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Pe3tome. Quality and effectiveness are categories which have content and
meaning of their own but they belong together. In educational practice, e.g. in
vocational training for adults, the quality and effectiveness are interrelated. The
effectively functioning organization delivers training of good quality. The article
presents a socio-pedagogical (andragogical) interpretation of the training quality and
effectiveness. Their presence or absence can be judged by the indicators which are
grouped as follows: training outcome; state of the process; training organization;
innovation of training. With a view to these characteristics the delivery of high-
quality and effective training is a complex activity. This actually means achieving
and maintaining a balance between the above mentioned indicators.
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Introduction

Quality and effectiveness seem to be among the major theoretical and
methodological issues in the field of vocational training of adults. Bulgania’s
current experience has shown that the sole implementation of market prin-
ciples and mechanisms in the field of education and training will not provide
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a solution to the problems. Internationai capw....

high—grade vocational training of adults is ensured through systemaun ...
regulations and guarantees and through public — private partnerships, realized

by governmental or non-governmental structures. In Bulgaria these structures

are represented by special state bodies such as the National Agency for Evalu-
ation and Accreditation in the field of Higher Education, the National Agency '
for Vocational Education and Training (responsible, in accordance with the
Vocational Education and Training Act,? for licensing vocational training cen- |
ters and their curricula as well as for monitoring their activities), etc. Unfortu-
nately, for the time being public ~ private partnership has not been developed
in Bulgaria to the extent to which it can exert considerable influence on and
control over the management of the organizations responsible for carrying
out external evaluation of training quality. In accordance with their authori-
ties, these organizations are accrediting, licensing, certifying and monitoring '
curricula and training activities as they are evaluating from the “outside” the |
capabilities of the institutions to deliver effective training of good quality. This,
1s a significant part of management control function on the national and the
regional level so called external training quality evaluation.

At the same time in more and more universities, colleges, centers fo
vocational training, socio-pedagogic and other institutions special structure
are established for carrying out internal quality evaluation. They have tt'
task to monitor “from the inside” the extent to which the criteria and indic’
tors (standards) for quality and effectiveness of lecture courses, seminas
internships, etc. have been observed. Internal evaluation provides the ¢
portunity for timely identification of any deviation from established st;
dards, analyzing the reasons behind those deviations and making the ne¢
sary amends. Internal evaluation is of preventive nature and contnbute
maintaining the achieved level of quality and effectiveness in the respec
institution as well as for preventing problems that can lead to a withdr:
of accreditations or licenses. This is a part of management control funr
on the local level. i

It seems that being relatively independent as systems and activiti¢
practices of internal and external evaluation are also closely interre
They complement each other in the overall process of managing the tr;
quality and effectiveness.

For the last years efforts have been made in Bulgaria in the di’
of reforming the system of education (including vocational adult tr'
as well as in the direction of ensuring the compliance of this syste
EU standards, incl. the standards related to the quality and effectivs
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training.? A number of initiatives have been undertaken (programs, projects,
etc.) for the purpose of developing the practices of internal and éxternal
evaluation, improving the quality and enhancing the effectiveness. At this
stage, however, no overall methodology has been developed for addressing
the above mentioned issues which can be characterized by a high degree of
social importance. The article shows some possibilities for development of
this still missed methodology.

Defining Training Quality and Effectiveness

Quality and effectiveness are economic categories that have content
and meaning of their own. The present article will not discuss in detail the
issues and will use the following definitions: i) effectiveness measures or
indicates the level to which training objectives have been met taking into
account the resources, materials, time and efforts (human labor) used. In its
essence the process of measuring the effectiveness is a process of compar-
ing the outcomes achieved as a result of the training with its objectives and
the resources used;? ii) quality is a concept with broader content and mean-
ing. In economic terms, quality refers to the combination of properties and
characteristics of a given product or service which determines its ability to
satisfy customers’ needs and expectations. In the field of education and in
this particular case, quality can be defined as the level of correspondence
between training as a whole, its separate components (curriculum, teaching,
didactic tools, etc.), training outcomes and established standards, needs and
expectations of its customers (Prokopenko, 1987, p. 230).

In practice it seems that the quality and effectiveness of training are
interrelated. An effectively functioning organization delivers training of
good quality. Effectiveness is a pre-condition and determines the quality
of training. Along these lines, quality can justified through effectiveness
but quality is in the same time a real pre-condition and indication for ef-
fectiveness of the training.

