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The European dimension to
in-company training – how do
practitioners proceed?

What is the issue?
In many projects dealing with the description of in-company training staff, problems of
definition often arise, and our interpreters and translators here are also going to encounter
some problems. The well-known reason for this is the diversity of vocational education and
training structures, which often find their expression in the divergent meaning of apparently
similar concepts.
A partial solution to this problem was found in the past by using the functions1 of vocational
education and training, e.g. counselling of persons and organisations, the development of
media or training stages, etc. as the guiding principle of arrangement.

In the meanwhile, however, the work of CEDEFOP has progressed further and a network for
trainers and teachers (TTnet) is beginning to take shape. The clarification of concepts is now
obviously required for transnational understanding. The work on the issues related to this
field is mostly directed to a network of scientists who are experts in this area. The
practitioners themselves, when considering transnational aspects, are more interested in the
question of what advantages they may expect to gain from a survey transcending national
frontiers. This is the question we wish to address in the next two days.

Delineating the subject
With this aim in view, I have taken the liberty of narrowing the subject of this conference and
influencing the selection of participants. Here, the venue of the conference also plays a role:
you know that in Germany we have a system of initial and continuing vocational training in
which the companies assume most of the responsibility for the implementation of the training
processes.2  But, from the European perspective too, the significant question is, what is done
in the companies to make employees "fit for the job" – and above all, how is this done.

We can examine these questions in different ways. Given the objective of building a European
network, the following aspects lend themselves to consideration:
• A network should address as many potential participants as possible.
• These participants should have a considerable need for communication in order to

discharge their professional tasks.
• Finally, they should have access to an electronically-supported network (seen, initially, as

the most simple technical form of execution).

                                               
1 Peter v. Engelshoven presented this concept at our Conference in 1995 in Segovia and we used it in the

"Cartographic Studies".
2 This will be examined in greater detail at various points of this conference.
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When seeking persons fulfilling these criteria in in-company training work, one inevitably
runs into activities dealing with the construction and maintenance of electronic networks or
the media world.
Activities in these fields are subject to rapid change due to technological developments. The
resultant problems of qualification have to be solved, at least partially, in in-company training
work, irrespective of the training system. This means that the infrastructure for extensive
communication has to be available at the same time.

Detecting disturbances in communication
One could assume that this thematic restriction would soon lead to such a broad consensus
on content that we would run out of subjects to discuss.
However, I assume that the contrary applies and when we examine subjects which seem to be
identical - because they are technological - we will detect many surprising differences and
misunderstandings.

But this is precisely what makes transnational communication so fascinating because it
enables us, through comparison with others, to learn something about ourselves.

That is why at first, some subjects in which our teaching / learning scenarios differ, will be
addressed.

Responsibility for vocational education and training
In the final analysis, the structure of vocational education and training in a country is the
responsibility of the State. The actual shaping, however, varies and has an impact on the
contents, scope and organisation of the training processes. Three models will be mentioned
here, however, an in-depth examination is not the purpose of this meeting. In some cases,
these models also exist side by side and predominate at different levels or in different types of
final certification.

Responsibility for implementation lies mostly with the company
One typical form here is the dual training system in German-speaking areas and
continuing vocational training in some other Member States.
In terms of the work of the training staff, this responsibility implies higher demands on
the quality of overall didactic planning and the acquisition of vocational skills.
Furthermore, in comparison to other models, a larger  number of pedagogically
trained staff may be expected to work in the companies, perhaps also a higher level of
professionalisation and differentiation.

School-based responsibility, in-company training phases
In-company phases during initial and continuing training, e.g. in alternance form,
entrust the companies with the task of providing exemplary practical experience. The
objectives may be strictly regulated or not. It should be interesting to compare the
methods through which previous theoretical knowledge is linked to practical
requirements.
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In-school training, in-company initiation training
The selection of school-leavers or teaching staff for suitable courses are a part of the
in-company tasks. The initiation programmes and their implementation could be the
point of departure for the discussion.

The effects of these models on the responsibility and work of in-company training staff will
be presented through a country comparison.

Technology
With regard to the level of technological development, equal opportunities exist because of
the open market. To a not inconsiderable extent, the same technologies are used because of
transnational supply markets. Despite this, differences will be found which are mainly due to
the following causes:

Economic Development
Economic development – measured in terms of salary levels and key technological
areas – determines not only the quantitative, but also the qualitative need for
qualification. Markets differ, not only in terms of their size, but also in terms of the
appropriate use of technologies driven by economic considerations.

Geographical Situation
It is obvious that in a country with a low density of settlement and, consequently,
longer distances to be covered, other forms of communication and qualification will
prevail than in conglomerations with economic importance.

Culture
Comparative studies have identified - in some cases - substantial differences in the value
systems of countries, sometimes even immediate neighbours. We are all influenced by our
origin as far as our attitudes and the related capacity of perception are concerned.
Furthermore, we sometimes contribute – much against our will – to the value judgments
prevailing in our home countries, often those concerning our neighbours.

Research in this area distinguishes up to eleven dimensions in which culture-specific
behaviour may be located. Of these, some dimensions can be used directly for our purposes;
others unfortunately give too little consideration to the needs of in-company training staff:

Style of communication
A polar distinction is made between an explicit and an implicit style of
communication. In this context, explicit means that everything that has to be
conveyed is explicitly expressed in words. For instance, in German culture which is
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primarily explicit, work instructions are clearly expressed in words, whereas for
example "in the refined English manner" much is implied in what is actually said.

