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머리말

본원의 「유네스코 직업기술교육훈련 우수 지역센터」에서는 아·태 지역

에 있는 유네스코 회원국 전문가와 공무원을 위한 연수 프로그램 시행을 위

하여 지난 해에 요구조사를 시행한 바 있다. 그 결과 여러 회원국에서 인적

자원개발 및 직업교육훈련 분야의 제도와 정책, 자격제도, 직업교육훈련교사

양성, 직업교육훈련기관 운영 등의 분야에 관하여 우리 나라의 경험을 배우

고자 하는 요구가 많은 것으로 나타났다. 이에 본원은 처음으로 유관 분야 의

외국인 관계자를 대상으로 연수 프로그램을 개발하여 시행하기에 이르렀다.

본 프로그램을 통하여 우리 나라의 인적자원개발과 직업교육훈련 분야의

최근 정책동향, 현황, 성공사례 등을 제시하여 참가국이 자체적인 모델 발굴

에 참고할 수 있는 정보를 제공하였고, 참가국간의 최근 정책에 관한 동향

과 경험을 교류할 수 있도록 하였으며, 직업교육훈련 기관 및 산업체 현장

방문을 통하여 우수 사례를 확인할 수 있도록 프로그램을 구성하여 운영하

였다. 참가 대상은 동남아시아지역과 중동지역, 구소련연방국가지역의 지원

자 중에서 지역별로 적절히 안배하여 엄정하게 선발하였다.

연수프로그램의 운영은 시행되는 기간은 비교적 짧은 반면, 준비하는 과

정은 다른 어느 사업 못지 않게 복잡하고 시간이 많이 소요된다. 본 프로그

램을 처음 준비하여 시작하면서 예기치 못했던 시행착오도 겪었고, 운영하

면서 개선할 점도 적지 않게 발견되었다. 앞으로 본원의 지역센터를 세계적

인 기관으로 성장시키기 위해서는 연수프로그램을 더욱 다듬고 내용을 알차

게 보완하고 다양화하려는 노력이 필요할 것으로 보인다.

이번에 처음 운영한 연수프로그램의 결과를 토대로 더욱 개선된 프로그램

을 개발하고, 또한 결과를 잘 활용하여 본원 활동의 부가가치를 높이는데

기여하기를 바란다. 아울러 본 프로그램의 기획과 운영, 결과 정리에 이르기

까지 수고한 본원 연구진의 노고를 치하하며, 연구진을 도와 본 프로그램을

성공적으로 수행하도록 한 국제협력팀원에게 사의를 표한다.

2002년 9월

원장 강무섭
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Economic Restructuring and V ocational Education

and Training in Korea

Young-Hyun Lee

Korea Research Institute f or Vocational Education and Training

Ⅰ . Cou ntry Prof ile

Located east of the Asian Continent, the Republic of Korea is a

democratic state with a five thousand years of history . Korea

belongs to the north temperate zone; how ever, its climatic

differences in temperature betw een summer and winter are affected

by the continent and seas surrounding the Korean peninsu la.

Summer lasts from June to August, the m onsoonal clim ate brings

50-60 percent of the annu al precipitation of about 1,200mm . Its

winter, from December to February is generally cold and dry with

occasional heavy snow and northw esterly winds. In betw een these

extremes, the spring is mild and the autumn is cool and serene

with clear, balmy skies.

The Korean peninsula shares a border with China and Ru ssia in

the north across the Amnokkang and Tum angang Rivers. It faces

Japan to the east separated by the East Sea and China to the west

separated by the Yellow Sea. Approximately 70 percent of the

peninsula is mountainou s, particularly in the north and along the

eastern coast of the Peninsula. The Korean peninsu la as a whole

has a total landmass of abou t 220 thousands square kilometers

(85,000 square miles), which is a little smaller than Great Britain .
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The peninsu la is divided into the Republic of Korea in the South

and North Korea in the north by the demilitarized zone at roughly

38 parallel Latitude north of equ ator . The Republic of Korea covers

45 percent of the Korean peninsular with a total land area of

about 99 thousands square kilom eters.

According to the written history of Korea, the earliest state was

founded by Tangun, the mythical progenitor of the Korean people.

This tribal state, called Ancient Chosun, was terminated around

100 B.C. with the advent of the "Three Kingdoms." The Three

Kingdoms were follow ed by Unified Shilla in the south in the 7t h

century and Parhae which succeeded Koguryo in the north . Thu s,

Korea entered a brief period of "Tw o Kingdoms" which ended

with the fall of Parhae. In the 10t h century, the Koryo Dynasty

reigned on the Korean peninsu la, follow ed by the Chosun Dynasty

in the 14t h century, which continued up to the Republic of Korea,

inaugurated in 1948 after 35 years of interruption by Japanese

colonial rule.

Korea is a constitutional republic. The executive, the legislative,

and the judiciary constitute the three branches of government

under the President . The legislature is unicameral and the judiciary

is composed of the low er court, the court of appeal and the

Supreme Court . The nation is divided into 16 administrative units,

which are seven metropolitan cities and nine provinces.

Ethnically, Koreans belongs to the Mongolian race and they are a

homogeneous race speaking one language. In addition, they possess

their own cultu re and custom s which differ from those of their

nearest neighbors, China and Japan . They also have their own

unique Korean phonetic alphabet, the Han-Gul, which is regarded

as one of the most original and yet the most scientific of the

various phonetic writing systems.

- 2 -



The Republic of Korea has an estimated population of 46.1

million with an annually decreasing rate of 1.5 percent in 2000.

About 74.8% of the total popu lation lives in urban area. The

popu lation density is one of the highest in the w orld,

accommodating 471 persons per square kilo meter .

Approximately 53.6% of Korean adhered to one type of religion

or another, Buddhists forming the largest group with 49.0%,

Christians representing 47.7% (Protestant : 34.7%, Catholic: 13.0%)

and Confucians representing 1.2% (N ational Statistical Office, Social

Indicators in Korea, 2000).

Ⅱ . Social-Econ om ic Contexts

Over the past three decades, the Korean economy developed at a

remarkably fast rate and the country cam e to be known as one of

the Asian 'fou r tigers' . This high-growth period w as characterized

by substantial increases in investment in physical and human

capital.

Korea began the early 1960s as a typical labor-surplus economy

with a scarce endowment of natural resources and a small

domestic market . The government established economic growth as

its prim ary goal and began to mobilize the nation' s resources

toward this end . During the initial stage of export promotion in

the 1960s, unskilled and semi-skilled w orkers w ere rapidly

mobilized into labor-intensive manufacturing industries such as

textiles, footw ear and garments. Using its abundant supply of

labor, Korea achieved an extremely rapid economic expansion .

During the 1970s, the Korean government began to undertake a
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fundam ental structural change tow ards the development of

heavy-chemical indu stries. The government u sed commercial loans

throu gh the nationalized banks to reward companies conforming to

state policies. After the early 1970s these 'policy loans' incentives

w ere provided to firms to invest in state-targeted heavy

manufacturing industries. In response to such growth-minded

policies, these firms expanded their economic activities, m ost of

them following strategies based heavily on low product costs.

By the 2000s, a shift tow ards more technologically advanced

products w as underw ay, and high-technology and service industries

w ere able to compete successfully with industries of m ore

developed economies.

From 1970 to 2000, the labor force in Korea more than doubled

from 10 million to 22 million . The labor force participation rate

increased from 47.6 per cent to 60.7 per cent (table 1).

Over the past 30 years, Korea' s economic growth has been

spectacular . From 1970 to 2000, the gross domestic product (GDP)

rose at an annu al rate of nearly 8 per cent from a per capita

income level of US$ 650 in 1970 to US$ 9,675 in 2000. This growth

resulted in a 15-fold increase in per capita GDP in the last three

decades.

1. Ch anges in th e Manner of Employm ent

The rapid advancement of new technologies and the globalization

of trade and labor m arkets are having a significant impact on the

nature of w ork, the way it is organized and the skills it requires.

These changes comprise the growth of the service sector, inclu ding
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Table 1: Background statistics

1970 1980 1990 1997 1998 1999 2000

Population(thousands) 32,24 1 38,124 42,869 45,991 46,430 46,858 46,136

GDP per capita(US$)¹ 650 2,324 7,751 10,363 6,843 8,660 9,675

Unemployment rate 4.4 5.2 2.4 2.6 6.8 6.3 4.1

Labour force
(thousands)

10,062 14,431 18,539 2 1,604 2 1,390 21,363 2 1,950

Labour force
Participation rate²

47.6 59.0 60.0 62.2 60.7 60.5 60.7

1) Using current purchasing power parties, at current prices.

2) Population aged 15 and over

Sources: National Statistical Office (1997, 1981, 1991, 1998, 1999,

2000, 2001), Population Projections for Population estim ates;

Annu al report on the Economically active population su rvey,

various issues.

A shift to casual or part-tim e work; occupational change and the

emergence of new occupations. During the rapid industrialization

in the last three decades, the proportion of high-skilled w orkers

increased, while the proportion of unskilled w orkers declined .

A majority of Koreans are employed in small and medium-sized

firms. In 1999, about 81.9 percent of the total labour force was

employed in sm all sized firms in small and medium sized firms.

There w ere 2.77 million small and medium-sized firms representing

99.7 percent of Korean businesses and employing 8.87 million persons.1)

A large proportion of Koreans are employed in 'non-regular' jobs

of short duration . In 2000, more than half of all employees had

1) National Statistics Office, Republic of Korea (1999), Report on the Censu s on
Basic Characteristics of Establishment s.
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either a temporary or a daily contract, and the proportion of

employees with a ' regular' contract was therefore less than half.

The proportion of employees in 'non-regular' jobs has continued to

grow in the last tw o decades.

A detailed analysis of employment by statu s suggests a degree of

labour m arket duality by gender, age and education level, with

younger and higher-educated men performing m ost regular jobs.

The incidence of non-regular w ork is high among w omen, older

w orkers and the low er-educated . Among OECD countries in 2000,

Korea had the low est number of workers holding a permanent job,

follow ed by Turkey . In 2000, about 29.7 per cent of Korean

w orkers had a regu lar job, less than half the figure of those in

regu lar employment in m ost other OECD countries.

2. Unemploy m ent

With its high economic perform ance, Korea has succeeded in

absorbing the m assive new labor force which entered the market.

Korea has experienced very low unemployment rates in spite of its

rap id economic growth .

The financial crisis which started at the end of 1997 brou ght the

growth process to a su dden, unexp ected halt . The crisis forced the

governm ent to agree to a rescu e p ackage with the International

Monetary Fund (IMF). The unemploym ent rate rocketed from 2.6 per

cent to a peak of 8.5 p er cent in early 1999, and m ore than one

million Koreans were thrown into poverty . The difficu lt economic and

social situ ation forced the authorities to implement quickly a wide

range of macroeconomic and structural reform s, notably in the areas of

labor m arket policies and social safety nets. In response to these

reforms, the economy has now turned the corner, permitting the
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unemploym ent rate to fall rapidly to about 4 percent, while short-term

prospects point to a continuation of the economic recovery.

First, it w ould seem that youth unemploym ent is structural in nature

and that it will require policy attention . Unemploym ent rates of young

Koreans aged 15 to 24 have tended to grow, and they reached high

levels in the afterm ath of the crisis. High rates of youth

unemploym ent m ay reflect a long job search process on the part of

university graduates, who often stay at home and can therefore be

selective when looking for a job. In addition, the mism atch between

certain education curricula and labor m arket requirem ents creates

serious school-to-work transition problems for many young new entrants.

Second, Korean unemploym ent has long been much higher am ong

higher-educated w orkers than am ong their lower-educated counterparts,

in contrast w ith the pattern prevailing in other OECD countries.

How ever, since the crisis unemploym ent rates of the low er-educated

have recorded a marked upward trend . Unemploym ent rates am ong

w orkers with high-school educational attainm ent are relatively high,

su ggesting that high-school and vocational-training curricu la might not

adequately match labor m arket requirem ents.

Ⅲ . V ocational Edu cation an d Training

Vocational education and training are separated in Korea.

Vocational education is implemented under the formal education

system which is administered by the Ministry of Education and

Human Resources Development .2) Vocational training is carried out

as non-formal training which is administered by the Ministry of Labour.

2) T he Ministry of Education was reorganized as the Ministry of Education and
Human Resources Development in January , 2001.
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1. Education Sy stem

Korea uses a school ' ladder' following a similar track of 6-3-3-4,

providing six years of compu lsory primary education, three years

of middle school, and three of high school, followed by tw o or

four more years in colleges and universities.

Middle school education with a duration of three years is offered

for students aged 12-15. All applicants from prim ary schools are

accepted and allocated by lottery to schools within their residential

districts. Regular activities are divided into required and elective

subjects.

High school education aim s at providing advanced general and

specific education on the basis of middle school education . High

schools are classified into academic, vocational, and other high

school' s foreign language, art & athletic, and science high schools.

Students in academic high schools, where advanced general

education is practiced, select a major in the second year from the

areas of humanities and social sciences, natural sciences, and

vocational education . Their selections are based on the students'

aptitude and interest, in turn, which provides a link with the

school courses and their future careers. The majority of students

opt to spend the first two years as preparation for university

application . Students m ay transfer to the vocational track at the

beginning of the third grade.

The higher educational in stitu tions are divided into fou r

categories: colleges and universities; universities of education and

colleges of education; junior colleges, the Air & Correspondence

University, polytechnic universities3) and other schools (including

3) Open univer sity was renamed polytechnic univer sity based on the Higher
Education Law which came into operation in March, 1998. However , open
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theological colleges and seminaries). Most higher educational

institu tions are under the supervision of the Ministry of Education .

The Ministry of Education and Human resource Development has

control over such matters as student quotas, qu alifications of

teaching staff, curriculum and degree requirements.

