
ultimate value. A description is given of
the types of strategy for entering the evalua-
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tion process at any level and of the range of
techniques which may be used at each. A
special section is devoted to the problem of
evaluating external courses.

248. COMPARATIVE TABLE OF LATIN
AMERICAN VOCATIONAL TRAI-
NING BODIES. (UK) CINTERFOR.
(Centro Interamericano de Investiga-
cion y Documentacion sobre Forma-
cion Profesional). Geneva: Interna-
tional Labour Office. 1974. 24 pp.

This publication is a translation of Part 1
of the 1973 edition of the ¢ Comparative
Table and data sheets of Latin American
Vocational Bodies’, published annually by
the Inter-American Vocational Training Do-
cumentation and Research Centre. It pro-
vides a comprehensive picture of the national
training bodies of Latin America listing their
more important activities and objectives and
giving a general description of their orga-
nizational structure.

249. SCHULVERSUCHE ZUM BLOCK-
UNTERRICHT AN BERUFSSCHU-
LEN IN RHEINLAND-PFALZ.
ZWISCHENBERICHT 1971-1973. (D)
Experiments with modular training
methods in Rheinland-Pfalz. Interim
report 1971-1973, by Erich Daiien-
hauer, Jiirgen Klan and Walter Ac-
kermann. Mainz: V. Hase & Koehler
Verlag GmbH, 1973. 269 pp.

This book discusses the results of an experi-
ment in Rheinland-Pfalz involving a modu-
lar learning method in vocational training.
This method enables trainees to build up
their own courses of study leading to a de-
sired qualification. A research group of
the Rheinland-Pfalz Ministry of Culture
spent 20 months collecting data from visits
to training establishments and question-
naires completed by trainees, teachers and
parents. Copies of the questionnaires and
answers are included.

250. PROCEEDINGS OF THE 46TH IN-
INTERNATIONAL CONFERENCE
OF SIEC (SOCIETE INTERNATIO-
NALE POUR L’ENSEIGNEMENT
COMMERCIAL), London 28 July -
4 August 1974. (UK) BACIE Journal,
November 1974, pp 140-149.

This conference, organized by BACIE, con-
sisted of lectures and visits examining cur-
rent trends and developments in the fields of
commercial education and training. Ver-
batim'reportsare given of the opening address
by the Secretary of State for Education and
Science, and speeches on the training of re-
tail sales assistants and the training of se-
cretaries in the education system. Résumés
are given of papers on current economic
and social trends in the U.K., the education
system in England, industrial and commer-
cial training in the U.K., as well as of visits
made to illustrate the training of teachers,
clerical training in the Army, secretarial
training, sales training in the travel industry
and training for finance.

251. EDUCATION ET FORMATION
PROFESSIONNELLE DE  MI-
GRANTS. (F) Contribution néer-
landaise pour la Conférence Perma-
nente des Ministres européens de I’édu-
cation, The Hague: Ministerie van
Onderwijs en Wetenschappen 1973.
24 pp. (Docinform 295 F). (Also
available in English, title: Education
and training for immigrants. Docin-
form 295E and German, title: Unter-
richt und Berufliche Weiterbildung fiir
Einwanderer. Docinform 295 D).

This guide to immigrant education and trai-
ning in the Netherlands is divided into five
sections: policy, legislation, research, statis-
tics and bibliography. A brief resume is
given of Dutch policy and its implementa-
tion with regard to adult education, com-
pulsory education and the length of stay of
foreign workers. Legislative provisions af-
fecting immigrants are also described. Sta-
tistics are given for the total number of im-
migrant workers, the educational situation
for immigrant children, the number of immi-
grants by nationality, and the number of
foreign pupils in primary education by
nationality and age.

252, RELEVANT METHODS IN COM-
PARATIVE EDUCATION. (E).
Report of a meeting of international
experts edited by Reginald Edwards,
Brian Holmes and John van de
Graff. (Hamburg). Unesco Institute
for Education, 1973. 270 pp.

The Unesco Institute for Education has
sponsored expert meetings in comparative
education since 1955. The 1971 meeting,
reported in this volume, undertook to
assess the situation of comparative
education in the context of the trend
towards empiricism and social science
practices.  The book is devoted princi-
pally to methodological approaches and
includes reports from three working
groups researching problems intrinsic and
extrinsic to the field.