The interrelations between quality and effectiveness can be observed
in identifying their presence or absence. The presence or absence of quality
and effectiveness can be judged by the indicators which can be grouped as
follows: 1) training outcomes corresponding to the specific needs of trainees
(customers of the training). Training has to achieve its desired effect through
developing the qualifications and competencies of trainees and through im-
proving their abilities for social and professional adaptation and realization;
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1i) state of the process corresponding to the conditions and requirements
for delivering the respective type, level and form of training; iii) training
organization corresponding to the conditions of the internal and external
environment, to the main principles and requirements to the training system
as a whole and to its individual components; iv) innovation of training as a
system and as a process directed to developing, expanding and intensifying
the training process through applying new methods, improving the equip-
ment and facilities, organizing in a contemporary way.

With a view to the outlined characteristics, the delivery of high-quality
and effective training is a complex activity. 9 This actually means achiev-
ing and maintaining a balance between: the training outcomes, the state of
the training process, the level of training organization and its innovation as
a system and as a process (Table 1). Further down these four main groups
will be discussed in detail as indicators and sub-indicators of the quality and
effectiveness in the field of vocational training for adults.

Table 1. Indicators for quality and effectiveness of training

Training outcomes | State of the process Training Innovation of
' ' organization training

Satisfaction of the | Training adaptability Flexibility of Improving the

training needs training forms organization of
training

Durability and Rhythmic of Interactivity of Intensifying the

operability of training training methods training process

knowledge and '
skills

Sustainable and

Creative nature of

Effective

General (psycho-

activity of trainees
(performance of

strong motivation teaching implementation somatic) state of
for learning and of didactic means teachers (trainers)
working (tools)
Level of Successfully
‘professional learning

labor tasks)
General (psycho- Transition of
somatic) state of training into self-
trainees training
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Indicators for Quality and Effectiveness of Training

Training Outcomes

Beyond doubt outcomes can be regarded as the main indicator for qual-
ity and effectiveness because they reflect the objective changes that have
occurred in the overall preparation, motivation and behavior of trainees after
they have completed the training. A training outcome refers not only to the
knowledge and skills acquired by trainees during the training process, but
also to the achievement of the necessary psycho-physiological state, moti-
vation and readiness for work, professional improvement and social realiza-
tion. The concept of “training outcomes” can be fully understood through
the following sub-indicators:

Satisfaction of the training needs

This is the most important sub-indicator of this group. It is not by chance
that in the UNESCO recommendations for the development of education
and training the correspondence between training and trainees’ needs has
been identified as the most important principle.® An important indication
of whether those needs have been satisfied is the ratio between those who
started the training course and those who successfully completed it. A differ-
ence has to be made between two different types (levels) of néeds: i) general
needs which are included in the training objectives and reflect in an objec-
tive manner the knowledge, skills and other components that the respective
target group needs and that lead to the respective vocational competence; ii)
individual needs (of each single trainee) are identified by the trainers as a
result of an initial test, interview or other methods of analysis, or are stated
by the trainees and end-uses before the actual start of the training.

The extent to which training has met the needs of trainees is deter-
mined on a differentiated principle through didactic control mechanisms:
i) comparing exam results with the respective occupational standards and
estimating the level of correspondence between them is a wWay of finding
out whether the general needs reflected in the overall training objec-
tive have been satisfied; ii) questionnaires, monitoring and other suit-
able diagnostic forms provide means for identifying the extent to which
the individual needs have been met. The results achieved on this level
complement and specify the results achieved on the first level. Any con-
tradictions that arise are indicative of the fact that trammg needs have
not been determined or stated precisely.



Such inconsistencies are indicauve w....
ing individual training needs, setting training objectives anu vn-..
have to be amended.

" Durability and operability of knowledge and skills

This indicator covers the requirement for sustainable acquisition of
knowledge and skills and their practical application. Durability and oper-
ability of knowledge and skills is ensured through high quality of teaching
as well as of training as a whole.

Training is of good quality and effective only when continuous assess-
ment results show that the acquired knowledge is durable and that on the ba-
sis of this knowledge the necessary skills have been developed. At the same
time final exam results should be complemented and supported by continu-
ous assessment results and should demonstrate full command of learning
material and an established structure of the required competence. For the
purpose of identifying the level of quality and effectiveness under this indi-
cator as a follow-up the competencies of already trained people have to be
evaluated some time after they have completed the training.