Korea has a unique education system characterized by much

larger private sector representation and investment, and a relatively

small publicly financed sector compared to other indu strialized

nations. In the past three decades, the governm ent has, throu gh its

highly regulated and centralized governing system, attained

remarkable educational achievements. Since 1970, Korea has

maintained full enrolement in prim ary education . Illiteracy declined

from over 10% in 1970 to virtually nil in 1997 (World Bank,

1999a). Gross enrolem ents in secondary education increased from

40% in 1970 to become almost universal by 1997. At the tertiary

level, Korea ranks third am ong the OECD countries in the

educational attainment of its population, and 84% of its academic

high-school graduates entered a university or a college in 2000

(42.0 per cent of vocational high school graduates entered a

university or college in the same year). Schools around the country

have very low drop-out rates: 0.8% for middle school, 2.1% for

high school and 2.5% for higher education . Due to this rapid

expansion in schooling, gender disparities have been eliminated at

both the primary and secondary levels, although they still exist at

the tertiary level. At the same time, class sizes have fallen for all

levels of education and pupil teacher ratios have become smaller,

although they remain considerably higher than the average in

certain OECD and other advance countries.

univer sities are named in various way s depending on the mission and objectives
of the univer sity .
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2. V ocational Education

The largest element of Korea' s system of vocational education

and training is the system of vocational education at schools.

Initial training (pre-employment training) is provided at the senior

secondary level (vocational high schools) and post-secondary level

junior colleges.

Vocational education aims at providing advanced general

education as w ell as vocational education in the field s of

agriculture, technology, comm erce, and marine & fisheries. In 2001,

there were 759 vocational high schools with a total enrollment of

651,198 which accounted for about 34.1 per cent of total high

school enrollment . Most vocational stu dents w ere taking programs

in senior high schools of business/ commerce and technology .

The curriculum of vocational high schools is composed of general

and vocational subjects. Students are required to take betw een 204

and 216 units during the three years of study period or six

semesters. Of the 204-216 units, students are required to take

104-154 units of general subjects and 88-122 units of vocational

subjects. Of the 82-122 units allocated to vocational subjects, at

least 50 percent of the units or 41-61 units should be allocated for

practical sessions in the case of technical high schools.

The required period of study in all national, public, and

vocational high schools is three years. The schools operate effective

field training program s in cooperation with individual industries.

One to tw elve months of field training is required for technology

majors; one to six m onths for agricu lture and commerce majors;

one to tw elve months for fishery and maritime majors.

- 10 -



Figure 1: Supply Sy stem of Skilled Manpow er

Source: Ministry of Labour (2001). T he Current Statu s of Vocational T raining
Programs, p. 20.

The purpose of junior college education is to produce

middle-level technicians equ ipped with a solid base of theories and

skills . Their specialized courses are grouped into technical,

agricultural, nursing, fishery, health, commercial and business,

home economics, arts and athletics, and so on with tw o or three

year program s depending on the courses. The nursing, clinical

pathology, physical cure, radiation, fishing, navigation and

engineering programs require three years of education . The

communication program is the only one requiring tw o and a half
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years of study and the rest require tw o years of education .

Since their establishment in 1979, the number of junior vocational

colleges has grown to 158 as of 2001 with a total enrollm ent of

952,649 (inclu ding students on leave of absence).

The participation rate of adults in post-secondary vocational

education is low . Only 9.1 per cent of junior college students and

19.7 per cent of polytechnic university stu dents w ere aged over 25

years old in 1999.

3. V ocational Training

In the 1960s the Korean government established a vast economic

development plan and restructured the vocational education and

training system in order to supply the manpow er necessary to

implement the plan . As a result, most formal vocational education

w as provided within the state education system, and w as

systematically planned and standardized . The governm ent rapidly

expanded enrollment in vocational schools in the 1960s. However,

the form al vocational schools were not able to train su fficient

technical m anpow er for the rapidly industrializing country. In

order to train enough w orkers to meet the increasing indu strial

demands, the government enacted the Vocational Training Law in

1967 as a result of which many new vocational training institu tes

w ere established .

The vocational training program s are classified into initial

training, upgrade training and job transfer training; which depend

on the cu rriculum, duration and trainee profiles. How ever, it does

not make clear distinctions betw een the last tw o categories. In most

cases, further training or in-service training is used to include both.

Initial training aims to train basic competencies that are requ ired
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in the w orkplace and is intended for those newly seeking
employment or prospective reemployment w orkers, such as high
school graduates, former soldiers and the unemployed . This type
of training lasts for at least one month . Programs of initial training
should include (1) general education which is coordinated with
practical training, (2) basic training in knowledge and skills
common to related occupations which is given by a training
institu tion or in an undertaking on or off the job, and (3) special
skills to assist w orkers' employablity .

Upgrading instruction is provided for workers who have already

completed initial training (or those who are deemed to already

possess basic skills) and wish to acquire further skills. The

duration of the training required must be longer than 20 hours.

Job transfer training aims to assist those who are seeking to

transfer jobs or unemployed workers to develop new skills. The

duration of the training program must be longer than tw o w eeks.

Training m ethods are classified into three categories: institu tional

training, on-the-job training and on-line (w eb-based) training.

4. Public Training

Vocational training in Korea assum es tw o forms depending on

the type of training institu te,: public and in-plant vocational

training. Public training is undertaken by the Human Resources

Development Services of Korea (HRD Korea), the Korean Chamber

of Commerce and Industry (KCCI), governmental agencies, local

autonomies and the Korea Employment Promotion Agency for the

Disabled (KEPAD). It aims to train semi-skilled and skilled

w orkers in programs lasting from three months to tw o years.

In-plant training is undertaken by firms.
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The HRD Korea, KCCI and KEPAD are concerned with trades

that are commonly required by manufacturing industry (die-making

and machine w ork), export oriented trades (gem-cutting, dyeing

and w eaving etc.), and trades in advanced and new technology

(CAM). Governmental agencies concern themselves with trades

such as carpentry, bricklaying and electronic w elding, aiming at

training for the self-development of prisoners and incumbents,

while local autonomies concern themselves with trades necessary

for increasing the income of farm households.

In 1999 there w ere 95 public vocational training institu tes of

which 40 public vocational training institu tes came under the

jurisdiction of HRD Korea. Also included were 23 polytechnic

colleges which w ere placed under the authority of the Korean

Foundation for Polytechnic Colleges in December 1998.

5. In-plant Training

If an employer chooses to train , there are three different ways of

doing so: (1) independent training at his/ her own in-plant training

institu te, (2) cooperative training with other employers, or (3)

commissioned through a third party to undertake actual training

on his or her behalf.

Korea suffers from an under-provision of enterprise training,

particu larly among small enterprises. The system of training for the

employed, which exists under the EIS, has helped improve the

situation somewhat, but major problems remain .

The rapid economic development recorded since the 1960s and a

shortage of skilled w orkers prompted the government to set up a

training levy system in 1976. Firms w ere required to provide

in-plant training or to pay a levy . After some initial success, the
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proportion of firms opting for training their w orkers, rather than

paying the levy, fell steadily from over tw o-thirds of eligible firms

during 1977-80 to less than one-fifth during 1991-93. In 1995, a

new training system w as established as one component of the

Employment Insurance System (EIS).

Data on expenditures and number of participants for the year

2000 show that, among the five program s, in-plant vocational

training is the most important one (table 2). The programs are

financed by way of employers contributions to the EIS. The EIS

supports 40 to 90 per cent of the cost of the training and,

additionally, in the case of the paid leave scheme, also one-third to

one-half of the wage for courses that last over 30 days.

Table 2: Training programs f or the employed: participation and
expenditures, 2000

Total
In-plant vocational

training
Paid training leave

Number of firms
providing training

86,680 (100) 73,411 (84.68) 309 (0.36)

Number of trained
workers

1,246,932 (100) 1,220,334 (97.87) 7,756 (0.62)

Program expenditures
(Million Won)

180,750 (100) 140,475 (77.43) 5,589 (2.96)

Subsidies for
course attendance

Loans for school
fees

Loans for facility
and equipment

Number of firms
providing training

N.A. 12,960 (14.95) 12 (0.01)

Number of trained
workers

252 (0.02) 18,590 (1.49) N .A .

Program expenditures
(Million Won)

59 (0.3) 34,626 (18.35) 7,978 (4.23)

Source: Ministry of Labor 2001, Current status of vocational

competency developm ent program, p . 44
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6. Participation in V ET Program s

There are little data on the participation of adults in vocational

education and training in Korea. The most reliable data existing in

Korea are from "The Social Statistics Survey ", which w as conducted

by the National Statistics Survey in 1996.

In the survey, participation in training program is categorized

into workplace learning and job training.4) The participation rate of

people in w orkplace learning w as 9.1 per cent and in job training

w as 2.24 per cent (Table 3). Overall, more men participated in

education and training. People who are male, young, employed,

with a high educational level are more likely to participate in

w orkplace education and a longer period of training than old,

unemployed, and with a low educational level. People who are old

and poorly educated are more likely to participate in job training.

4) T here is no clear differentiation between workplace learning and job training in
the questionnaire. It is reported that workplace learning included training in
corporate culture, training by target group, foreign languages , etc undertaken at
the w orkplace. Job training included initial training, and job upgrading training
undertaken at the workplace as well as in other in stitutions.
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Table 3: Participation in vocational training

In-house training Vocational training
Rate Day Rate Day

Total 9.1 12.3 2.2 8.9
Age
15-19 10.8 1.9 1.4 0.3
20-24 13.5 1.5 2.0 0.5
25-29 15.3 2.2 1.6 0.3
30-34 13.4 1.7 1.7 0.2
35-39 11.4 1.5 2.1 0.2
40-44 8.2 0.8 2.5 0.2
45-49 7.4 0.9 3.3 0.2
50-54 5.6 0.6 2.9 0.2
55-59 4.0 0.4 3.3 0.1
60-64 2.4 0.2 3.5 0.1
65+ 0.4 - 1.3 -
College graduates 27.5 14.4 2.0 12.7
High school graduates 9.1 10.2 2.2 11.9
Middle school graduates 2.3 6.5 2.4 7.8
Primary school graduates 0.5 8.4 2.4 3.0
Gender
Men 13.2 12.6 3.7 7.4
Women 5.3 11.7 0.9 14.7

Source: National Statistical Office 1997, Report on the social statistics survey .

7. Th e Major Organizations Involved in V ET

The Ministry of Education and Hum an Resource Development

(MOE) is the central government organization responsible for the

formulation and implementation of policies related to academic

activities, the sciences and public education . MOE integrates and

coordinates educational policies, publishes and approves textbooks,

provides administrative and financial support for all levels of
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schools, supervises local educational agencies and national

universities, operates the teacher training system and takes charge

of the function of non-formal education .

Within MOE, the Lifelong Vocational Education Bureau is

responsible for the administration of technical and vocational

education at secondary and post-secondary level schools and

colleges. The Vocational and Professional Education Policy Division

within the Lifelong Vocational Education Bureau is the central

government level office dealing with upper-secondary and tertiary

technical-vocational education . The Junior College Support Division

is looking after the administrative and academic related matters for

junior colleges.

Non-formal vocational training is administered by the Ministry of

Labor . Headed by the Minister and Vice Minister, the Ministry has

tw o offices and four bureaus: Planning and Management Office

and Employment Policy Office, and Labor Policy Bureau, Labor

Standard Bureau, Industrial Safety & Health Bureau and Women

Workers Bureau . In addition, eight professional officers are

responsible for offices of professional concerns.

The office in charge of vocational training in the Ministry of

Labor is the Ability Development Officer under which there are

three divisions: Training Policy Division, Hum an Resource

Development and Qualification support Division .

Under the Ministry of Labor, the HRD Korea (former Korea

Manpower Agency) w as established in 1982. The HRD Korea is a

public corporation subsidiary responsible for vocational training. Its

main functions are (i) vocational training, employment guidance,

and follow-up service, (ii) development of vocational training

materials, (iii) National Qualification Testing and Registration, (iv)

skill encouragement and competitions, (v) employment promotion,
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and (vi) promotion of private vocational training.

The Korea Research Institute for Vocational Education and

Training (KRIVET) is a national government VET body in Korea.

KRIVET has responsibilities for developing and implementing

Korea' s national VET research and evaluation effort, together with

the collection and reporting of national VET statistics. KRIVET also

provides career information services through its affiliated career

inform ation center .

Ⅳ . Recent Ref orms in V ocational Education and
Training

1. N ew V ocational Education Sy stem

Vocational education has the repu tation of being a "second class"

education system chosen only by those who have failed to get

accepted at a college. The educational content does not meet the

needs of the practical w orld, it has long been a source of

complaint for businesses with som e going as far as to disregard

the variou s diplomas awarded by vocational schools. This cu rrent

underdeveloped state of the nation' s vocational education is due to

the lack of cooperation between the schools and bu sinesses, central

and autonomous provincial governments and among the various

government agencies.

PCER proposed the Second Educational Reform Program

inclu ding the vocational education reform in 1996. The main

objective of this vocational education reform is to establish a

"Lifelong Vocational Education System " to realize a "Lifelong Open

Learning Society ." It will u ltimately lead to the development of
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each individual according to his or her uniqu e talent and interest

as w ell as nurturing high-quality hum an resources that reflect the

needs of labor market .

The reform of vocational education will be promoted in the

following four directions:

(1) From a closed door to open access - gradu ates of

vocational high schools will be given opportunities to continue

with their studies through polytechnic university, junior college,

polytechnic college, a new University and even up to graduate

school while they continue to work . To achieve this, the

government will increase the budget for vocational education .

(2) The education system will be based on competition

and cooperation . The foundation will be laid for the realization

of cooperation betw een schools and industries. At the same

tim e, schools will be encouraged to compete with each other .

(3) Vocational education will be "useful" for industries. It

will open the way for indu stries to participate in the

evaluation and management of vocational education .

Reorganization of the system will allow the active exchange of

human and material resources between schools and companies.

(4) The system will move from an "inefficient "
educational system to an "efficient" one. The government' s role
here will be:
A)To revise the qualification system to link schools with
businesses, thereby integrating education and training.
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B)To promote effective use of the latest multi-media and
telecommunications technology to provide learners with low-cost
but high-quality vocational education
C)Increase the autonomy of each school
D)Strengthen the role and finances of the local autonom ous
entities.