Attitude to power
This means acceptance of the power which some persons have over others because of
their professional or social status. This is of direct significance in vocational training
and in the hierarchical structure of the company to the extent that, at one extreme it is
expected that the trainer/superior will take the decisions by virtue of his position and
these are then obviously enforced. At the other extreme such decisions require
objective legitimation.

Spatial distance
This dimension is easiest to perceive when we see the distance kept by people who
are talking to one another or waiting in a queue. In a figurative sense – which equally
implies cultural differences  –  this means the proximity or distance maintained in the
vocational or teaching context. How far may one encroach on the private sphere of
trainees? Where does discretion start?

This is not the place to undertake an indepth examination of these questions, even though in
the transnational context they have the same fundamental importance as language and the
meaning of concepts.

Consequences
This short digression on our common features and differences will be summarised in some
assumptions which can serve as orientation for our discussions in this conference:

Assumption 1
With regard to our subjects for discussion, organisational learning and the methods
used in in-company training are more similar to one another than the vocational
education and training systems in the Member States in which they are embedded.

Assumption 2
The tools and instruments used in in-company training are generally universal: the
more similar the activity for which training is being given, the more the similar the
organisation of in-company learning processes and the methods selected.

Assumption 3
However, there is considerable variation in the actual application of the instruments.
In the transnational context this leads to substantial problems of transfer but also to
the greatest learning opportunities
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On this subject, some experience will be presented from the evaluation of transnational
projects which can help us to increase the usefulness of transnational communication.

For orientation: A grid of activities
The abovementioned use of functions has proved to be helpful for a description of vocational
training staff under transnational aspects.
However, more refined differentiation is required for closer examination. This will be done
here with the aid of activities which have to be carried out to perform these functions.
An unavoidable problem arising here is that these activities have differing degrees of
complexity depending on the organisation of the company.

However, for the purpose of this Conference and for the construction of a network, the task
at hand is not a scientifically substantiated description of activities within the context of
differing corporate and national forms of organisation for training processes. What is needed
is an understanding through which ‘good practice’ can be described and classified.

For this, a combination of two approaches is useful:
In the first of the following diagrams all action fields which arise in a complex in-company
vocational training set-up are listed. No differentiation is made on the basis of organisational
principles of training or the intensity of  in-company activities within the context of the
training system in force.
This table corresponds to a new directive on the qualification of in-company trainers in
Germany which will come into force on 1 November this year. As the specific features of
German vocational training play a role here, the action fields important for our transnational
purposes are stressed.

This table is complemented by another table depicting the action areas for management and
counselling activities in in-company vocational training. Here too, the areas which are
relevant for transnational activities have been stressed. However, there is no national
equivalence of training provision either in Germany or in other Member States.

Berlin, October 1998
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Action Fields and Tasks of  Male and Female Trainers (official regulation in D)

1. Lay the general
foundations

2. Plan training 3. Recruit trainees 4. Train at the
workplace

Promote learning 6. Guide groups 7. End training

Get to know
reasons for in-

company training

Select training
occupations

Draw up selection
criteria

Select and prepare
workplaces

Direct learning and
working techniques

Give short lectures Prepare trainees for
examinations

Get to know the
determinants of

training

Check the
suitability of the
training company

Participate in
recruitment

Prepare for
changes in work

organisation

Ensure learning
success

Carry out teaching
discussions

Register trainees
for the examination

Acquire knowledge
of legal provisions
governing training

Establish
organisation of

training

Undertake
recruitment
interviews

Give practical
guidance

Assess intermediate
examinations

Moderate training Issue certificates

Get to know
trainees and

trainers

Coordinate
organisation and
contents with the
vocational school

Participate in the
conclusion of the

contract

Guide active
learning

React to learning
difficulties and

abnormal behaviour

Select and use
media

End/extend training

Requirements for
the suitability of

trainers

Draw up training
plan

Undertake entries
and registrations

Promote action
competence

Take cultural
differences into
consideration

Promote active
learning in groups

Give indication of
further training

choices
Establish

assessment system
Plan initiation Carry out

evaluation of
learning success

Cooperate with
outside agencies

Train in teams Participate in
examinations

Plan probation
period

Hold evaluation
talks
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Proposal

Action Fields of Training Management Counselling
1. General

management
fields

2. Plan training 3. Guide
implementation of

training

4. Plan quality
and costs

Participate in
personnel policy

(PP, PE)

Develop the
training concept

Organise selection
and recruitment of

trainees

Give consideration
to the

organisational
development of the

company

Counselling of
institutions

Guide staff Select training
occupations

Fix dates and
deadlines

Cooperate in the
company

Counselling of
decision makers

Cooperate with
outside partners

Design
organisation of

training

Take decisions on
flanking measures in

training

Promote one's own
staff

Counselling of
teaching staff

Establish the legal
framework and

apply it

Draw up training
plan

Guide support
measures after

training

Promote active
learning

Career guidance
for persons

Give information
on vocational

training

Design
assessment

system, secure
learning

outcomes

Plan selection,
development and

use of media

Personality-
oriented

individual
counselling

Perform tasks
outside the
department

Plan costs and
revenues

Specialist
counselling of

persons