Sustainable and strong motivation for learning and working

Forming and developing motivation in trainees is an important fun
tion of every type of training, including the socio-pedagogical type. Mo
vation corresponds to the requirement for educating trainees in the proce
of training. The educational aspect of training is responsible for creati
different attitudes, readiness and personal involvement in trainees all
which should be regarded as extremely important due to the follow
reasons: 1) overcoming difficulties, maintaining the rhythm of learning
making progress in training; ii) further training, applying what has '
learnt in practice and successful professional and personal realizatior
development of training into self-training as well as continuing lea
after the completion of the training.

That’s why the level of motivation of learners is an important inc
for the quality and the effectiveness.

Level of professional activity of trainees

The measuring of professional activity shall not be mixed wi
ly economic indicators. For example, in the case of training ori
acquiring a level of vocational qualification, the price of the pr.
produced by the trainees for the period of training is of no imy
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What matters, however, is the quantity and quality of professional activ-
ity compared to the existing vocational standards and regulations for the
respective professional activity.

This indicator is valid when the following requirement have been ob-
served: healthy and safe working conditions, duration of study-working
hours, use of resources and materials, appropriate exploitation of machines
and instruments and other factors related to the quality of the workplace and
the quality professional activities.

General state of trainees

The general (psycho-somatic) state of trainees after the completion of
the course is also an important indicator for quality and effectiveness. This
indicator reflects the personal aspect of training. Each individual as some-
body who possesses vocational competence is at the same time somebody
who implements it in practice. That’s why the feeling of each individual
trainee after the completion of the training, his/her psycho-physical state and
satisfaction shall not be underestimated. Training should contribute signifi-
cantly to the professional, social and personal development of trainees. At
the same time this indicator has another important aspect — certain psycho-
physiological and personal qualities exert direct influence on the success-
ful socialization and re-socialization in different fields — for example in the
labor activities for many professions and specialties. After the completion
of the training the qualities required for the specific proféssion have to be
identified so that they can be further improved in the production process.
This requirement is valid for all areas of public practice.

State of the training process

The state of the training process is an important indicator for quality
and effectiveness. It can be judged by the presence or absence of four main
characteristics (sub-indicators).

Training Adaptability :

This characteristic reflects the need for meeting the main requirements
related to the subject of training and the specificities of the target group. The
state of the training process can be judged to a large extent by its adaptabil-
ity, i.e. its full adaptation to the objective conditions, the subject of the train-
ing, the specificities of trainees and end-users along the following lines:

1) A as far as the subject of the training is concerned, adaptability is
expressed through flexible links. For example, in vocational and qualifica-
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tion training this is the link between the training organizations and the us-
ers of the respective qualification — firms, enterprises, etc. For the purpose
of establishing and maintaining this link the training organizations should
implement the following activities:

* research the organization of production, newly introduced technolo-
gies and the level of their correspondence with the educational and qualifica-
tion level of staff;

» identify in the appropriate way the training needs of the different staff
categories ;

» keep a special card index of the staff with a view to carrying out sys-
tematic and timely training for expanding and improving the qualification in
sequence and recurrence determined by the dynamics of training needs.

Training is not supposed to hinder production activities. It has to be
delivered at a suitable time and in the right place.

II) As far as trainees are concerned, the adaptability of training is char-
acterized by the lack of difficulties for trainees to perform many of their
obligations — labor, family, social and other. Another important indication of
adaptability is the accessibility of the training content and the implementa-
tion of the learning process without straining and overloading the trainees.
In addition, the training procedures have to be successfully integrated into
the complex of activities carried out, especially with disadvantaged or mar-
ginalized group of trainees — for the purposes of rehabilitation, re-socializa-
tion, etc. In this sense, training should support these activities and should
contribute to the achievement of their objectives.

The quality and effectiveness according to this indicator should be mea-
sured though inquiry cards, monitoring and other methods and means.