With the introduction of a lifelong education system, junior

college education w as expanded . Between 1979 and 1997, the

enrollment in junior colleges increased 11 times and the programs

saw an increase from 91 to 361. Based on the Educational Reform

Program, the "customized training system ", responding to indu strial

demands was implemented in more than ninety junior colleges' of

which 59 colleges w ere provided financial support from the

government in 2000. In order to strengthen the junior colleges'

capacity for vocational education, programs linking the curriculum

of the second and third years of vocational senior secondary

schools with that of the vocational college (2+2) have been

implemented in some schools. Students who have completed

vocational senior secondary school courses are given priority in the

selection process for entry into colleges in related field s of study .

From 1996, graduates of junior colleges receive associate degrees.

To encourage w orkers to upgrade their skills and knowledge, the

government revised the Polytechnic College Law in order to grant

degrees to graduates of polytechnic colleges in 1997. The Korea

Foundation for Polytechnic Colleges w as inaugurated by HRD

Korea with the approval of the Ministry of Education during early

1998. Beginning Febru ary 1998, gradu ates of polytechnic colleges

could attain Industrial Associate Degree.

- 21 -



2. V ocational Competency D evelop ment Programs

The Korean state has attempted to correct market failu re in the

training market by imposing a levy system, by implementing a

national technical qualification system, and providing public

vocational training. Compulsory training and test systems in

Korea, however, did not encourage firms to undertake training

and upgrade training programs voluntarily . The m ost visible

evidence of this w as the lack of upgrade program s in enterprises.

Training programs for blue-collar w orkers thus far w ere

concentrated in the basic skill training of pre-employed trainees or

new entrants to the w orkforce, and they lacked established

channels for existing employees to improve their technical

knowledge and skills to enable them to attain higher-level

technical certificates.

The concentration of training programs in basic skills training

can be attributed to the training policy designed to channel

unemployed individuals into the indu strial sector during the

economic expansion of the 1970s. Even though training contributed

to the early increase in company based training, it did not meet

the training demands of private firms during the currently

changing environment in the Korean economy. State regulations

concerning the use of training funds and the qualifications of

trainers, training materials, and equipment have not provided

employers with the incentives and assistance they need to invest

in the fu rther education and training of their workers or to

pursue high productivity form s of work organization .

This compulsory in-plant training system, which w as designed to

concentrate on the basic training for new entrants to the labor

market at the embryonic stage of industrial developm ent,

- 22 -



contributed to the provision of necessary manpower thereby

sustaining the rapid economic growth of Korea. It w as pointed

ou t, how ever, that the system shou ld have been changed to

accommodate the new trends, especially during structu ral

adjustment and industrial restructuring.

Entering the 1990s, voluntary training by companies has

increased greatly . At the same time the number of youths

undertaking vocational training has decreased markedly, due to

sheer reduction per ratio in the young population and the

increasing number of youth entering universities. In designing the

Employment Insurance System (EIS) of Korea, one of the hottest

issues w as how to encourage the private sector to provide training

on a voluntary basis and to boost upgrade training and retraining

of in-service workers and job transfer training of the unemployed .

Some people contend that in order to promote voluntary training

in the private sector, the compulsory training system should be

abolished as soon as possible.

However, the Korean government decided that it is premature to

completely abolish the current compu lsory system which has

existed for almost tw o decades and for the time being it is

desirable to apply the system to companies with 1,000 or more

employees which still need a large number of trained workers. As

a result, enterprises with less than 1,000 employees w ere exempted

from the compulsory vocational training system from July, 1995,

consequently they fall into the Employment Insu rance System . The

implementation of training is under the discretion of the employer

and financial support for training is based on the training costs.

The vocational competency developm ent scheme under EIS is

not a compulsory bu t an incentive system to induce voluntary

training by providing financial support to employers and
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employees from the EIS fund . There are tw o main categories of

financial support available in the scheme. One is the support to

employers who implement the vocational competency development

programs, namely, support for in-plant training, other education

and training, and paid leave for education and training. The

other is support to employees under education and training,

namely, training incentives for the elderly and tuition loans. The

unemployed can be provided with various training activities they

wish to undertake regardless of their eligibility for unemployment

benefits. It is needless to say that re-employm ent in secure jobs

throu gh opportunities to acquire appropriate skills should be

preferred to the passive protection of unemploym ent benefits.

Should an employer establish training facilities and/ or purchase

equipment, he or she can apply for a loan or subsidy from the

Employment Insu rance Fund . With the intention of prom oting

training within small & medium sized firms, the program will

induce joint vocational training by groups and support their

financing in order to harness the initiatives and ingenuity of the

private sector to provide training programs catering to the diverse

and changing needs of firms. In providing the above services,

more emphasis is placed, by stipulation in the law, on sm all and

medium sized firm s.

In 2000 the numbers of firms and persons who were entitled to

the vocational competency development program s w as 693,414 and

6,747,263 respectively . Of the 6,747,263 persons, abou t 39 percent

w ere in the m anufacturing industry, 0.01 percent w ere in the

agricultural sector, and 61 percent were in the service sector . This

ratio indicates that the focus of vocational training will shift from

the m anufacturing industry to the service sector .

In the sam e year, 1,246,932 persons were afforded support from
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EIS funds: 1,220,334 persons (97.0 %) encompassing in-plant

upgrade training, 7,756 (1.0 %) taking paid leave for education

and training, 252 (0 %) financing taking college courses and 18,590

(1.0%) being given a tuition loans. The total amount provided for

financial support for the programs w as about 181 billion w on .

3. Enactment of the Act on Promoting Work ers' V ocational

Training

As discussed before, the Basic Vocational Training Act including

the compulsory training system, contributed to the training of

skilled manpow er, bu t it did not meet the changing demands for

industrial manpower . In addition, the law constrained enterprises

from providing upgrade training to their employees.

The government enacted the Act on Promoting Workers'

Vocational Training in 1997 to establish a system for vocational

competency development and to encourage enterprises to provide

further training for the employed on a voluntary basis. The act

has put into effect since Janu ary 1999. With the enforcement of

the act, the Basic Vocational Training Act was abolished .

According to the act, the Minister of Labor provides financial

support to employers who implement vocational competency

development program s. The Minister also supports employees who

make an effort to develop their vocational competency, i.e.,

undertaking vocational competency developm ent training programs,

w anting to acqu ire a certificate or undertaking programs

designated in the Education Law . Governmental agencies or local

autonomies may provide training for the unemployed .

The enactment of the law provides a momentum for another

take-off in vocational training. Under the act, restrictions on
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in-plant training practices w ere removed, while encouraging

voluntary training, demand-oriented training, and upgrading job

competency for the employed . The government has played a

supportive role as an assistant in encouraging vocational training.

The num ber of w orkers train ed h as increased since im plem entation

of the new train ing p olicy un d er th e EIS. In addition , m ost in -p lant

trainin g sch em es inclu de "advanced " courses, in stead of basic

trainin g as ten ded to be the case un der th e levy system (table 4).

Table 4. Proportion of people undertaking initial training and f urther
training, 1990-99>

Un it : %

Total
Initial training

Subtotal
Upgrade T

Subtotal
Public Private Public Private

1990 44,852 (100.0) 45.4 29.8 75.2 0.7 24.1 24.8

1991 78,552 (100.0) 32.6 32.1 64.7 0.4 34.9 35.3

1992 132,608 (100.0) 17.6 30.9 48.5 2.1 49.4 51.5

1993 127,314 (100.0) 18.6 29.0 47.6 2.0 50.4 52.4

1994 159,979 (100.0) 2.0 44.0 46.0 5.2 48.8 54.0

1995 175,767 (100.0) 11.5 21.5 33.0 5.8 61.2 67.0

1996 170,427 (100.0) 10.2 19.5 29.7 11.3 59.0 70.3

1997 199,981 (100.0) 7.8 14.2 22.0 16.6 61.4 78.0

1998 750,137 (100.0) 4.0 5.5 9.5 14.7 75.8 90.5

1999 913,7 18 (100.0) 4.0 1.0 5.0 9.0 86.0 95.0

Source: Ministry of Labor , T he current status of vocational training programs,
1991- 2000.

However, despite these encouraging resu lts, it w ou ld appear that

current training programs for the employed suffer from certain

deficiencies:
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Only a sm all proportion of the firms which pay contributions to

the fund actually provide training for their w orkers. To take the

example of in-plant training, which is the most common, during

2000 only 10.6 per cent of the insured firms provided in-plant

training (table 5). During the sam e period, only 18.1 per cent of all

insured w orkers received in-plant vocational training. The take-up

of the other programs of training for the employed is even low er .

Fu rthermore, large firms are the main beneficiaries of the training

programs for the employed . As shown in table 5, in 2000, the

participation rate of firms with less than 150 w orkers in in-plant

vocational training w as negligible, while it cam e close to 1640 per

cent in the case of firms with over 1000 w orkers. This high

participation rate is explained by the fact that firms may claim

support more than once over a given period of time. Only about 4

per cent of those employed in small firms received in-plant

training, compared with 62.5 per cent in the case of large firms.

Other programs of training for the employed are mainly used by

large firms.
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Table 5. Benef iciaries of in-plant vocational training programs, by f irm size,
2000>

Unit : %

Firm size (nu m b er of w ork ers)

Total Less th an 150 150 - 1000 1000+

Su bsid ized firm s 100 (73,411) 77.2 17.4 5.4

Firm s p ayin g
contribu tion s

100 (693,414) 94.0 0.8 0.1

Firm s' p articip ation rate 10.6 8.7 233.3 1239.6

Su bsid ized w orker s 100 (1,220,334) 13.6 25.9 60.5

In su red w orkers 100 (6,747,263) 61.2 19.9 17.5

Wokers' p articip ation
rate

18.1 4.0 23.5 62.3

Am ou nt of su bsidized 100 (180,749,711) 14.0 32.1 53.8

N ote : Con stru ction is d ealt w ith sep arately given th at sp ecial con tribu tion ru les,
n ot based on firm size, ap p ly to firm s in this sector, bu t n ot sh ow n in
the table . In the section of firm s p ayin g con tribu tion s, con stru ction
contribu ted 5.1 p er cen t . An d in the section of in su red w orkers,

con stru ction accou nted for 1. 4 p er cent .

It w ou ld therefore appear that training under the EIS has not

succeeded in increasing substantially training provided by small

enterprises. As large firm s would, in any event, tend to train

w orkers in the absence of specific policies, it seem s highly likely

that the training subsidies yield large 'w indfall' gains to large

firms. Although the provision of training is likely to increase with

economic recovery, the system' s effectiveness su ffers from the

excessive number of programs and the fact that training tends to

be concentrated in large enterprises. As in other OECD countries,

there is a risk that w orkers in sm all firms, once trained, are hired

by either another small firm or a bigger one. This risk may be

higher in Korea, given the unusu ally large gap in terms of w ages

and working conditions betw een large and small firms.
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4. A sch em e to promote training in Sm all and Mediu m size

Enterprises (SME)

In order to supply skilled labor to SMEs and upgrade the skills

level of employees of SMEs, the Ministry of Labor introduced a

pilot program which is called "the SMEs training consortium " in

June 2001. The program takes three forms depending on sector

and region : SME-employer association type, SMEs-large enterprise

and SMEs-public training institu tes.

The program has been implem ented in 6 model training

institu tes (implementing agencies) since June 2001. As of January,

2002, 597 SMEs participated in the program, with a total 33,335

persons. Most of participating firms are in the sectors of

shipbuilding and m echanics, which suffer from the shortages of

skilled labor .

The characteristics of SME training consortium include providing

training on the basis of demands of participating SMEs. The

implementing agency conducts surveys of employers of SMEs on

the employment needs and skills needs. Based on the survey

results, they develop training programs based on job analysis. As a

result, they provide diverse training programs, with flexible time

schedules so that those who wish to take training, do so anytime

and on any program . This demand-oriented approach encouraged

SMEs to participate in training programs.

Since the operation of the program, the participation of SME

w orkers in training has increased . Compared to the year 2000

when the program was not operating, the number of training

programs increased from 32 to 178 and the number of w orkers

participating in training increased from 921 to 5,393, during the

period betw een Ju ly 2001 and January 2002.
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The government plans to expand the pilot program to include

other sectors and regions upon evaluating the implem entation of

the program after one-year of operation .

V . Issu es and Concerns in V ET

1. Relevance of V ET

According to Robert Reich, the three jobs of the futu re include

routine production services (performing repetitive tasks); in-person

services (providing person-to person services); and symbolic

analytical services (problem-solving, problem-identifying and

strategic brokering activities). In Korea, the overarching need is to

develop critical-thinking skills, communication skills, computer

skills, quantitative reasoning and social interaction among students

so that they can become successful knowledge workers for the

future. These new skills are very different from those traditionally

taught at schools. Althou gh the qu ality of Korean education at the

primary and secondary levels has been praised around the w orld,

how w ell can Korean schools perform and how good will be the

quality of Korean education when measured against these new

skills requirements? Until now, the main purpose of secondary

education in Korea has been to prepare students to enter

prestigious colleges and universities. Even though a number of

reform s have been instigated in this area, the college entrance

examination system still tends to give priority to students who do

better in all fields on average, rather than to those who possess

creativity and problem-solving capabilities. The gap betw een what

currently exists and what is required for the future needs to be
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bridged for Korea' s successful transition to a knowledge-based

economy. There are distortions in the labor market in Korea with

respect to wage premium s for different types of education / degrees,

partly fueled by the traditional sense of educational elitism . In its

transformation to an advanced, knowledge-based economy, Korea

must analyze its education system not only from the supply side,

but also from the demand side as w ell.

2. Th e "Mism atch " betw een dem an d an d supp ly

There is an imbalance between the demand and supply of a

skilled w orkforce in both academic and industrial areas. Higher

education began to focus on humanity studies, which increased

from 8.4% in 1981 to 29% in 1997. On the other hand, science and

engineering stu dies dropped from 61.5% to 38.1% in the case of

vocational junior colleges. In the case of colleges, humanity studies

increased from 28.7% in 1981 to 40.6% in 1997 which exceeded the

ratio of science and engineering studies. In the case of quota and

academic subject control of colleges (including junior vocational

colleges) the government policy rationality and market failure

occurred concurrently, despite the educational level of students,

inevitably underemployment has taken place. In spite of structural

unemployment, a labor shortage deepens in some industrial sectors.

3. Lab or market information system

Labor market data are not comprehensive enough to identify

skills dem and . Another w eakness is that there is a limitation of

linkages in labor market information . For example, data on

employment insurance, occupation and qualification are not
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integrated . Furthermore labor market data are not well u tilized in

planning education and vocational education .