253. CAREER EDUCATION PRO-
GRAM: PROGRAM PLAN FOR
FISCAL YEAR 1975. (UK) Was-
hington: National Institute of Educa-
tion, 1974. 49 pp.

In April 1973 the National Institute of Edu-
cation (USA) published the Forward Plan
for Career Education Research and Deve-
lopment which outlined the framework
around which the Institute’s programme
would be built and described the projects
under way. The present plan for 1975 re-
views the Institute’s goals, the strategies for
achieving them and provides abstracts of
the projects currently being administreed
by the Career Education Program. The
goals are to improve understanding of the
relationship between education and work
and to increase the contribution education
makes to individual’s abilities to choose,
enter and progress in work that is beneficial
to themselves and others. The strategies
involve investigating research, planning and



policy analysis; guidance, counselling and
placement; curriculum; financial barriers;
alternative settings; systemic or institutional
changes.

254, ANNUAL CAREERS GUIDE: OP-
PORTUNITIES IN THE PROFES-
SIONS, INDUSTRY, COMMERCE
AND THE PUBLIC SERVICE, (UK)
by the Department of Employment.
12th ed. London: HMSO, 1974.
Various pagination. £ 1.40.

Articles for 108 careers give the minimum
educational requirements for entry and a
brief description of the work, opportunities
and prospects, personal characteristics re-
quired, education and training.

255. ONDERWIJS AAN KINDEREN
VAN BUITENLANDSE WERKNE-
MERS. (NL) Education of children
of foreign employees. In Nieuwsbrief
buitenlandse werknemers No. 6. The
Hague: Ministerie van Cultuur, Re-
creatie en Maatschappelijk Werk, 1973.
45 pp.

This is a special edition, solely dealing with
the education of children of immigrants in
The Netherlands. Besides pure educational
aspects, the articles also cover transportation
to and from school, cuitural differences and
the possibility of legal and social aid for
immigrants and their children.

256. INTERNATIONALIZING EDU-
CATION. SUMMARY OF RE-
PORTS FROM THE SWEDISH

COMMITTEE FOR INTERNA-
TIONALIZING UNIVERSITY
EDUCATION. (E). Stockholm :

Universitetskanslersimtbetet och

Utbildningsforlaget 1974, 56 pp.

The Committee whose five reports are
summarized in this publication was ap-
pointed in 1972 by the Universitetskans-
lersamtbetet (Office of the Chancellor of
the Swedish Universities.) It sets world-
wide solidarity as the main goal in inter-
nationalizing education at all levels.
Education must also see to it that diffe-
rent kinds of vocational pursuits acquire
an increasing international component.

257. L’EDUCATION DES JEUNES DE
16 a 19 ANS DANS LE SYSTEME
NEERLANDAIS D’ENSEIGNE-
MENT. (F). The education of 16 to
19 year olds in the Dutch education
systems. The Hague: Documen-
tation Division, Ministry of Edu-
cation and Science, 1973/74. 15 pp.
(Docinform 299 F). Also available

in:

Dutch: Het onderwijs aan de 16-19
jarigen in het nederlandse on-
derwijssysteem. (Docinform
299).

German : Der Unterricht fiir sechsehn-
bis neunzehnjihrige in nieder-
ldndischen Unterrichtssysteem.
(Docinform 299D).

The report looks at the democratization
of the Dutch education system that took
place during the 1960s.  Educational
trends discussed include pre-univetsity
teaching, comprehensive schools, student
participation in education and evening
classes. Major education problems, costs
of university education and grants for
secondary education are also outlined.

258. HIGHLIGHTS OF TECHNICAL
EDUCATION IN THE NETHER-
LANDS. (E). The Hague: Infor-
mation Department of the Ministry
of Education and Science, 1973.

63 pp.

A review of all branches of technical
education in the Netherlands, {rom ele-
mentary technical subjects to university
courses in technology. The present series
of articles also includes reference to a
very special kind of teaching, known as
individual technical education (ITO).
This is designed for children who have
had difficulty in keeping up at primary
school and for children from special
schools. The teaching is adapted to the
individual needs of each pupil and
includes a great deal of practical work.

259. DISCUSSION SUR I’ALPHABE-
TISATION. (F). A discussion on
promoting literacy.  Six-monthly
publication.  Teheran : Institut in-
ternational pour les méthodes d’al-
phabétisation des adultes, Spring,
1974. 228 pp.