-

Rhythmic of training

Rhythmic is an important indicator because it is related to time and time
distribution within the curriculum. The success with which a curriculum has
been implemented can be judged by learning outcomes (whether and to what
extent they correspond to training objectives) as well as by the extent to
which the temporal structure of training has been observed (lack of lagging
behind in terms of acquisition of the training material as well as in terms of
training sessions delivery, etc.). In this sense training rhythm can serve as a
proof that training documentation reflects the actual training needs and that
it complies with the specific training conditions and the abilities of trainees.
In addition, the presence of rhythm is a proof that the training content is ac-
cessible; that the methodology used is of good quality and that the organiza-
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tion of training is effective. In other words, rhythm is closely related to the
other indicators for quality and effectiveness of training activities.

Creative nature of teaching

There is a direct link between the creative nature of training and its
effectiveness which finds its expression in the two main training activities
— teaching and learning. Nature and style of teaching — the creative style of
teaching has to do with the implementation of active and interactive training
forms, methods and means. It encourages the audience to be active and the
trainees to think independently on the issues discussed.

Successful learning

They are preconditions that the trainers have created for quality and
effectiveness of training have to be further developed in the process of learn-
ing. In practice it is very difficult to determine the borderline between teach-
ing and learning because the two processes are dialectically linked. At the
same time, active, conscious and creative learning is not only acquiring cer-
tain knowledge and skills and mechanical memorization. Creative learning
is related to analyzing problems and tasks and finding solutions to those
problems. The results that trainees have achieved in the field of employment,
in the respective organizations, companies, enterprises as well as in other
fields of life serve as a proof of high training results.

Transition of training into self-training

This indicator is closely linked to the previous indicator and is of sig-
nificant importance to the state of the training process. It reflects the con-
temporary requirement that training should not only form the respective
preparation, qualification and competence but should also develop trainees’
skills to independently acquire new knowledge, skills and professional com-
petencies, i.e. should direct them to active and conscious self-learning. The
dynamic contemporary conditions put emphasis on lifelong learning. That’s
why throughout the training process, trainees should form attitudes, abilities
and readiness to further improvement, training and personal development.

Training organization
The third group of indicators for determining the quality and effective-

ness of training is related to the organization of training. By organization this
case we understand a complex of training forms, methods and means that are
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used by trainers for the purpose of creating a learning environment and es-
tablishing didactic relationships and interactions with trainees in implement-
ing teaching and learning activities. As an indicator for quality and effective-
ness the used forms, methods and means should correspond to contemporary
conditions and requirements. Training adults is different from teaching and
training children and youth. As a result, for the purpose of achieving quality
and effectiveness an organization has to be applied that corresponds to the
objective conditions and requirements of the representatives of the target
group as well as of the end-users.
A number of sub-indicators can be differentiated in this group:

Flexibility of training forms

Flexibility is a contemporary requirement stemming from the assump-
tion that each training should be adapted to a maximum degree to the actual
abilities of the trainees, should not impede the performance of their daily
tasks and should not create obstacles in front of their activities.

This indicator can be discussed from two different aspects:

a) Forms of organizing the learning environment

The use of training forms that create favorable training conditions and
learning environment are indicative of the quality of training organization.
The selected forms have to correspond to the requirements determined by
the subject of the training, the level and specificities of the trainees, the prep-
aration of trainers, the opportunities provided by the training facilities as
well as other factors.

b) Forms of organizing the interaction between the participants in the
training

(trainer-trainee; trainee-trainee; trainer-trainer).

The second important issue that relates to the organization of the train-
ing has to do with the way through which the necessary relationship between
the participants in the training has been ensured. From the above-mentioned
relationships the most important relationship is the one trainer-trainee. But,
at the same time the importance of the relatiehships between trainees and
trainers should not be underestimated.

Interactivity of training methods

The practical use of contemporary teaching and learning methods that
ensure the synergy between the participants in the training, i.e. interactive
training methods, is of significant importance to achieving training quality
and effectiveness. By interactivity we understand the opportunity for an ac-
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tive, targeted and useful interaction between trainers and trainees through
appropriate selection and creative application of each single training meth-
od. The applicability of the separate methods depends on a large number of
conditions: the specificities of the training area, training organization, level
of trainees, etc.

That’s why for the purpose of achieving quality and effectiveness under
this indicator, the training methods have to be understood and applied in a
creative manner and have to take into account the specific conditions and
opportunities.