The education market and the labor market are separated . Even

within the education market, education market information (EMI) is

not accumulated . In Korea, the MOE does not have the capacity to

make policy decision independently . In general, education policy is

formulated because of special external shock, rather than by input

based on accumulated information .

4. Linkage b etw een School an d Industry

The original function of VET is to provide people with

opportunities to learn the skills and knowledge requ ired in the

labor m arket, skills and knowledge often not provided by the

general education system . For this reason, the nature of linkages

betw een VET institutions and industries is critical in determining

the outcome of vocational education and training. The nature of

the linkages is affected by various institu tional factors (historical

background and funding sources). Currently, linkages betw een

school and indu stry are very loose in Korea.

Few formal linkages between school and industry and enterprises

are found . At the national level, no board (or council) exists for

overseeing the development, implementation and evaluation of

national training policy. At the provincial level, there are no

industry advisory committees to discuss training needs in the

provinces. At the VTE school level, no employer advisory

committees exist . Some schools have informal meetings with

employers to exchange ideas and information on training. There is

no formal course advisory committee to advise school on how to

develop and implement curriculum .

- 32 -



Also, the government shou ld encourage industry to support

partnership in active w ays. The initiatives of industries and

enterprises can strengthen the linkage and should be encouraged .

5. Rigidity of V ET system

There is limited continuing education and retraining opportunities

for adults. On the other hand, the criteria for selection and the

curricu la of polytechnic colleges and vocational junior colleges are

mainly focused on regular students and it restricts opportunities

for industrial w orkers to attend colleges and universities.

Especially, due to the low rate of adu lt w orkers' participation in

education, which is compounded by the age-restriction to enter

higher education institu tions, the participation rate of adu lts in

regu lar higher educational institu tions is low . It is only 20.1%

among college students aged over 25, which is significantly low er

than the USA' s 45.9%.

6. Lifelong learning

In advanced countries, a proliferation of institu tions and

mechanisms focus on lifelong learning at w ork and at home. New

forms of learning are becoming available, such as the Internet,

increased use of TV, distance learning, virtu al universities, and

others. These trends can only intensify in the knowledge based

economy.

The lifelong education system is not w ell developed in Korea.

Information and Communication technologies (ICTs) are not fully

exploited in areas such as distance learning and virtual

universities, and Korea lags its OECD peers in the provision of
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learning opportunities for adults. While the training opportunities

provided by the private sector are limited in comparison to other

advanced countries, those that are available could lead to a risk of

social polarization, as those who are better qualified may have the

most opportunities for fu rther training. However, there will be no

incentive and motivation for lifelong learning if the improved or

newly learned skills are not appreciated in the w orkplace. Such

recognition and reward are important because in Korean culture,

rewards are often based on seniority rather than on increased

productivity derived from improvements in w orkers' skills.

Since educational needs and motivations change over a lifetime,

the knowledge based economy needs to cater to the growing

diversity of learning needs, both form al and informal. This is

important for developing an informed citizenship, strengthening the

foundations of democracy and developing a consensus for the

knowledge based economy. Thus, the issue of access to knowledge

and information for all, and especially for the poor, needs to be

stressed .

The Korean Government has recognized the importance of this

issue and has begun to expand a high-speed Internet netw ork,

offer free public access to computers, provide training in

inform ation delivery and promote English proficiency. With regard

to the digital divide existing among the children of poor families,

the government has set up a special program to teach Internet and

basic PC skills to nearly half a million students from poor families.

It w ill also give free PCs and five years of free Internet access to

some 50,000 children from lower income families.

These measu res are important, bu t not sufficient . For example,

teaching children how to u se the Internet is only the first step .

The Korean Government should adopt some of the more efficient
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solutions that have been adopted by many countries, both

developed and developing ones.

REFEREN CE

KOILAF (1999) Labour relations in Korea, KOILAF, Seoul

Korea Educational Development Institu te (KEDI) (1999)
Educational Indicators in Korea, KEDI, Seoul.

Lee, Young-Hyun (2000) Technical and Vocational Education and
Training in Korea, KRIVET, Seoul

Ministry of Education (MOE) and the Korea Educational
Development Institu te (KEDI), Republic of Korea (2001) Statistical
yearbook of education, MOE and KEDI, Seou l (in Korean).

Ministry of Labour (2001) Yearbook of Labour Statistics, MOL,
Seoul (in Korean).

National Statistical Office (1997, 19981, 1991, 1998, 1999, 2000,
2001), Popu lation Projections for Population estimates; Annu al
report on the Economically active population survey, various issues

National Statistical Office, Annual Report on the Economically
Active Population Survey, 1998-2001; and Monthly Report on the
Economically Active Population Survey, January 2002.

National Statistical Office, Population & housing census, 1981,
1986, 1991, 1996, 2000, 2001

National Statistical Office (1996-2001) Economically active
popu lation report, 1996-2001, NSO, Seoul, (in Korean).

- 35 -



National Statistical Office (1996) Report on the social statistics
survey, NSO, Seou l, (in Korean).

Organization of Economic Cooperation and Development (2000)
Pushing ahead with reform in Korea. OECD, Paris

The Presidential Commission on Education Reform (1997)
Education reform for the 21st century, PCER, Seoul.

- 36 -



Human Resources D ev elopm ent Strategies f or Korea

Yong-sik Yoon

MOEHRD

I. Backgroun d of the Hu man Resources
D ev elopm ent Policies at th e N ational Lev el

1. The Crisis an d Ch allenge of the Korean Economy

From the early 1960s to the late 1980s, the Korean economy

grew on average by 8% every year . How ever, Korea was not so

successful in its response to the globalization of economies and the

result w as the foreign currency crisis (which lead top the IMF loan

crisis) in late 1997. Before the economic crisis, the m assive inputs

of labor and capital brought rapid growth to the Korean economy.

How ever, it became clear that this conventional strategy w as no

longer w orking for the knowledge-based economy. Such a

realization has led to the determination that in order to secure

new momentum for further growth, there should be more

emphasis on human resources equipped with creative knowledge

rather than increasing labor and capital input .
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2. Changes in the Labor Market and Growing Demand for Lifelong

Learning

Since the foreign currency crisis in 1997 which caused m assive

layoffs, public faith in lifetime occupations becam e faded . Instead,

the importance of lifetime employment or future employability has

emerged in Korean society . In particular, job creation and

destruction has become frequent in knowledge based industries. As

a result, an increasing number of workers are moving across

occupations and indu stries as w ell as within occupations.

Moreover, coupled with the slowdown in population growth rate,

the demand for re-educating and training of adults, including

w omen, is growing rapidly . On the other hand, flexibility in the

labor market, along with the change of knowledge and skills

required in the w orkplace, have raised the need for a national

initiative to establish a new human resources development system .

Therefore, the HRD system puts too much emphasis on lifelong

learning and voluntary competency building by the individual

w orker .

3. Re-definition of the Government Role to Meet N ew

D em ands

In the course of overcoming the foreign currency crisis, the

Korean government tried hard to restore the market system by

deregulation and decentralization . By now it seems that the Korean

government should be aw are of the possibility of “market failur

e.” It shou ld be pointed out that the HRD is more of a

governmental responsibility than of the market system . In this

regard, the role of government is being re-defined to meet the new
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demands. Particularly, the Korean government finds its role in the

provision of infrastructure for the HRD.

Ⅱ . Hu m an Resources D ev elopm ent Policy at th e
N ational Lev el

The Korean government has set an ambitious goal to become one

of the world’s top ten nations in terms of HRD and knowledge

by 2005. In order to achieve this goal, four major policy areas

have been identified : developing key w ork competencies for all

Koreans, making knowledge and human resources the new driving

force for further growth, upgrading the level of utilization and

management of human resources, and building the infrastructure

for human resources development .

Under the four policy areas, 16 relevant tasks are outlined as

follow s:
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Policy vision and goals

Comp etent Citiz ens an d Tru stw orthy Society
To jo in th e rank s of th e top ten m ost comp etitiv e nations in hu m an

resources

Policy areas and tasks

Developing the key
work competencies

for all Koreans

Making knowlege and
human resources the

driving force for
further growth

Upgrading the level
of utilization and
management of

human resources

Building the
infrastructures for
human resources

development

·Guaranteeing basic
education for all
citizens

·Fostering a youth
culture that is
forward-looking and
creative

·Invigorating
lifelong learning

·Supporting ability
development of the
socially marginalized
groups

·Forming social trust
and a democratic
citizenship

·Developing talented
human resources

·Developing workers
for nation’s
strategic areas

·Strengthening
cooperation among
businesses, universities,
and research
institutions

·Developing human
resources for service
industries

·Training
professionals for arts
and cultural areas

·Promoting
professionalism of
human resources in
the public sector

·Improving utilization
of human resources
in the private sector

·Expanding
participation of
human resources of
women

·Constructing the
information
infrastructure for
human resources

·Improving the
system of
knowledge
distribution

·Strengthening
effectiveness of the
human resources
policy
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1. D eveloping the Key Work Comp etencies for All Koreans

We cannot expect a country to be competitive without

developing the key work competencies of its people. The most

urgent task is to raise the knowledge and skill levels of each

individual by innovating the education system . In doing so, an

equally important task is to secure social assets by bu ilding social

tru st and developing citizenship . Four proposals are addressing this

purpose.

1-1. Primary and secondary education is the critical stage to

develop the basic knowledge and attitudes that will be required

for participating in social activities. Most of all, every child shou ld

be guaranteed to reach the basic academic achievem ent level as

w ell as the standards of dem ocratic social behavior . Also, Korean

schools should be given more au tonomy to develop creative minds

as well as to cultivate sound youth cultu re. The Korean

government plans to renovate educational administration so as to

make individual schools more autonom ous, while introducing an

institutional framew ork that facilitates stronger ties betw een schools

and local communities.

1-2. Lifelong vocational education and training should be

available to all Koreans to develop the capabilities that will

enable them to respond to the changes in labor market . In this

regard, schools should provide students with courses which help

them learn about various occupations and develop the ability to

pursue their own lifelong education after graduation . Specifically,

the curriculum of vocational high schools needs to respond to the

demands of bu sinesses and industries. Also, universities are
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encouraged to introduce more vocational training programs as well

as lifelong learning for adults. With the proliferation of online

education and training, m ore opportunities for continuou s

education should be offered to adults. The governm ent is supposed

to reinforce the “Educational Credit Bank System”, the program

that authorizes the giving of academic credits for learning

experiences gained outside schools. Cities and provinces should be

encouraged to develop into “lifelong learning cities” aiming at

strengthening the role of local governments in enhancing the

lifelong learning of their residents.

Cre dit Bank Sy stem
( http :/ / edubank.kedi.re.kr )

Introdu ced on Janu ary 13, 1997, the Credit Bank System (CBS) p urp orts to
p rom ote lifelon g learnin g in Korea . Diverse learnin g experiences th at are
gained n ot only in form al sch ools bu t also outside them are recognized an d
dep osited as academic credit by the au th orization of the Credit Bank . When
the learner accu mu lates the necessary CBS-ap proved credits, he/ she can be
aw arded an ap p rop riate college level academ ic degree.

1-3. It is another challenge for social stability building to develop

the disadvantaged . The government should offer more educational

and training opportunities to the disadvantaged ; low-income

families, handicapped people, and unemployed youth . The newly

proposed “productive welfare policy” puts much emphasis on

providing vocational training that enables disadvantaged people to

become self-reliant . At the same time, in order to prepare for an

aged society, measures should be taken to support employment,

lifelong learning and voluntary activities of the elderly .
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1-4. For our children to grow up with a community-oriented

mentality and self-imposed sense of responsibility, active

participation in social activities will be encouraged in elementary

and secondary education . Teachers and parents should emphasize

self-control and responsibility, fair competition and cooperation,

and social tru st . Also, in line with the trend of globalization,

schools should stimulate students’ understanding of the global

society through international education and various exchange

programs, particularly, through the Internet .

2. Making Know ledge an d Hum an Resources the D riving Force

for Furth er Grow th

N ew sources for further growth of Korea should be found in

knowledge creation and high qu ality human resources. Gifted

children should be identified as early as possible to be given

appropriate education . Both public and private investm ents should

be increased to supply the R&D and production manpow er for the

six strategic technological areas. And the roles and functions of

universities should be upgraded to establish a system for

continuous knowledge innovation .

2-1. The government is reinforcing education for the gifted .

Various educational programs, for instance, schools for gifted

children and education centers for the gifted are now operated by

national agencies, local governments, universities and

government-funded research institu tes. The government’s efforts to

build a supportive system for gifted children, for instance, securing

the best teachers, reducing the size of classes, improving the

learning environm ent, developing teaching methods, learning
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materials and so forth, should be continued .

Th e Education Act for th e G ifte d

"The Edu cation Act for the Gifted " w as en acted on Janu ary 28, 2000, in
Korea, settin g the legal fou n d ation to identify gifted children as early as
p ossible an d p rovide edu cation tailored to develop their p otential. The
edu cation al p rogram s for the gifted cu rrently offered are as follow s:

Classes for th e g ifted: n on-p erm anent p rogram s operatin g in 151 sch ools,
an d comm u nity classes for the gifted op erated by 63 Offices of Edu cation

Special-purpose school s: science high school (16 schools, 2,700 stu dents),
foreign langu age high school (18 schools, 21,330 students), arts high school (12
schools, 9,300 stu dents), physical education high school (12 schools, 9,300
stu dents)

Education centers for th e gifted: edu cation centers for the gifted established
at universities (15 centers, 2,300 elementary, m id dle an d high sch ool
stu dents enrolled, centers design ated by the Ministry of Science an d
Techn ology)

2-2. The Korean governm ent has designated six high value-added

technologies (i.e. IT, BT, NT, ET, ST, CT) as strategic priorities for

further growth . The governm ent will establish an infrastructure that

supports the supply of high quality human resources and

concentrate the administrative and financial resources in these

areas. Particularly, through the three-way cooperative arrangements

among industry, universities, and R&D institutes, the core

manpower for the strategic areas will be efficiently developed . At

the same time basic sciences shou ld be promoted by attracting

highly talented minds with strong support from the government .