The discussion consists of a series of
documents on the work, philosophy and
teaching methods of the Brazilian edu-
cationalist Paulo Freire. Freire’s philo-
sophy, largely existential in concept and
terminology, as applied originally to the
illiterate communities in the north-east
of Brazil, but now serves as a basis for
promoting literacy among adult illiterates
in any underprivileged community. The
section on methodology is substantiated
by situations and illustrations based on
the Brazilian model.

260. A LANGUAGE FOR LIFE. (E).
Report of the Committee of Inquiry
appointed by the Secretary of State
for Education and Science under
the chairmanship of Sir Alan Bul-
lock. London; HMSO, 1975. 609 pp.
£5.00.

The Bullock report on literacy, as it is
commonly known, describes the commit-
tee’s results and recommendations after
its investigation into all aspects of
teaching the use of English in schools.
It deals with the role of initial and in-
service training of teachers, the teaching
of adults and immigrants and includes
proposals to improve the present practices
in teaching, reading and writing.

261. PERMANENT EDUCATION. THE
BASIS AND ESSENTIALS. (E).
Report of the Council for Cultural
Cooperation.  Strasbourg : Council
of Europe, 1973. 66 pp.

A synopsis of 15 previous studies on the
concept of continuing education and its
implication for a changing European
society, this report sets out in succinct
form the main lines of thought. It takes
as a starting point existing and foreseeable
changes and discusses the conflict be-
tween learner-centred and goal-orientated
educational systems as well as the need
for long-term planning for an economical-
ly and culturally integrated education
structure.  Basic elements of an orga-
nizational pattern are proposed in the
conclusion.

262. TOWARDS MASS HIGHER EDU-
CATION: ISSUES AND DILEM-
MAS. (UK) Conference on future
structures of post-secondary education,
Paris, 26-29 June 1973. Paris: OECD,
1974. 227pp. £2.20.

Four studies relating to the major themes
of the conference are reproduced here. The
papers discuss quantitative trends and ad-
mission policies in post-secondary educa-
tion, new relations berween post-secondary
education and employment and the cost and
finance of post-secondary education.

263. DIRECTORY OF INFORMATION
SOURCES AND ADVISORY SER-
VICES IN EDUCATIONAL TECH-
NOLOGY, (UK) edited by Olivia
Fairfax. London: Council for Edu-
cational Technology, 1974. 206 pp.
£2.20.

A directory of 134 British organizations wil-
ling to offer information or advice about
educational technology in general, teaching
and, learning methods, curriculum review
and development, selection and acquisition
of learning material and equipment, the or-
ganization of learning resources and deploy-
ment of staff. Brief details of each orga-
nization’s structure, function and services
are given.

264. AUDIOVISUELLE MITTEL IN DER
MODERNEN SCHULE, (D) Audio-
visual aids in the modern school by
Erhard Bergmann. Miinchen: Baye-
rischer  Schulbuch-Verlag. 1970.

91 pp.

As a result of technological advances made
during the past few years, the number of
audio-visual teaching aids has increased.
The aim of this book is to give teachers a
concise picture of audio-visual aids avail-
able today, together with their respective
teaching applications. Hints are also given
as to the combined use of audio-visual aids
and to measuring their efficiency.
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265. PERMANENT EDUCATION. SO-
ME MODELS OF ADULT LEAR-
NING AND ADULT CHANGE.
(E). A.M. Huberman. Strasbourg :
Council for cultural cooperation,

Council of Europe, 1974. 78 pp.

Only in very recent years has adulthood
been studied as constituting a significant
and complex developmental period. Pro-
fessor Huberman’s study discusses the
implications of adulthood with regard to
policies for continuing education. In
particular, references are mode to the
effects of emotional and physiological
changes on learning motivation and capa-
city among adult students, to learning
conditions and to the institutional setting
of continuing education.

266. PAID EDUCATIONAL LEAVE:
A REPORT OF PRACTICE IN
FRANCE, GERMANY AND SWE-
DEN. (E), by Alan Charnley. St.
Albans : Hart-Davis Educational,
1975. 148 pp. £1.75.

In some European countries provision for
paid educational leave is more advanced
than the thirty-year old day-release system
operating in the United Kingdom. Fi-
nanced by the British Department of
Education and Science, the National
Institute of Adult Education in the UK
undertook a year’s investigation into the
rights of employees to paid educational
leave in three European countries. The
author includes chapters on the legisla-
tive and administrative backgrounds, fi-
nance, provision and demand, while his
European researchers submit chapters on
their findings.