Effective implementation of didactic means (tools)

The use of contemporary training means (video, multimedia, comput-
ers, etc.) has to be regarded in close relation to the training methods. In this
sense, the presence of such means in socio-pedagogic institutions is not that
important. What is more important for the purpose of achieving quality and
effectiveness is the provision of the training institutions with tapes, CDs,
diskettes, access to the Internet and other factors that ensure the successful
use of the contemporary training means. Didactic means are effective when
they create positive socio-didactic e¢ffect and when their use takes into ac-
count the actual need of those means in the context of the specific conditions
and requirements of training.

The same didactic means have different effectiveness depending on
their correspondence to: the required objectives, the level of trainees, the
preparation of trainers, the type of the training session, etc.

Innovation of training (as a system and as a process)

~

This is an important indicator for the quality and effectiveness of train-
ing and qualification activities which can be discussed in the terms of three
sub-indicators:

Improving the organization of training

For the purpose of achieving and maintaining a high level of quality and
effectiveness training forms, methods and means (training tools) and their
implementation in practice should be improved. Quality and effectiveness
can be evaluated by this indicator through monitoring and analyzing training
forms, methods and means and the ways in which they are implemented in
practice by trainers. It is normal for the analyses to show that in the course
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of the training its organization has been improved. In practice, trainers need
to looking for, find and realize in practice unused opportunities for improv-
ing their work.

Intensifying the training process

This indicator is close to the previous one and its importance lies in the
saving of training time which is a precondition for the realization of other
types of savings.

Quality and effectiveness under this indicator should be regarded in two
main directions:

a) Realizing savings of training time for one course, seminar or other
form of training. The duration of the training should not be limited but the
waste of training time should be avoided and good use of time through ac-
tivities that facilitate the achievement of outputs and competence that meet
the required standards has to be made.

b) Limiting the waste of training time as a sustainable tendency. In
quality and effective implementing of socio-pedagogical courses, seminars
and other training forms a sustainable tendency has to be outlined for more
rational use of training time. For example after a cycle of courses the need
should be realized for improving the indicators related to time and the struc-
ture of the training documentation for those courses.

General state of trainers

An important characteristic for the quality and effectiveness of train-
ing as a system and as a process is the overall condition of the trainers who,
compared to the trainees, comprise a constant component of the training
system. Whereas the trainees enter the system with a specific level of prepa-
ration which they raise, complement or change in the process of training and
then leave the system, the trainers remain within the system. That’s why the
reflection of the completed training on the motivation of trainers and their
attitude to the next training is of essential importance.

As far as this indicator is concerned, the presence of quality and ef-
fectiveness is characterized by satisfaction on the part of trainers from their
work, with self-esteem and consciousness about the social importance of
what they are doing, with satisfaction form the conditions and the incentives
they get. '

118




of the training its organization has been improved. In practice, trainers need
to looking for, find and realize in practice unused opportunities for improv-
ing their work.

Intensifying the training process

This indicator is close to the previous one and its importance lies in the
saving of training time which is a precondition for the realization of other
types of savings.

Quality and effectiveness under this indicator should be regarded in two
main directions:

a) Realizing savings of training time for one course, seminar or other
form of training. The duration of the training should not be limited but the
waste of training time should be avoided and good use of time through ac-
tivities that facilitate the achievement of outputs and competence that meet
the required standards has to be made.

b) Limiting the waste of training time as a sustainable tendency. In
quality and effective implementing of socio-pedagogical courses, seminars
and other training forms a sustainable tendency has to be outlined for more
rational use of training time. For example after a cycle of courses the need
should be realized for improving the indicators related to time and the struc-
ture of the training documentation for those courses.

General state of trainers

An important characteristic for the quality and effectiveness of train-
ing as a system and as a process is the overall condition of the trainers who,
compared to the trainees, comprise a constant component of the training
system. Whereas the trainees enter the system with a specific level of prepa-
ration which they raise, complement or change in the process of training and
then leave the system, the trainers remain within the system. That’s why the
reflection of the completed training on the motivation of trainers and their
attitude to the next training is of essential importance.

As far as this indicator is concerned, the presence of quality and ef-
fectiveness is characterized by satisfaction on the part of trainers from their
work, with self-esteem and consciousness about the social importance of
what they are doing, with satisfaction form the conditions and the incentives
they get. '

118




Factors for quality and effectiveness

The criteria and indicators discussed reveal some of the main condi-
tions and preconditions, i.e. factors, for implementing in practice the neces-
sary level of quality and effectiveness in the field of education and training.
The familiarity with these factors, their interdependence, characteristics and
activity will allow trainers to organize their activities in such a way as to
create the necessary training effects.

