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Over the years a system of 
training has grown up. Like 
"Topsy," it "just growed." The 
courses of study and the different 
levels of the trades were establish-
ed by experience and knowledge 
of the job. There was not always a 
defined separation of the responsi-
bilities of the different trades or 
trade levels. In some trades all 
theory material was taught to the 
basic tradesman and he progressed 
t o higher trade qualification 
through application on the job. 
His initial formal training was long 
and arduous. A relatively large 
portion of his initial employment 
was spent on training. This length-
y training also made him better 
qualified for employment in other 
industries. 

Course content received little 
or no change over some years. 
Personnel returning from field ex-
perience added material which 
they had found useful on the job. 
It was rare to find that material 
had been removed from a course 
— course planners had taken the 
attitude that "it must be necessary 
as it has always been taught." 

Into this milieu, the bold facts 
of a reduction in manpower and 
the pressure of forced economics 
were introduced. Some means of 
reducing expenditures and main-
taining a high quality of trained 
personnel for the non-reduced 
commitments had to be devel-
oped. From this requirement, the 
training system came into being. 

System Divisions 
The training system has three 

large divisions: (1) the analysis of 
the job requirement and the pro-
duction of the training objectives, 
(2) the preparation of the course 
and the materials to conduct the 
course and (3) the evaluation and 
validation of the previous two 
divisions. How does the training 
system meet the requirements of 
economy and efficiency? 

Re-evaluation of the training 

took place and the analysis of 
each task determined valid objec-
tives. These objectives were assign-
ed to specific trade levels thus 
giving a definitive description to 
each tradesman. The objectives 
were defined, wherever possible, 
in terms of the performance which 
must be achieved on the job. 
Further definition included the 
conditions under which these per-
formances were conducted and 
the acceptable standards required 
to meet the needs of the oper-
ational commitments of the unit. 
These objectives gave definition to 
the aims of the trainers within 
each school. 

Knowledge of the objectives 
that were required for successful 
completion of the course gave the 
student specific aims for his study. 
It gave his future employer the 
opportunity to place him in the 
job for which he had been trained. 
It established an entrance reper-
toire of skills and knowledge on 
which to build future training 
courses. Satisfaction of being able 
to carry out his assigned duties 
developed a more satisfied em-
ployee, hence a happier employer-
employee relationship. The objec-
tives of the course also pointed 
out, by omission, what had not 
been taught in this trade. 

Changes in Objectives 
As new equipment is intro-

duced or the commitments of that 
trade level are altered, course ob-
jectives could be removed or 
added to maintain a valid course 
to reflect these changes. The com-
pletion of the objectives serves as 
a measure of achievement for the 
trainee, the school and the em-
ployer. The objective of the train-
ing system is to economize and 
remain effective. Has this been 
accomplished? 

In some schools the re-evalua-
tion of their course of instruction 
and the analysis of the tasks of the 
trade have produced a shortened 
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course at the basic level. This 
saving can be utilized by placing 
the graduate on the job sooner, 
and indicates a financial economy. 
In cases where the introduction of 
new personnel is restricted to 
specific times, as production 
cycles, it was found that more 
practice in the use of the acquired 
skills and knowledge produced a 
better-trained individual. This re-
duced the on-job training required 
when he reported to his unit. In 
both cases economies were achiev-
ed. 

Control and Evaluate 
The stating of training objec-

tives eliminated the non-relevant 
material from the course. The 
material now became more mean-
ingful and learning was achieved 
more effectively. The graduate be-
came a more effective addition to 
his employer's organization. Is this 
achieved in the training system? 

To control and evaluate the 
results of a system it must be 
carefully monitored. The instruc-
tion must cover what has been 
determined by the analysis and 
the stating of objectives. The 
means or methods of instruction 
must be constantly assessed to 
ensure that the best methods and 
best training aids are employed. 
This requires a supervisor who is 
well versed in learning theory, 
methodology and multi-media 
audio-visual training aids. The oth-
er area of control is a validation of 
the program by constant feedback 
from the employing unit. This 
ensures that the objectives are 
being kept up to date with the 
changing of equipment and the 
changing role of the graduate. 

We all work within a system 
and live within a system. It is 
essential that our training be con-
ducted within a system which has 
a sound basis and will not just 
develop at random. The rate of 
increase of training technology is 
so great that the innovations must 

be carefully studied and intro-
duced to maintain our proficiency 
in the training of personnel, and 
retaining an effective modern or-
ganization. 
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v We Welcome Aboard 

Phil Andre in Atlanta...and 
Tom Donovan in San Francisco 

The demand for well-qualified Training Professionals continues to increase in 
all parts of the country. And since we are the only national specialists in the 
recruitment of training personnel, we're delighted to improve our team with 
these two gentlemen who need no introduction to those in their areas intimately 
acquainted with the training field. 

We sincerely hope you'll get in touch with our representative in your locality. 
Never before in our seven years of doing business have we had so many open-
ings for top companies at one time. They're located throughout the U.S. and 
the compensation is very broad. We particularly need Sales Trainers and O.D. 
professionals. Even though we have many people on file, we need others. We 
strive to place our applicants in the right situation—and sometimes it takes a 
little longer—but we keep on trying. 

This is a great time to improve your career status. And it's worthwhile regis-
tering with us now (strictly confidentially, of course)—after all, even in optimum 
circumstances a new job takes time to finalize. Don't miss the boat—send us 
your resume now while things are on the way up. We'll be in touch with you. 

ABBOTT SMITH ASSOCIATES, INC. 
914-677-5051 

Abbo t t Smith and David Brinkerhoff at 
P.O. Box 459, Millbrook, New York 12545 

John Walsh at 

P.O. Box 7017, Bui-bank, California 91503 213-848-4733 
Richard E. Pinkstaff a t 

P.O. Box 15546, Tulsa, Oklahoma 74112 918-628-0849 
Thomas J. Donovan a t 

2744 Levin Court, Mt. View, California 94040 415-961-5086 
Phi l ip G. Andre at 

P.O. Box 12385, Atlanta, Georgia 30338 404-993-0875 
Specialists in the Recruitment of Training Personnel 
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