In some areas with difficu lty in developing high quality human

resources domestically, joint projects with other countries will be

encouraged, including establishm ent of overseas research centers.
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2-3. Universities should be made the center of the tri-party

cooperative arrangements among industries, academic communities,

and research institu tions. The Korean government is planning to

build large scale technological parks centering on universities, at

least one in each of the m ajor cities and provinces. In this regard,

universities are encouraged to renovate their management rules

and practices to allow the introduction of an independent

organization for the three-w ay cooperation with industry and R&D

institutes. Such an institutional arrangement will facilitate the

establishment of for-profit organizations and incubators for new

businesses on the campuses. In addition, research-oriented

universities will be designated to carry ou t specialized HRD

programs in key field s. Also, concentrated investment will be made

to vitalize the knowledge innovation fram ework . Under the vision

to globalize university education, prestigiou s foreign universities or

graduate schools and program s will be imported to Korea.

2-4. The liberalization of trade in services by the Doha

Development Agenda declared at the 4th WTO Ministerial meeting

poses a serious problem to the Korean economy in secu ring

competitive edge in the service sector . Particu larly, training and

the qualification system of professional services, such as law,

finances, and business counselling should be reformed to meet the

challenge. On the other hand, in an effort to make vocational

training for service industries m ore competitive, the government

plans to introduce a new qu alification system for educational and

training institu tions that will facilitate the transition from school to

w ork and from work to school.
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3. Upgrading the Level of Utilization and Management of Human Resources

A knowledge based society needs a strategy to allocate human

resources in the right place in order to maximize the utility effect .

A reform ative framework for hum an resources management should

be established both in the public and in private sectors. Also,

without developing and maximizing the use of human resources of

w omen, Korea cannot join the ranks of countries that are strong in

hum an resources. Transforming the social environment and creating

institu tional arrangements will help Korean women w ork to their

fullest abilities.

3-1. It is important to secure competent manpow er in the public

sector to lead variou s policies of a knowledge-based society . The

current recruitment system shou ld be reformed in order to verify

the qualifications of public officials for a knowledge based

government . The reform emphasizes creativity, learning skills and

the ability to respond to change as w ell as expertise for the

specific job . The practice of public sector employment should be

made more flexible by increasing the number of contract based

government posts. Particularly, in order to increase the ratio of

female employees in the public sector, the introduction of a quota

system for government positions will be considered . The skill level

of public employees should be improved through performance

oriented personnel managem ent programs and practices. Sabbatical

leaves will offer fu rther learning opportunities to government

officials. Also, officials shou ld be allow ed to experience business in

the private sector through personnel exchange programs. Such

exchanges are expected to work as a catalyst stimu lating the

sharing of expert knowledge between the public and private sectors.
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3-2. The Korean economy expects to pursue new labor

management relations, in which vocational education and training

for workers are among the key agenda items in collective

bargaining. Three-way cooperation among labor, management and

the government to support career development for w orkers should

be further emphasized . In order to encourage workers to take the

lead in developing their w ork capabilities, m ore technical colleges

and in-company colleges should be established . For those working

in small and medium businesses that are incapable of providing

their own development program s, the government plans to

encourage joint training programs betw een large and small firms as

w ell as among small and medium enterprises themselves.

3-3. The Korean governm ent will take an evermore aggressive

stance tow ard building a foundation for the development and

utilization of female resources. First, paid leaves and training

programs will be encouraged to enable more female workers,

inclu ding those in part-tim e and temporary positions, to receive

education and training. Variou s programs will be developed to

help female population to have w ork opportunities. Secondly,

education will be offered to full-time homemakers seeking

employment in order to assist them to develop their skills. Thirdly,

for highly talented females, the government will provide support

to help them advance into promising occupations in em erging

industries and knowledge-intensive field s.

4. Bu ilding th e Infrastructures for Hum an Resources

D evelop ment

In order to develop, utilize, evaluate, and manage human
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resources at the national level, a nationwide information

infrastructu re must be established . Also, an effective system to

manage the production and circulation of knowledge shou ld be

arranged as a part of the infrastructure for HRD.

4-1. In order to relate the labor market to education and

training, an incentive system should be introduced, for instance,

the Learning Account for Individuals that will m ake it possible to

manage and evaluate the learning experiences at schools and

w orkplaces throughout ones' lifetime. The information system

should be improved in order to reflect the needs of industry to

schools as w ell as the supply and dem and of the labor m arket . It

w ill accumulate information on learning, career development, and

employment individually offered by various institu tions. The

government should set up a comprehensive statistics system at the

national level for HRD information, which will also enhance the

policy making capabilities.

4-2. The utilization and diffusion of knowledge is vital to HRD

and the protection of intellectual property is a prerequisite for it .

The protection of intellectual property, particularly, the patent

rights of R&D outcomes, shou ld be fortified to the level of

advanced countries. While intellectual property shou ld be protected,

it should be also widely circulated to benefit as many as possible.

A copyright tru st system on behalf of the individu al copyright

holders will increase the use of the copyrights as well as the

protection of the rights. Creation of new knowledge requires a

sharing of existing knowledge. A knowledge network system

should be established among government, universities, and R&D

institutes that will facilitate joint research by combining and
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sharing knowledge. Researchers, government officials, and business

leaders will benefit greatly from this network of knowledge

sharing.

Ⅲ . Organizational Sch em e f or Su ccessfu l
Im plem entation of Hu man Resources
D ev elopm ent Policies

So far, policies related to the developm ent and utilization of

hum an resources, such as education, training, research and

development, employment and social welfare have been

implemented separately by different ministries without a

comprehensive framew ork to integrate and coordinate them .

Therefore, it w as unlikely to expect cooperation between ministries.

Recently, the central government organization was reshuffled and

the Ministry of Education and Human Resources Development

(MOEHRD) w as launched to oversee and coordinate various

policies related to human resources. In December 2001, the

MOEHRD announced the National Human Resources Development

Strategies for Korea as a mid and long-term strategic plan for

HRD at the national sphere.

1. Launching the Ministry of Education and Human Resources

Development

1-1. In February 2001, Ministry of Education w as transformed

into the Ministry of Education and Human Resources Development

with the upgraded rank of its head to deputy prime minister . The

MOEHRD is empow ered to oversee and coordinate all major
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policies related to the development and utilization of human

resources, such as vocational training, research and development,

unemployment plans, and social integration . On the other hand,

the Presidential Commission on Education and Hum an Resources

Policy w as established to set mid and long-term policy visions on

development and utilization of human resources. It submits

evaluative reports regu larly to the President on the statu s of

policies implem ented by various government agencies.

2. Developing "the National Human Resources Development Strategies for

Korea"

2-1. The N ational Human Resources Development Strategies for

Korea which sets policy objectives and implementation strategies

regarding the development and utilization of human resources, will

be revised every five years by law . For each of the policy tasks

identified in the strategies, respective implementation plans are

being prepared by the responsible ministry forming policy

netw orks of relevant ministries, local governments, businesses and

civic groups.

2-2. "The Human Resources Development Act" will be enacted

to support HRD policies by legally empow ering the Deputy Prime

Minister to oversee and coordinate the related ministries. The Act

inclu des periodic revision of the N ational Human Resources

Development Strategies for Korea, formation and operation of the

Ministerial Commission for Human Resources Development,

evaluation of policy outcomes based on analysis of investment in

hum an resources developm ent, and overall managem ent of HRD

inform ation .
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3. N etw orking the Related Organizations for Human Resources

D evelopment Policies

A policy network among the government, government funded

research institu tes and private research centers for the exchange of

knowledge and policy collaboration is in place. Organizations can

effectively conduct joint studies to develop and implement a policy

agenda, thus, creating a synergy effect .

In particu lar, the government will create a knowledge

foundation, so that policies concerning hum an resources can be

developed and implemented scientifically and effectively.
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Th e Ministerial Comm iss ion for Hu m an Resources D evelop ment

Since March 2000, the Minister of Education has presided over the
Ministerial Comm ission for the Hum an Resources Developm ent,
w hich w as p roposed by the President. The comm ission is com posed
of 11 ministers and 2 presidential Secretariats related to HRD p olicy.

Networking Between Organizations on Human Resources
Policies

Korean Educational Development Institu te (KEDI)

http :/ / www .kedi.re.kr

Korea Research Institute for Vocational Education and Training

(KRIVET)

http :/ / www .krivet .re.kr

Korea Institute of Curricu lum & Evaluation (KICE)

http :/ / www .kice.re.kr

Korea Development Institu te (KDI)

http :/ / www .kdi.re.kr

Korea Labor Institu te (KLI)

http :/ / www .kli.re.kr

Human Resources Development Service of Korea

http :/ / www .hrdkorea.or .kr

Korea Employment Prom otion Agency for the Disabled

http :/ / www .kepad .or .kr
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V ocational Training Sy stem in Korea

Chul-Gyun Jung

M inistry of Labour

Ⅰ . History of V ocational Training

Since the enactm ent of the『Vocational Training Act』in 1967,

vocational training has played a pivotal role in the economic

development of Korea by supplying skilled human resources in the

process of industrialization .

With the enactm ent of the『Basic Law on vocational training』in

1976, a framework of compulsory vocational training system was

established .

The law stipulated that employers conduct in-plant training for

their employees every year and, if not, pay a certain am ount of

money as a training levy.

Since the introduction of the『Employm ent Insurance System』

in July 1995, vocational training has become a part of Vocational

Competence Development Program based on the employment

insurance.

The point of vocational training has shifted to the

development of employees' life-long vocational competence rather

than training craftsman since then .
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With the implementation of『The Vocational Training Promotion

Act for Employees』in January 1999, the previous obligatory

system of vocational training w as abolished and flexibility in

vocational training has increased considerably .

Participation from private sectors has increased and previous

training centered on manufacturing industry has expanded to various

fields such as office management and tertiary industries.
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Ⅱ . V ocational Training Sy stem

1. Organizational structure of vocational training

< Ministry of Lab our >

Expert s
committee on

vocational
competence
developm ent

Competence
Development

Officer

In st itute for
vocational

competence
developm ent

T raining
Policy Division

Hum an
Resources

Development
Division

Qualification
Promotion
Division

※ Region al office : labou r office(46), emp loymen t secu rity center (168)

< Pub lic and Private Sectors >

HRD Korea
Korea Chamber
of Comm erce &

Industry

Privat e
T raining

Institutions

Polytechnic
Colleges

(23)

Korea
University of
T echnology

and
Education
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2. Public V ocational Training

□ HRD Korea

Established in 1982, it is responsible for comprehensive

management of public vocational training.

Main functions lie in technical vocational training,

employment promotion, R&D on vocational training and

conducting national qualification test, etc.

There are 21 vocational training institu tes and 22 regional

offices as w ell as polytechnic colleges and Korea University of

Technology and Education under the HRD Korea.

□ Poly technic College

Established in 1997, it aims at training multi-skilled

technicians. Under the headquarters of Polytechnic Colleges, there

are 23 regional polytechnic colleges. Graduates are awarded

industrial associate degree upon completion of 2-year-course.

As m any as 45 courses such as multi-m edia, mechatronics,

inform ation and telecommunication etc. are available.

□ Korea University of Technology an d Education

Established in 1992, it aim s at training vocational training

teachers w ell versed in both theories and practical skills . It also
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provides upgrade and refresher training for the incumbent

instructors and other authorities concerned in vocational

competence development .

□ V ocational training institutes run by Korea Chamber of

Com merce an d Industry

KCCI runs 8 training institu tes carrying out

government-commissioned training as w ell as training for the

unemployed

3. Categories and Standards of Training

<1> Categories

□ Classif ication according to training contents

Basic training(one month or longer)

To assist newcomers to the labour market or job seekers

acquiring basic knowledge, skills and techniques for a job .

Upgrade training(20 hours or longer)

To improve and upgrade vocational competence of

in-service w orkers.

Job conversion training (2 weeks or longer)

To support workers who plan to change jobs.

□ Classif ication according to training methods

In-plant training, on-the-job training, tele-vocational training.
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<2> Training Stan dards

Subdivided into『standard training』and『non-standard

training』according to whether the training complies with training

criteria such as facilities, equipments, and teachers, etc.

Vocational training institu tes providing standard training

receive preferential treatment in terms of training subsidies and

designation of training facilities.

<3> Training Instructors

Standard training is conducted by training instructors with a

certificate of training instructor . Training instructors are primarily

educated at Korea University of Technology and Education(KUTE).

Those who completed the course of teaching profession at the

KUTE are able to apply for a training certificate to the Ministry of

Labour .

Training instructors are classified into 3 grades according

to the level of qualifications.
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< Classif ication of Training Instructors >

Qu alification Criteria

1st

gr ade

·2nd gr ade tr aining instructor + m ore than 3year s '

job experiences in education and tr aining

2nd

gr ade

·3rd gr ade tr aining instructor + more than 3y ear s '

job expeniences in education and tr aining

·professional engineer or m aster cr aft sm an +

vocation al tr aining design ated by the Ministry of

Labor

·Full- time lecturer at over junior college level +

more than 2y ear s ' job experiences in education and

tr aining

3rd

gr ade

·Univer sity diplom a in vocational tr aining areas + a

certificate of indu strial technician

·Univer sity diplom a + 3y ear s ' job experiences in

educatin and tr aining

·More than 7year s ' job experiences in education and

tr aining in occupation areas design ated by the

Ministry of Labor
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Ⅲ . Program Contents

1. V ocational Comp etence D evelopm ent Program of

Emp loy ment Insurance

<1> Application Status (2001)

Unit : (%)

By s ize Subtota l
Less tha n
5 worke rs

5∼49 50∼99
100∼
499

500∼
999

Ove r1,000

# of
firms

806,962 552,928 225,375 14,616 12,101 1,161 781

# of
worke rs

6,908,888
(100)

1,107,993
(16.0)

2,290,590
(33.1)

615,034
(8.9)

1,346,776
(19.5)

424,456
(6.2)

1,124,039
(16.3)

< Tren ds of App lication Expansion >

95. 7. 1 98. 1. 1 98. 3. 1 98. 7. 1 98. 10. 1

unemployment
be nefits

more tha n
30 worke rs

more tha n
10 worke rs

more tha n
5 worke rs

more tha n
5 worke rs

more tha n
1 worke r

employme nt
security

job compete nce
deve lopme nt

more tha n
70 worke rs

more tha n
50 worke rs

more tha n
50 worke rs

more tha n
5 worke rs

more tha n
1 worke r
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<2> Structure of Vocational Competence D evelopment Program

Grant for Employ ee T raining

Sub sidies for
T raining Cost s

Grant for T rainin g New
Entrant s to the Labour Market

A ssistance to
Employ er s

Grant for T rainin g Leav e
of Ab sen ces

Grant for T raining at Foreign
T rainin g In st itut ion s

Loan for
T raining
F acilit ies

Vocational T raining Subsidy
for In sured Employ ees

A ssistance to
Employ ees

Loan for T uit ion

Aid for Retraining
Displaced W ork er s

Assistance for
T rainin g the
Un employ ed

Aid for Youth T raining
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<3> Support for Employers

□ Support for Vocational Competence Development Program

Programs are offered by employers directly or professional

training agencies. In this case, all training courses should be

authorized or designated by regional labour officer beforehand .