267. REDEPLOYMENT AND RETRAI-
NING. (E), by Pat Webster. Lon-
don : Working Together Campaign,

1974. 15 pp. £0.15.

A case study which describes a very large
company’s policy to help employees
whose jobs become redundant to find
positions in other divisions of the com-
pany, and to help with retraining and
encourage selftraining and personal de-
velopment.

268. MANAGEMENT EDUCATION
AND TRAINING IN THE USSR,
(UK) by Sir David Watherston, BA-
CIE Journal, January 1975, pp 11-12.
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In 1973 when the author visited the USSR
much greater priority was being given to
management education and training than
before. He describes the growing emphasis
given to economics in courses, the expansion
in post-experience courses in management
studies and the recognition of the impor-
tance of research. Also described is the
Soviet emphasis on specialization whereby
a student committed to a particular course
of study was obliged to pursue any further
education or training at post-graduate or
post-experience level in the same field, and
the system which insisted on all teachers
being given further training every five years.

269. RAPPORT D’ACTIVITE DES OR-
GANISATIONS INTERNATIONA-
LES 1971-1972. (F) A report on the
activities of international organisations
1971-1972. Conférences permanente
des ministres européens de 1’éducation.
Huitiéme Session. Berne 5-7 juin
1973. Strasbourg: TREG, 1973.
81 pp.

This annual report was presented by the
Standing Conference of European Educa-
tion Ministers during their eighth session in
Berne in 1973.

1t contains brief resumés of activities in the
educational sphere undertaken by UNESCO,
OECD, the Council of Europe and the Eu-
ropean Communities within the geographi-
cal limits of these organizations. Among
the topics covered are: adult education, illi-
teracy, retraining, life-long education, uni-
versity education and research.

270. INTELLIGENCE AND MOTIVA-
TION AMONG DAY-RELEASE
STUDENTS. (UK) A selection of
papers by Ethel Venables. Windsor:
National Foundation for Educational
Research Publishing Co Ltd, 1974.
173 pp. £3.65.

Ten papers, pteviously published in a variety
of journals, are reprinted in this volume, in-
cluding the final chapter from the author’s
book Apprentices Out of Their Time.

The papers are entitled: the reserve of ability
in part-time technical college courses; pla-
cement problems in part-time engineering
courses; placement problems among engi-
neering apprentices in part-time technical
college courses (parts I and II); changes in
intelligence test scores of engineering appren-
tices between the first and third years of at-

tendance at college; relationship between
the intelligence of technical college students
and size of family; success in technical col-
lege courses according to size of firm; social
differences among day-release students in
relation to their recruitment and examina-
tion success; differences between verbal and
non-verbal ability in relation to personality
scores among part-time day-release students;
the human costs of part-time day-release;
education for living.

271. 150 ORE - RECUPERO DELL’OB-
BLIGO - UNA ESPERIENZA DI
FORMAZIONE DEI FORMATORI.
(I). 150 hours - Paid study leave - A
training experiment for instructors.
Quaderni di Formazione No 2. Rome:
ISFOL (Istituto per lo sviluppo della
Formazione Professionale dei Lava-
rotari). 1974. 146 pp.

Under the terms of their Contract of Work
workers in the metal engineering industry
are entitled to paid study leave. This leave
is limited to 150 hours over three years, pro-
vided the course of study lasts at least twice
this period of time. This publication covers
the plan of a course for training instructots
for such study leave courses, the develop-
ment of the course and a balance sheet of the
experiment.

272. COLLOQUE SUR LA FORMATION
ET LE PERFECTIONNEMENT
PROFESSIONNELS DANS LES PE-
TITES ET MOYENNES ENTRE-
PRISES: ALLOCUTIONS ET RAP-
PORTS. (F) Conference on vocatio-
nal training and refresher courses in
small and medium-sized companies:
speeches and reports, by the Centre
Liegeois de Formation, de Perfection-
nement et d’Assistance technique pour
les petites et moyennes entreprises.
Liege, 1973. 89 pp.

Reports are given by representatives from
France, Switzerland, Luxembourg and Bel-
gium. One article discusses the Belgian law
of 24 December 1958 which made provisions
for training candidates in companies using
craft skills, in small and medium-sized com-
mercial companies and in light industry.
Another examines vocational training, re-
fresher courses for managers and technical
assistance given to small and medium-sized
companies.
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