According to the strength of their action the factors can be divided in
two groups (Table 2) as follows:

Factors of decisive importance for the quality and effectiveness

Involvement of the managing staff in quality
and effectiveness issues

This involvement can be regarded in a broad and in a narrow sense as
follows: 1) in a broad sense, we are talking about the overall hierarchical
management structure in the field of vocational training of adults which is
supposed to create, approve and increase the training standards and require-
ments on all levels, to take the responsibility for the development of quality
and effectiveness control systems, to improve the structures and links within
the socio-pedagogical system, etc; ii) in a narrow sense, we are talking about
the institutional management, namely rectors, deans, managers of research
institutes, schools, vocational training centers, etc., which are supposed to
be directly responsible for the quality and effectiveness of the training in the
institutions they are managing. The presence of a person form the manage-
ment who is responsible for quality, the presence of a system for internal
control, the regular scheduling of meetings at which quality issues are dis-
cussed and meetings with the training staff are indicative of the fact that
quality is taken into consideration in the respective institution.

Preparation of trainers
This factor is of primary importance. It relates mainly to the consis-

tent socio-pedagogical preparation and competence of trainers and their
skills to provide training under specific circumstances determined by tic
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trainees, the subject of the training, the learning environment, etc. It is im-
portant that the trainers are computer literate, familiar with the problems
of quality and effectiveness of training able to use successfully the socio-
pedagogic effects.

The collective concept of “trainers” includes not only trainers which are
responsible for the actual delivery of the training but also organizers, meth-
odologist, social workers and other people involved in the training process.
All those people have to be well trained not only to be able to perform spe-
cific tasks on the workplace. They should be prepared to work in a team, to
be flexible and to able to adapt to changes. The preparation of trainers exerts
influence on training activities, on their scope, content and management. In
the cases when the managers, the experts and the trainers do not have the
required preparation (professional and methodological) they won’t be able
to perform their functions in the right way which will exert impact on the
quality and effectiveness of training.

The current practice analysis shows that the lack of a sufficient num-
ber of trainers with professional socio-pedagogic preparation is one of
the main reasons for the stills insufficient results in the field of training
as well as for the relatively low level of quality and effectiveness in some
cases. The importance of a preparation of this kind for the trainers is
decisive for achieving the expected level of quality and effectiveness of
socio-pedagogical activity.

The number of specialists in the field of social pedagogy who have
graduated higher education in Bulgaria is still insufficient due to which there
are trainers who do not have the necessary preparation. At the same time not
enough efforts have been made in the direction of profiling the trainers and
familiarizing them with the international best practices.

The importance of the factor “preparation of trainers” requires serious
measures to be taken for its provision.

Orientation to trainees

The orientation of the respective institution to trainees exerts consider-
able impact as a factor for quality and effectiveness. The presence of this
factor can be judged by the attitude of the administrative staff towards train-
ees as clients of the organization. Trainees are at the core of the training and
they have to be regarded as the most important people in the organization.
In this way favorable conditions are created for learning and development
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of trainees, for high achievements on their part and respectively for good
quality and effectiveness of the training process. The selection of trainees
1s becoming more and more important, i.e. the training process should in-
volve people who have attained the required level of preparation and meet
the specific for each training “entrance” requirements and standards. If this
condition is observed, preconditions are created for improving the quality
and effectiveness in the training process as well as for realizing savings in
terms of time, efforts, etc.

The selection of participants has to include a process of determining
their individual abilities through the use of tests, interviews, document anal-
ysis and other methods. The preliminary selection allows for differentiated
training to be delivered as well as for an individual approach to be applied
which further contributes to increasing the level of quality and effectiveness
of training.

Training documentation

The training documentation (curriculum and syllabus) is an important
component of the training system. It determines the objectives of the train-
ing, the training content and its structure, the time of the training and the
methodology. That’s why the quality of the training documentation is a pre-
condition for achieving high quality and effectiveness.

According to Bulgarian and international experience, flexible and mod-
ular curricula have to be developed.® These curricula can be updated in ac-
cordance with the developments in the respective field and can be applied in
all types of conditions and requirements of socio-pedagogical practice.