Employers are able to conduct vocational training classified

into basic training, upgrade training, and job conversion training

according to the program contents. Employers can also conduct

vocational training subdivided into in-plant training, on-the-job

training and tele training according to training methods.

□ Grant for training leave of ab sences

If employers provide their employees with training on paid

leave more than 30 days, the training costs and 100% to 120% of

the minimum wages are subsidized for the employees.

□ Loans for training facilities and equip ments

Employers or employers organizations are provided loans for

training facilities and equipment installation expenses up to

90%(within the limit of 4 billion Won)
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<4> Supp ort for emp loy ees

□ Training subsidies

To support vocational competence development of w orkers

who are to quit jobs involuntarily or are over 50 years old,

subsidy is provided to cover 100% of their training expenses.

Maximum subsidy amount is 1 million won per person.

□ Stu dent loans

Employees who entered or are currently attending junior

college or university are provided student loans to cover their

tuition at an annual interest rate of 1%.

□ Re-employ m ent training for the u nemploy ed

Workers, who were dismissed from companies covered by the

Employment Insurance, are provided training expenses and

allow ances when they receive training for reemploym ent .
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<Perform ances of Vocational Comp etence D evelop ment

Program (2001) >

Unit : million w on, (%)

Catego ry Tota l

Suppo rt for Owne rs Support fo r the Ins ured

Vocationa l
competence

Deve lopme nt
Tra ining

Pa id
Leave of
Abse nce
Tra ining

Tuition
Gra nt

Worke rs '
School

Expe nses-
Loa ns

Re- e mployme nt
tra ining fo r the

une mployed

# of firms
pa rticipa ted 94,409 80,860 27 1 - 13,278 -

# of wo rke rs 1,728,82
1 1,555,402 8,611 40,045 2 1,658 103,105

Amount pa id 379,646
(100)

170,4 13
(44.9)

10,145
(2.7)

3,543
(0.9)

43,036
(11.3)

152,509
(40.2)

< Particp ation Rates by Firm Size (2001) >

Tota l Less tha n 5
worke rs 5∼49 50∼299 300∼999 mo re tha n

1000 worke rs

Ins ured
worke rs 6,908,888 1,107,993 2,290,590 1,610,7 10 775,556 1,124,039

worke rs
pa rticipa te d
in Tra ining

1,564,0 13 2 1,876 84,820 276,404 2 17,875 963,038

Rate of
pa rticipa tion

(%)
22.6 2.0 3.7 17.2 28.1 85.7
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2. Oth er training supp ort for u nemploy ed w ork ers

If unemployed w orkers, who are not covered by

employment insurance, intend to find a job or start up their own

business, financial support is available for the training financed by

『general accounts』of the governm ent .

Trainees are supported with training expenses and

allowances(commutation allowances, meals expenses, family

allow ances etc).

3. Performances of V ocational Training(total)

(Unit : 1,000 persons, 100 m illion w on)

Ite m
2000 2001

Numbe r of
tra inees Budget Numbe r of

tra inee s Budget

To ta l 1,5 16 7 ,62 9 1,87 1 7 , 186

□ Tra ining fo r the une mployed 2 16 3,384 189 2,739

Tra ining fo r ree mployme nt 189 2,845 158 2,053
Tra ining fo r huma n
resources deve lopme nt

27 539 3 1 686

□ Upgrade Tra ining for wo rke rs 1,239 1,75 1 1,6 17 2,170

Tra ining fo r incumbe nt
worke rs

1,220 1,405 1,555 1,704

Tra ining s ubs idies a nd
stude nt loa ns

19 346 62 466

□ Tra ining for skilled manpowe r 6 1 2,494 65 2,277

Tra ining fo r multi- s killed
technicia ns

59 2,294 63 2,082

Training for vocational tra ini
ng instructors

2 200 2 17 1
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Ⅳ . N ational Qualif ication Testing Sy stem

1. History of Qualif ication Testing Sy stem

As economic development set out in earnest in the early

1960s, the qualification system in Korea entered into its initial

stage in line with creation of various qualifications based on

individual laws.

With the enactment of the National Technical Qualification Act in

1973, criteria and titles of technical qualifications w ere stand ard ized to

lay tru stw orthy groun d s for n ational qu alification system .

With the enactment of the Basic Law on Qualification in

1997, the qu alification system w as categorized into national

qualifications and private ones, and managing subjects of the

qualification system becam e varied .
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2. Qualif ication System

<1> N ational Qu alif ications : 590 trades

〈Technology . Skills Area〉 〈Business Service Area〉

Profe ss iona l
Engine e r

(97 tra de s)
Ma s te r Crafts ma n

(33 tra des)

↑ ↑

Engine e r
(100 tra des) ← Indus tria l Te chnic ia n

(132 tra de s)
profes s iona l

bus ine s s se rvice
(6 tra de s)

↑

Crafts ma n
(204 tra de s)

Bas ic bus ine ss
se rvice

(18 trade s)

<2> Private Qualif ications

The introduction of the Basic Law on Qualification in 1997

activated private qualifications. There are various certificates in 248

trades such as credit analyst, stock market analyst, etc.
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Ⅴ . Financing V ocational Training

1. Sources of Fu nds

<1> Emp loy ment Insurance

□ Composition of Prem ium

The Employment Insu rance System is composed of

unemployment benefits, vocational competence development

program and employment secu rity program . When it comes to

financing, the subjects of financing vary according to the contents

of the program .

As for unemployment benefits, insurance premium is

financed by both employers and employees at 50% respectively,

while vocational competence development & employment security

programs are financed by employers only .

□ Prem ium Rate

(percentage of total w age)

Class ification Employees Employe rs

Unemployme nt Be nefits 0.5 0.5

Employme nt Security
Progra m

0.3

Vocationa l Compete nce
Deve lopme nt Progra m

0.1∼0.7
(depe nding on the s ize of firms)
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<2> General Accounts

For the unemployed not covered by the Employment

Insurance System, the government provides financial support with

funds of general accounts.

2. Bu dget(for th e year 2002)
(Unit : 1,000 persons, 100 m illion w on)

Class ifica tion
Numbe r of

be nefic ia ries

Budget

Tota l Funds Ge ne ra l Accounts

To ta l 1,7 5 1 8 ,44 5 6 ,2 93 2 , 152

Tra ining for the

une mployed
150 3 , 174 2,5 18 656

Upgrade tra ining

fo r wo rke rs
1,537 2 ,7 11 2,7 11 -

Tra ining for s killed

ma npowe r
64 2 ,560 1,064 1,496
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Ⅵ . Future D irections f or V ocational Training

1. Recent Ch anges in the Lab our Market

During the financial crisis , the unemployment rate reached its

peak in February 1999, at 8.6% or 1.78 million unemployed people.

T he labour market situation has currently become stable in terms

of unemployment level, approaching the pre- crisis unem ploym ent

r at e of abou t 3 per cen t (A s of M ay , 2002→ unemployment

rate 2.9%, unemployed people 0.66 million)

In the wake of the financial crisis, on the one hand and with the

development of the knowledge- based economy, on the other, the

Korean labour market has undergone drastic changes .

Globalization and technological development create new

opportunities for economic development while, at the same

time, they bring about an increasing demand for human

capacity and pose new challenges for human capacity

development .

□ Imbalances betw een demand for and supply of labour

With the economy becoming more knowledge-intensive, the

demand for highly skilled w orkers is increasing while the demand

for low skilled w orkers is diminishing, creating an imbalance in

the supply of human resources to the labour market .
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< Employment Outlook by Technology Level in Manufacturing Sector>

Unit : 1,000 employees(%)

Category 2000 2005 2010
Annua l ave rage

growth rate

Medium to highly skilled /
ICT Manufacturing

1,516
(36.0)

1,728
(39.4)

1,877
(42.6)

2.15

Low to medium s kill /
technology ma nufacturing

1,065
(25.3)

1,079
(24.6)

1,027
(23.3)

- 0.37

Low s kill /
light- heavy ma nufacturing

1,630
(38.7)

1,579
(36.0)

1,502
(34.1)

- 0.81

Tota l
4,213
(100)

4,388
(100)

4,406
(100)

0.45

※ Sou rce : Kn ow led ge Econ omy an d Prosp ects for H R Dem an d (KLI, 2000.10)

□ Emp loy ment p atterns become varied

With the advancement of information society, production

organization and decision-making methods have transformed into

more flexible systems with increased responsiveness to market

changes.

Horizontal and slim organizational structures, decentralization

of decision m aking structures, etc.

Diversification of employment types including tele-working,

contracting, short-term employment, etc.

※ In the EU community, approximately 9 million people(6% of

all workers) were w orking from hom e, based on 1999 data.
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In the U.S., abou t 16 million (13% of all workers) w ere

working from home in 1998.<OECD, June 2001>

□ Ch anges in lab our force supp ly

The population growth rate has diminished, the labour force

has become older and more educated with the number of female

w orkers increasing.

※ Continuous decline in productive age(15 to 64) ratio per

national popu lation is expected to diminish from 71.2% in

2000 to 70% by 2010 and 65% by 2030.

Due to increased higher education advancement, the target

of intial vocational training has declined dramatically .

< Trends in High School Graduates Entering College >

Category 1970 1985 1995 2000

College Entra nce
Rate (ave rage) 26.9% 36.4% 51.4% 68.0%

Academic
high schools

40.2% 53.8% 72.8% 83.9%

Vocationa l
high schools 9.6% 13.3% 19.2% 42.0%

※ Sou rce : Ministry of Ed u cation an d H u m an Resou rces Develop m ent,
Edu cation al Statistics Yearbook for each year
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□ Reductions in HRD investment

Due to high w orkforce turnover rate and other external

factors(poaching, w age inflation, etc.), businesses have reduced

investment in hum an resources development and have preferred

recruit skilled workers from the external labour market .

Due to unstable employment environments, particularly for

low-skilled w orkers, businesses tend to avoid investments in

hum an resource development .

In the knowledge economy, the need for workers to develop

competence on their own has increased due to external market

factors.

<Expenditures on education and training out of total labour costs>

'95 '96 '97 '98 '99 2000 2001

1.5% 2.1% 1.9% 1.2% 1.4% 1.4% 1.4%

※ Report on labour costs in enterprises

□ Know ledge Gap

Barriers to access to knowledge and information m ay result

in poor employment opportunities and income inequalities, possibly

causing vicious circle of poverty.

Income gaps betw een w orkers become widened as

unemployment periods become longer due to skill shortages. The less

educated and less skilled the w orker, the higher the risk of

unemployment .
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<Correlation Betw een Unemploy ment by Sk ill Level and Mark et

Con dition Changes>

·According to ILO analysis of correlation betw een

unemployment by skill level and market condition changes in

OECD member countries from 1985∼1996, when GDP declined by

1% during economic recession the unemployment rate for

low-skilled w orkers increased by about 23% while those highly

skilled remained essentially unaffected .

·Further analysis showed that in times of flou rishing

business unemployment rate for low-skilled w orkers reduced by

about 4.8% with a 1% GDP increase whereas that of highly skilled

w orkers decreased by about 2.1%.

Labour market polarization becomes deepened due to

winner-takes-all principle and vicious poverty cycles etc.

< Curre nt Int e rn e t U s ag e R ate
S t atu s (M ay 2000 ) >

·Age : Users in their twenties (60.0%) / over fifty (4.9%)

·Income : Over 4 million won per month (53.4%) / less than 1

million won per month (25.4%)

·Occupation : Office worker s (64.0%) / agriculture and fishery

workers (7.3%)

·Education : above graduate school(62.4%) / lower tha n middle

school(1.9%)

※ Sou rce : Ad m inistr ation an d Com p u ter Scien ce, M arch 2001
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2. Policy Issu es for Further D evelop ment

<1> Expansion of the training infrastructure

The government has strengthened Human Resources

Information system (HRIS) to help trainees access to information on

training courses or qu alifications.

Given the rapidly changing indu strial needs, training

facilities and equipments need to be upgraded toward knowledge

based trades. In addition, attaining qualified training instructors

becomes an urgent policy concern to improve the effectiveness of

vocational training.

<2> Coordinating roles of public training and private training

The public sector should play a role of infrastructure in

vocational training by training workers needed for sophisticated

industries along with the disadvantaged in the labour market . In

addition, it should collect and disseminate information of

vocational training for the private sector .

Meanwhile, the private sector should meet the ever changing

training needs promptly, through training for various trades.
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<3> Supp ort for life long learning

□ Supp ort for emp loy ers

Due to rapid technological development and globalization,

employers tend to be reluctant to invest in human resources

development . Instead they prefer to employ readily available

w orkers. Against this backdrop, employers' efforts to develop human

resources need to be encouraged with variou s incentives.

Benefits of employment insurance should be extended and

various incentives including tax credit should be offered to

employers in a bid to attract investm ent in training.

A variety of supporting activities are necessary in building

HRD system in enterprises and establishing『vocational training

consortium』for small and medium-sized enterprises is also

recomm ended .

□ Support for emp loy ees

Training subsidies by means of employment insurance need to

be expanded for employees and public vocational training institutions

can also play a role of life-long learning center for the sake of

community residents.