Table 2. Factors for Quality and Effectiveness of Training

Decisive factors Assisting factors
Involvement of managing staff - Training facilities
Preparation of trainers Administrative services
Orientation to trainees Number of trainers
Training documentation Rhetorical skills
Encouraging both trainees and trainers Others
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Encouraging both trainees and trainers

This is the third personal factor for improving the level of quality and
effectiveness. Its importance is determined by the circumstance that train-
ing requires active, conscious and targeted activities on the part of train-
ers and trainees which depend on the presence of strong and sustainable
motivation. Motivation is necessary for overcoming the difficulties in the
socio-pedagogic process, for taking the necessary steps to accept the limita-
tions imposed by training. In other words, strong motivation can be achieved
through the use of a complex of well-selected stimuli as follows:

a) Encouraging trainers. The importance of encouraging the trainers
as a factor for quality and effectiveness objectively imposes the implemen-
tation of a new approach corresponding to both the social and the market
character of the socio-pedagogic services. Competition arises in the market
conditions both between the training units and between trainers who aim at
delivering training and related research and consultancy services with high
quality. Their remuneration has to be linked to the quality of training and
its outcomes, to encourage trainers to invest in improving their personal
qualification, and to apply effective approaches to organizational activities,
realizing economies, etc. ’ '

b) Encouraging trainees. As a bilateral process training requires the
participation and partnership between trainers and trainees. In this sense,
quality and effectiveness depend on the successful interaction between train-
ers and trainees. This means that both trainers and trainees have to be en-
couraged through explaining the objectives of the training, its practical use,
making reference to trainees’ achievements, etc.

Assisting Factors for quality and effectiveness

Training facilities .

The concept of training facilities refers to a complex of didactic means: ba-
sic equipment and facilities such as buildings and terrains, rehabilitation equip-
ment, etc.; assisting equipment such as computers, multimedia, instruments,
training devices, materials, etc.; forms of presenting the training content — train-
ing materials, video and audio cassettes, software, schemes, models, etc.

Each one of the above listed didactic means has its place and importance
in the activities of trainers and the trainees as subjects of the training pro-
cess and exerts direct influence on the quality and effectiveness of training.
That’s why the level of didactic means and the overall condition of facilities
and equipment can be determined as an assisting factor for quality.
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Training facilities and equipment that comply with contemporary re-
quirements, including the number of computers, make people more effective
and the training more intensive. They exert a complex impact on the person-
ality of both the trainers and the trainees. That’s why the opportunities pro-
vided by the equipment and facilities have to be used in an efficient way.

The contemporary tendencies in the development of education show
that the importance of training equipment and facilities will be growing in
the future. A gradual transition is being implemented from training systems
with two active components (trainer-trainee) to training systems with three
active components (trainer — trainee — training computer complex). The
training computer complex can perform a large part of the functions of train-
ers without totally displacing them form the training process.

This tendency determines the growing role of the training facilities as
a factor which after a period of time will have a decisive importance for
achieving quality and effectiveness, i.e. will become one of the factors from
the first group of decisive factors.

Administrative services

Together with the main training activities with the framework of one
course of training for vocational qualification, several overlapping activities
related to the administrative services provided to trainees are taking place.
These activities cover a broad range of needs that arise in the process of con-
temporary training: qualified administrative staff within the training center,
modern contemporary accommodation; maintenance of facilities and equip-
ment; library and copying center; phone and fax lines, mail and transporta-
tion services; medical care services; internal rules regulating the obligations
of the participants in the training, etc.

Ensuring the above mentioned conditions facilitates to a great extent the
activities of the participants in the training, exerts influence on their effective-
ness and contributes to improving the level of quality and effectiveness.

Number of trainees
The traditional training systems regarded the number of trainees is an

important factor. This can be explained through the limited psycho-physi-
ological capacity of the trainer to provide training for a large number of .
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trainees. That’s why as a general practice the number of trainees in training
groups or courses is limited. : :

In the history of education different attempts have been made for over-
coming this problem (Bell-Lancaster system and others). These attempts,
however, have not lead to a sustainable increase in the level of quality and
effectiveness.

New conditions were created with the introduction of contemporary
training systems and means oriented to increasing the activity rate and the
share of independent activities of trainees in the frame of total training time.
Flexible forms, methods and effective computer and multimedia means were
introduced for training and control purposes.

The research done in implementing such systems (for example the
modular system and distance training) shows that the number of trainees
per one trainer is increasing or decreasing within a wide range without this
exerting considerable influence on quality or effectiveness.

Trainer’s rhetorical skills

In the thousand-year old history of education, the ability of trainers to
talk in front of an audience as well as to engage the attention of the trainees
with the appropriate intonation, gestures and other means, was of significant
importance for achieving high results.

The contemporary development of education, and more specifically it
computerization, has created new conditions for teaching and has directed
its functions and tasks mainly to managing trainees’ independent learning
activities. The traditional lectures and the teaching of new lessons have been
limited and replaced by active learning forms — self-preparation with pro-
grammed texts related to consultations, discussion of problems, seminars,
etc. In these conditions some changes have occurred in the training provided
by trainers and as a result new requirements have arisen related to the prepa-
ration and qualities of trainers. Without denying or underestimating rhetori-
cal skills, it has to be admitted that they are not very relevant to successful
training in the new conditions, their influence and action as a factor for qual-
ity and effectiveness has decreased. Rhetorical skills have to be included in
the preparation and improvement of trainers but in a way that corresponds to
the needs of contemporary training. These skills can be regarded as comple-
menting the overall teaching skills in active and interactive training forms.
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Others

There are some others factors — systematic study of the economy and
labor market needs, elaboration of national vocational qualifications, stan-
dards, transparency etc. which can support or dominate to a great extent the
action of the rest and above mentioned factors.”

Conclusion

The socio-pedagogical interpretation of the training quality and effec-
tiveness problem is of practical importance and has to be researched further.
In practice, the present paper can be used on two levels: On the micro level
the structure of interrelated and interdependent indicators allows for each
training organization to develop its own methodological instruments for
managing quality and effectiveness. These instruments have to take into ac-
count the specificities of the training as well as the specific standards in the
respective professional field. The development and use of these instruments
will facilitate the implementation of effective approaches in practice and
will contribute to increasing the level of competitiveness of those organiza-
tions on the market of training and consultancy services; On the macro level
the present paper can support the implementation of the functions of the
governmental and non-governmental organization responsible for the devel-
opment of training activities. For the purpose of providing and ensuring the
quality and effectiveness of training a complex approach is needed, includ
ing licensing of training institutions and carrying out systematic control (it
ternal and external evaluation). In this relation some considerable progre
has been made through the new legislation and through the projects aimed
improving different aspects of the socio-pedagogical work.

The reforms in the field of education, the labor market and the soc
area in Bulgaria have to continue being implemented even more activ
The conditions for meeting EU standards can be ensured only through
coordinated activities of the institutions responsible for development of t
sectors. At this stage, however, a methodology for quality and effective
assessment of the training activities should be developed. This is a que
which can be characterized by a high degree of social importance.



Notes

! 3akon 3a npodecHoHanHOTO oOpasoBaHue H oOyuenue. [B, 6p. 68 ot
30.07.1999 r. http://www.minedu.government.bg/opencms/export/sites/mon/left
menw/documents/law/zkn_prof obucenieEU.pdf

2 cf. Brarapckoro npogecuoHanHo 06pa3oBaHUE C EBPONEHCKH CTaHAApTH.
IMpoexr ,,YIIOO” MunucTepcTBO Ha 06pa3oBaHHETO U Haykara, 1999 u OueHka Ha
cekTopa 3a npodecuoHanHo 06pa3oBaHHE H 00y4yeHHE MO OTHOILEHHE Ha Acquis
communautaire (paboreH aoxymeHT Ha EBpomneiickata ¢onpauus 3a obydeHue),
Codwus, 1999.

3 Glossary of labor market and curriculum development terms. (1997). Turin:
European Training Foundation.

4 Katansky, C., Delibasheva, A. & Penkova, D. (1999). Active policy at the
labor market aimed at employment promotion and human resource development
(p. 563) In: Reports, articles, views No. 10 of the Bulgarian National
Observatory.

5 Hamburger Deklaration zum Lemen im Erwachsenenalter, Agenda fiir
Zukunft, Fiinfte Internationale Konferenz iiber Erwachsenenbildung, Hamburg,
UNESCO, 1997.

¢ Karanckn, Y. (1997). IlpombmxkaBaiioro mnpogecHOHaTHO o0ydeHHe
B bwarapua (c. 31-39). B: Joknaou, cmamuu, muenus Ne 2 Ha Bwiarapckara
HaUHOHANIHAa 06CcepBaTOpHs.
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