Taking advantage of the digital environment, various services

including『distance-learning』 via internet are also encouraged .
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< Broadb and Internet Access Rate >

(Unit : %)

Korea Canada U.S .A Japan

9.20 3.91 2.25 0.5

※ Access rate : the n u m ber of Intern et u ser s to 100 p erson s(as of the en d of
2000)

※ Sou rce : OECD, 2001. 5.

<4> Increase in pub lic recognition of th e qu alif ication system

In order for the qualification system to function properly, it

is imperative to keep up with rapid changes in occupations. In

this respect, participation from industries, trade unions and field

experts is encouraged to make new qualifications and training criteria

meet current industrial trends.

National recognition is necessary to activate the private

qualification system . Also, qualifications approved and recognized

within industries should be developed .

<5> Bridging the digital div ide

Under the knowledge based economy, unequal access to new

technology and to learning has become a major policy concern . To

close the digital divide the followings are recommended :

·expanding continuous education and training opportunities

for workers in small and medium-sized enterprises in particular;
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·assisting human resources development for the disadvantaged

in the labour market such as w om en, the handicapped, school

dropouts etc;

·improving the effectiveness of vocational training for the

unemployed with in-depth counseling and target specific training.

< Continuous education rate for adult(25-64 years old) >

(Unit : %)

Korea U.S .A Ca nada Fra nce Ge rma ny

5.4 34.0 28.0 40.0 33.0

※ Sou rce : OECD, Edu cation at a Glance, 1999.

<6> Strengthening Partnership betw een Shareholders

The changing natu re of the labour m arket needs a new

approach to human resources development . Enhanced involvement

of shareholders in HRD offers the potential to bring abou t better

ou tcomes.

Major shareholders : trade unions, employers, training

providers, communities etc.

The Tripartite Commission composed of the representatives of

labour, management and government, reached an agreement on

vocational training reform in July, 2001.

Providing trade unions with training fund to facilitate

vocational training
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Enhancing the involvement of labour and management in the

decision m aking process for vocational training etc.

Regarding to partnership, cooperation betw een industries and

educational institu tions, these relationships are especially important

to make education and training meet the industrial demands.
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Training and M anagem ent of V ocational Training

Instructors 5)

Sang-Bong Won

Korea University of Technology & Education

I. Qualif ication Sy stem of th e V ocational Training Instructors

1. A brief history of the qualif ication sy stem for vocational

training instructors

As shown in the table I-1, in 1967, there' s only one grade level
for vocational training instructors. To be a training instructor, a
candidate must have a "first level craftsman certificate" or they
have to pass the national exam for vocational instructors.
In 1987, several types of vocational instructors were identified and

grouped into five areas training such as: craftsman , clerical &

service, supervisor, manager, and training instructors. Among them,

the main area of vocational instructor was craftsman training

courses. Note: Qualification standards of each type of vocational

instructors are in table I-1.

In 1994, all types of vocational training instructors were further
simplified to be categorized as a ' specialty instructor' . To cope
with the rapid change in indu stry structures and in technology
development, a "speciality " instructor system w as introduced into
the regular training system . N ew job types w ere created and many
companies needed to apply for the new technology . In this

5) T his report is the copy from the research "Oh, Young hoon, et . el, (2000). T he
Improvement of Qualification Sy stem in Vocational T raining In structor . KRIVET "

- 80 -



situation, various types of training instructors w ere in dem and and
it w as very complicated to classify the types of training instructors
and the grade levels of the trainers.
Therefore, Ministry of Labor determined to simplify the types and

the levels of training instructor .

In 1999, according to the "Worker' s Vocational Training Promotion

Act", the classroom training instructors and w orkplace instructors

w ere united as "training instructors of vocational competency

development". The types of vocational training w ere divided into

' standard training' and ' training for vocational competency

development' . Note: Concerning the ' standard training' , the

qualification standards of training instructors w ere affected by this

regu lation .

In case of ' training for vocational competency development' , it was

decided that anyone who has knowledge and skills in training

subjects could be a "training instructor of vocational competency

development". Observing this background of these regulations, it

seems that a free market system w as introduced into the

businesses in order to get around governmental control over the

company. Therefore, companies could implement their own training

programs by using the experienced w orkers as a training instructor

and they could easily acquire government funds for vocational

training.
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Table I-1. Change of qualif ication standards in vocational training
instructors>

T ypes of Instructors Grade
Level Qualification Standards

May 10,
1967 Vocational T raining Instructor One

grade
- 1st clas s craftsm an certificates holders
- Persons w ho pass the exam for

vocational instructors

Jan . 1,
1987

Craftsma
n
Course

Specialty Instructor
(I) T hree

T hree

T hree

- 1st Class craftsman certificates holders
+ 1st Class engineer certificates holders

- 1st Class craftsman certificates holders
+ w ork experience

- Univ . graduates + educational
experience

Specialty
Instructor
(II)

General
Instructor

Clerical & Service Instructor T hree

One

One

One

- Poly - tech college graduates + w ork
experience.

- Univ . graduates + educational, w ork
experience

- T he same above

- Univ . faculty regulated by 'Education
Law '

Supervisor T raining
Instructors
Manager T raining
Instructors
T raining the
T raining Instructors

June 27,
1994 Specialty Instructor No

grades

- Specialty instructor system w as
introduced against the training to be
conducted in difficulty by training
instructors , such training as new
technical field, new job types , etc .

- College or Univ . faculty members
- Researchers or educational staffs in

research institutes
- Professional engineer , mast er

craftsman ,
1st class engineer cert ificate holders .

- Company w orkers w ho has w ork
experience related to the tr aining courses .

Jan . 1,
1999

T raining instructor of
vocational competency
developm ent

T hree

- T he names of specialty and general
instructors (both are three grades ), are
changed to "training instructors of
vocational competency
developm ent "(three grades )

- T he details of instructor qualifications
are regulated by "Worker ' s Vocational
T raining Promotion Act "

Workplace training instructors T hree - Changed to ' training instructor of
vocational competency development '

sou rce : 1) Oh , You n g-h oon .(1994). The p resen t an d fu tu re issu es in basic tr ainin g
an d retrainin g of vocation al train in g in stru ctor s. KUT.

2) Ministry of Labor (1999), gu id elines of qu alification ' trainin g in stru ctor
of v ocation al com p etency develop m ent'
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2. The Qualif ication Sy stem for V ocational Training Instructors

As mentioned II-1, training instructors are divided to "training

instructors of vocational competency development " and basically,

"the person who has knowledge and skills in training subjects".

There are 95 job titles for training instructors, which encompass 23

occupation areas. Qu alification standards of the "training instructors

of vocational competency developm ent" are as the following table

(see, table II-2).

Basically, to be a training instructor, a candidate should have a

engineer (or craftsman) certificate and have certain teaching

competencies. Also, they should have some educational (training or

w ork) experience. To obtain these teaching competencies,

(generally) a candidate needs to complete the teaching courses

offered by the KUT (Korea Univ . of Technology & Education)

recognized by the MOL (Ministry of Labor). In case of clerical &

service job or the general subjects, secondary school teacher

certificate, which is managed by the Ministry of Education & HRD

(Hum an Resources Development), replaces the teaching courses.

Of the job titles for training instructors, 38 job titles are occupied

by the persons who have over bachelor degrees, more than the 3

years of educational (training or w ork) experience and/ or complete

training course regulated by the Ministry of Labor . In addition, 74

job titles are occupied by the persons who have more than 7 years

educational(training or w ork) experience recognized by the Ministry

of Labor plus have completed a training course regulated by the

Ministry of Labor .

Regarding the qu alification of training instructors, the so called "

person who has knowledge and skills in training subjects",

generally, they might be a graduate from junior college or
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university, who has educational (training or w ork) experience or

has research experience or get a national certificate, etc. Technically

speaking, it is regulated that anyone, who has m ore than 1 year

experience (education, training, w ork, etc), could be a training

instructor .

Ⅱ . Training Courses of the V ocational Training
Instructors

The first training institu te for vocational training instructors in

Korea w as the Central Vocational Training Institute (present;

changed to In-Cheon Poly Tech College), which w as established in

1968. This in stitu te offered a two year specialty course(s) to make

technician and short term course to make vocational teachers. To

train the qu ality vocational teachers, Korea University of

Technology and Education (KUT) was established in 1991. In

relation to courses for training instructors, KUT offered basic

training courses (4years), upgrade training courses (4w eeks) and

license courses (4weeks).
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Table I-2. Qualif ication standards of "training instructors of vocational
competency development " (executing code, 5. Ministry of Labor)

g rade

lev el
qu alif ic ation s tan dards

1st

grade

① the 2nd grade training instructor + more than 3years educational(training)

experience + complet ing upgrade training course

2nd

grade

① the 3rd grade training instructor + more than 3years educational(training)

experience + completing upgrade training cour se

② professional engineer cert ificate or master craftsman cert ificate + completing

tr aining course regulated by the Ministry of Labor

③ full t ime instructor in junior college or poly tech college + more than 2years

educational (training) experience.

3rd

grade

① graduates of Korea Univ . T echnology & Education + industrial engineer

cert ificate.

② bachelor degree relating to the training field recognized by the Ministry of

Labor + more than 3years educational(training) experience + complet ing

training course regulat ed by the Ministry of Labor

③ secondary school teacher relating to the clerical & service job types , or the

person w ho has the practice teacher certificate.

④ bachelor degree relating to the general subjects + m ore than 3years

educational(training or w ork) experience + completing training course

regulat ed by the Ministry of Labor , or the person w ho has the secondary

school teacher cert ificate relating to the general subjects (or training fields )

⑤ engineer certificat e + more than 1year educational(training or w ork)

experience + completing training course regulated by the Ministry of Labor ,

⑥ industrial engineer certificate + more than 3years educational(training or

w ork) experience + completing training course regulated by the Ministry of

Labor ,

⑦ certificat e r elating to craftsman or clerical & service job + more than 5years

educational (training or w ork) experience + completing training course

regulat ed by the Ministry of Labor

⑧ more than 7years educational(training or w ork) experience recognized by the

Ministry of Labor + completing tr aining course regulated by the Ministry of

Labor

⑨ Fit to the st andards published by the codes of the Ministry of Labor +

completing training course regulated by the Ministry of Labor
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1. Basic training course for a vocational instructor

The Korea University of Technology and Education (KUT) has

been established with the purpose of training instructors well

versed in both theory and practice in their respective field s. There

are 4 schools including 12 program s, 6 departments in KUT. The

more details are as follows:

School of Mechanical Engineering: Program of Automobile·

environment·energy, Program of Information Applied System,

School of Mechatronics Engineering: Program of System Design,

Program of Nano- Technology

School of Information Technology : Program of Electrical

Engineering, Program of Electronics Engineering, Program of

Information & Communication Engineering, Program of Computer

Engineering, Program of Multi-Media

School of Industrial Management : Program of Technology

Management, Program of Human resource Management, Program

of e-bu siness

Departm ent of Control Systems Engineering, Department of

Industrial Design Engineering, Departm ent of Architectural

Engineering, Department of Materials Engineering, Departm ent of

Applied Chemical Engineering, Department of Liberal Arts &

Education

N ote: All graduates from KUT will not received the training

instructor' s certificate. Only those who obtain the industrial

engineer or engineer certificate can obtain an instructor' s certificate

at the 3rd level.
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Table Ⅱ . Training institutes, entrance requirements, training term by
training courses f or training instructor

Cours e s T rainin g In s titute s E ntranc e R equirem ents
T rainin g

P eriod

Basic

T raining

KUT funded by HRD Service

of Korea

T hose who are entitled to take a

college entrance exam regulated by

'High Level Education Law '

4 year s

Upgrade

T raining

① KUT funded by HRD

Service of Korea

② T raining institutes

approved by Ministry of

Labor

① T hose w ho obtained the training

instructor ' s certificate and are

engaging in the training for vocational

competency development

② T hose w ho obtained the training

instructor ' s certificate and try to get

the certificate of higher level grade

More

than

1 w eek

T eaching/

Profession

T raining

① KUT funded by HRD

Service of Korea

② T raining institutes approved

by Ministry of Labor

See <table I- 1> , 3rd grade level

More

than

1 w eek

2. Profess ional Training Courses for Teach ers (Instructors)

2-1. Managem ent

N otably, 80% of the total training instructors completed this

training course. The objects of this course are for those who have

already knowledge and skills in their "training" field s. This course

mainly includes education related subjects such as training

methods, theory and practice in vocational education, etc. Training

term is m ore than 4 weeks(140 hours) and less than 6 w eeks(210

hours) for the specialty instructors.
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Table Ⅱ -1. Contents of the prof essional training course f or teachers

(N otif ication 99-39, Ministry of Labor)

Course
Subject s/ Organizations Standards of

T raining F acilitiesArea Contents T erm (s )

Specialty

Instructors

Course

General

subjects

(20%)

T eaching

Profession

Subjects

(80%)

Vocational training &

related act

·Overview of training for

vocational competency

development

·T raining methods

·Methods in teaching practice

4w eeks

(140hours )

-

6 w eeks

(210hour s )

Classroom

Audio-

Visual room

Educational

Materials .
General

Subjects

Instructors

Course

General

Subject

(20%)

T eaching

Profession

Subjects

(80%)

Vocational training &

related act

·Overview of training for

vocational competency

development

1w eek

(35hours )

-

2 w eeks

(70hours )

2-2. Present situation in comp letion of teaching profession

training course

From september 1998 to september 2000, 1,794 persons completed

this course. Among them, male (51.1%) was slightly more than

female(48.9%). Regarding the age, 30s w ere 50.2%, 40s w ere 29.3%,

over the 50s w ere 8.6%. Overall, 30s and 40s comprised around

80%, the average age w as 37.9.
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Table II-2. Teaching profession training course by gender and age

Gender 20s 30s 40s 50s Over 60s Mean T otal

Male 90(10.2) 516(57.3) 224(24.9) 62(6.8) 8(.9) 37.4 yrs old 901(100)

F emale 118(13.7) 370(42.9) 293(34.0) 71(8.2) 11(1.3) 38.5 yrs old 863(100)

T otal 210(11.9) 886(50.2) 517(29.3) 132(7.5) 19(1.1) 37.9 yrs old 1764(100)

sou rce : KUT(2000), u n p u blished d ocu m ents.

Table II-3. Numbers and types of prof essional training courses

Job T y pe s 1998 1999 2000 T otal

Metal Materials & Manufacturing 73(21.9) 179(18.6) 61(13.1) 313(17.7)

Metal Processing 2(.6) 2(.2) 1(.2) 5(.3)

Chemical Engineering & Ceramics 1(.3) 3(.3) 4(.2)

Electr icity 21(6.3) 24(2.5) 11(2.4) 56(3.2)

Electronics 10(3.3) 15(1.6) 12(2.6) 37(2.1)

Communications 3(.9) 15(1.6) 9(1.9) 27(1.5)

Airplanes 2(.6) 11(1.1) 13(.7)

Civil Engineering 1(.3) 3(.3) 4(.2)

Construct ion 28(8.4) 39(4.0) 13(2.8) 80(4.5)

T ex tiles 12(3.6) 41(4.3) 24(5.1) 77(4.4)

Mining 3(.9) 3(.2)

Information Processing 36(10.8) 144(14.9) 58(12.4) 238(13.5)

Agriculture & F orestry 3(.3) 1(.2) 4(.2)

Handicraft s 1(.3) 10(1.0) 9(1.9) 20(1.1)

Industrial Appliances 9(2.7) 39(4.0) 22(4.7) 70(4.0)

Service 127(38.1) 418(43.4) 225(48.2) 770(43.7)

Clerical (Office W orkers ) 2(.6) 10(1.0) 16(3.4) 28(1.6)

Bank & Insurance 2(.2) 1(.2) 3(.2)

Medical W ork 1(.3) 3(.3) 3(.6) 7(.4)

General Subjects 1(.3) 3(.3) 1(.2) 5(.3)

T otal 333(100) 964(100) 467(100) 1764(100)
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As shown on the <table II-3>, service area w as the top, which

appeared 43.7%, and machinery was 17.7%, information processing

area was 13.5%. Observing the more detailed data in term s of the

job level, hair designer was 29.0%, information processing was

13.5%, car repair and maintenance w as 7.5%, cooking w as 7.4%,

confectionary w as 5.2%, fashion was 4.1%, respectively .

Analyzing the trends of increase rates by year, service, industry,

textile, and clerical job types w ere shown increasing continuously,

on the other hand, machinery, inform ation processing, construction

areas declined in numbers of participants.

Ⅲ . The Present Situation in Upgrading & Up dating
Training of V ocational Training Instructors

The total number of vocational training instructors w as 29,141,

from 1968 to 1999. Among them, 38.7% w ere from basic training

course(2-4year course) and 61.3% were from teaching profession

course(more than 4weeks).

Table Ⅲ . total number of vocational training instructors by course

Basic T rainin g

Cour se
Profes sion al T eaching Cour se T otal

11,284 (38.7% ) 17,858 (61.3% ) 29,141(100.0% )

sou rce : Min istry of Labor (2000). Vocation al tr ainin g in Korea, p p 84-85.
H RD Service of Korea(1997). u np u blished d ocu m ents
KUT(2000). u n p u blished d ocu m ents.
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The training for vocational training instructors could be divided

into two areas, upgrading training and updating training for

current instructors.

1. Up grade Training

Upgrade training is designed for training instructor upgrade to a

higher grade level certificate. The term of this training ranges from

2 w eeks (70 hours) to 3 w eeks (105 hours), which is regulated by

notifications of the Ministry of Labor . Currently, this training is

conducted for 2 weeks (70 hours) course, and consisted of general

subjects (20%), education related subjects (40%), and specialty

subjects (40%). (see <table III-1>).

As shown on the <table III-2>, compares the total number of

training instructors. Only small parts of the instructors participated

in the upgrading training. One of the reasons is that there is little

advantage such as paym ent, promotion, etc. after completing this

course. In case of the private training institu te, the upgrading

training show ed less advantages than the public training institu te.
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Table Ⅲ -1. Contents of the upgrade training course

(N otif ication 99-39, Ministry of Labor)

Subject s/ Org anization s Stan dards of

T rainin g F acilit iesArea Content s T erm (s )

General

Subject s

(20% )

T eachin g

Profes siona

l

Subject s

(80% )

Specialty

Subject s

(40% )

·Issues in v ocat ional trainin g

·Employ er - employ ee relat ed act ion s

·Pract ice in Edu cat ional

P sy chology (I, II)

·Subject s T eaching M eth ods (I, II)

·Campu s Life Guidan ce M ethods (I.

II)

·A dministr at ion & M an agement

in Vocat ional Competen cy

Dev elopm ent T raining (I, II)

·T h eory an d Pract ice

2 w eek s

(70hour s )

-

3 w eek s

(105hour s )

Classroom s

A udio- Visual Room s

E du cat ional m aterial

etc..

P ractice Room

E quipm ent

Table Ⅲ -2. Participants in upgrade training

Gra de L e v e l 1999 2000 T ot al

1s t Grade 107 (46.7) 62(36.3) 169(42.3)

2n d Gra de 122(53.3) 109 (63.7) 231(57.7)

T ot al 229 (100) 171(100) 400(100)
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2. Up date training

Update training is designed for training instructors to acquire

new knowledge and skills for their specialties. It is regulated that

the term of this training is more than 1 week, how ever, every

training institu te can determine the contents and schedule flexibly

by their own needs.

<table III-3> show s that new technology training program appeared

90.7% among all Update Training Programs conducted in KUT, for

the last three years. The participants of this program consisted of

the workers from business and industry as w ell as teaching staff.

These teachers w ere from vocational education institu tes and

vocational training institu tes such as: training instructor, faculty

members in junior college, poly- tech college, universities, and

vocational high school teachers, etc. Training costs of this program

are all free except transportation cost of each participants.

Table Ⅲ -3. Participants of update training programs in KUT
(Un it : nu m bers of p articip ants, %)

P rog ram s 1998 1999 2000 T ot al

HRD Staffs T raining 157 78 235 (2.4)

T rainin g for T raining

In structor
148 167 378 693 (6.9)

New T echnology T rainin g 299 4,243 4,599 9,071(90.7)

T ot al 377 4,567 5,055 9,999(100.0)

Training for HRD (hum an resources development) staff is designed

for training instructors in vocational training institu tes and trainers
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in business & industry to develop the training programs. This

course includes: "needs" analysis, planning, developing,

implementing, evalu ating, and analysing of outcom es of the

training program . This program requires 3days.

Training for training instructor inclu des short term program s such

as language course for 4 w eeks, career guidance and counselling

course for 5 days and teaching m ethods course for 3 days.

Ⅳ . D iscu ssion

The qualification methods for vocational training instructors and

the promoting vocational training has been widely discussed as

w ell as revised throughout the years. The alleviating regulation of

eligibility requirements by allowing, in addition to certified training

instructors, individuals who are able to m eet certain requirements

(professionally, social position or otherwise). These variables have

further raised the questions of how far regulation should be

expanded, contracted or be left in it current condition .

The current qualification system of training instructors is classified

into three levels, but with the exception of public in stitu tions

instructors, most institu tes hold the low est grade of qualification .

In private training institu tions, it is estimated that 80% of

instructors have not completed training for acqu iring higher grade

qualifications mainly because there exist no incentives for them to

do so.

In terms of their social positions, training instructors are not

recognized by the Ministry of Education & Human Resources

Development as regular teachers under the national law . This

problem hinders the growth of professionalism among training
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instructors. In conclu sion, the training instructor qualification

system must w ork to ensure professionalism and raise social

credibility as well as support from the government concerning

these matters.
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Management of V ocational Training Institution

Duk - Ho Kim

Korea Foundation of Poly technic Colleges

I. A n Ov erview of the V ocational Training
Institutions in Korea

Vocational Training(VT) is defined as the activities aiming at

providing the skills, knowledge and attitudes required for

employment in a particular occupation . In this point of a view,

Vocational Education (VE) has the same feature as VT, even though

VE is much more emphasizing basic concept and personal than

VT. But these tw o terminologies are u sed generally in the same

meaning, therefore many international organizations, ILO, UNDP

and OECD etc., are utilizing VET(Vocational Education and

Training) as a unified terminology.

In Korea, traditionally, VE and VT are governed by the Ministry

of Education (MOE) and the Ministry of Labor (MOL) respectively,

same featu res in France and East Asian Countries. MOL of Korea

perform s a role of controlling of labor market and, if there is a

mismatch in the demand and supply of the market, the Ministry

analyzes the reasons and stands as a countermeasure.

In order to deal with this circum stance, the MOL intervenes

actively into the market sometimes. As a part of these activities,

various types of the public vocational training institu tions(VTIs) are
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established to train vocational manpow er by the central or the

local governments. The private VTIs are a w ell-known institutions

in Korea and most of them belongs to the enterprises, the bu siness

owners or the association of them as shown in <Table 1>.

Table 1. Types of VTIs in Korea

Type Number Feature

Total 2,637

Public V TI

Sub-Total 97

Public Org. 54
Run by Public Organizations:

- HRD Korea, KOPO, KCCI, KEPAD
Local Govern. 7 Seoul City , Kyeonggi and Kyeongnam Province

Min. of Justice 36 Inmates' Vocational Competency

Private V TI

Sub-Total 2,540

Trg. Corporation 84 Run by Non-Profit Corporations

WRD Center 24 Run for Women's Vocational Competency

MOL Designated 278 Individual Designated as Training Facilities

Others 2,154 Business Owners or Associations. etc.

<Rem ark s> H RD : H u m an Resou rces Develop m ent

KOPO : Korea Fou n d ation of Polytech nic College

KCCI : Korea Ch am ber of Com m erce an d In d u stry

KEPAD : Korea Em p loym ent Prom otion Agency for th e Disabled

WRD : W om en Resou rces Develop men t

All the types of vocational training are performed and supported

by the Vocational Training Prom otion Act for Employees enacted

in 1999, which replaced the Basic Law for Vocational Training.

With the new Act, the obligatory vocational training system was

abolished . A new vocational training system was then established;

encompassing the vocational competency development project

under the Employment Insurance System (EIS). EIS is the most
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active unemployment insurance system including employment

secu rity project and vocational competency developm ent project .

An organization of VTI is formed with the willing to develop

and to manage efficiently the institu tion, sometimes depends on its

scale related to the number of stu dents. Generally Korean VTIs,

whether a public VTI or not, have similar aspects as shown in

(Fig.1).

The training affairs department performs a role of all kinds of

training affairs, inclu ding: development of training curriculum,

entrance affairs of stu dents, managem ent of training, acqu iring jobs

for students and cooperation with industries.While the general

affairs department perform s all kinds of general support affairs,

inclu ding: management of facilities, accounting and purchasing

materials for the training, etc. A director or a principal is the

representative of the institu tion and a director of training affairs

department m anages all the training affairs as a depu ty director of

the institu tion .

There are three divisions in the training affairs department they

are: academic affairs division, students affairs division and

school-industry cooperation division . In these divisions, affairs are

perform ed by the some instructors dispatched from training

departments, while the general affairs department by general affair

staffs.
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Director

Dept . of Training Affairs Dept . of General Affairs

Academic Affairs Students Affairs School-Industry Coop .

Division Division Division

Training Departments

(Fig .1) The Organization of VTIs

Ⅱ . Consideration for the Gen eral Roles of VTI

Generally VTI performs many roles, the most important role of

them is to train the vocational m anpow er who are needed by the

industrial societies. In (Fig.2) a basic paradigm related to vocational

education and training is shown . Here, formation means training in

VTI, distribution means sending the graduates of the institu tion to

the industry, u tilization m eans all kinds of the employee' s activities

in the industry and conservation means accumulation of

experiences inclu ding all types of the training, re-training and

upgrade training for the developm ent of personal competency

continuously . If some needs appear in the process, it should be

sent (feed back) to the initial step .
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feed-back

Formation Distribution Utilization Conservation

< VTI > < Enterprise >

(Fig .2) A Paradigm of V ET

To train vocational manpow er, the most of VTIs open various

train courses. The initial training course is the main course in the

most of VTIs, because of the high demands from industry . This

course is implemented in the type of school-based training for one

or two years, including some on-the-job training in the company .

In this course a student can be a vocational manpow er who has a

vocational competency, knowledge, skill and attitude. Many VTIs

have been established in the beginning of the period of economic

development in Korea, therefore most of training trades in the

VTIs w ere concentrated to heavy industry related technologies. But

now m any private VTIs' training in industrial trades are changing

to office and service related ones to reflect the society' s youth . In

spite of this like changing, public VTIs maintain those trades till

now, therefore public VTIs' training w ould be told to m ove to

technology-centered training.

It is important in VET how the training courses satisfy the

demands of industry . To adapt to this requirement, the

development of training curriculum has a very important meaning

and therefore, to develop an effective curriculum we have to
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analyze the needs of industry by u tilizing the job/ task methods

(analysis discussed in the next chapter). Besides the curriculum

development, a production of training materials including text and

teaching aids belongs to the VTIs' another role. To maximize an

effect of the role, VTI has to have concerns to develop the

competency of instructors. In structors' study in the production

company or research center should be a main issu e for an effective

training.

The next m ain role of VTI would be to instill cooperation

with the regional society and companies in the regional area.

Basically these tw o groups are the biggest customer for VTI,

because VET' s basic purpose is to adapt to the demands of society

as shown in (Fig.2). Firstly, VTI can establish variou s life-long

training courses, in this case:

VTI

Dem ands Training. Training. of

f Training. Needs Employee

Training

Employment

Residents Wage Companies

< Regional Society >

(Fig .2) An Ideal Role of VTI
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Often workers can learn simple technology, for example, car

maintenance or wood w orking, in the part-time courses.

Concerning the cooperation with companies it is necessary to make

a contract for school-industry cooperation, and then VTI send

stu dents to the company for the on-the-job training. Sometimes

employees of the company come to enter up-grade training courses

of the VTI. In case of the small-medium size companies, they

don' t have an R&D organization and the technical manpow er in

the company . In this case, VTI' s competent instructors can give

some advice concerning technology in the production process. In

addition, every companies' production line cou ld be the ideal place

for instructors and students to teach as w ell as learn .

Table 2. A Case of Regional A ctivities of the KOPO Colleges(2001)

Cla s s if ic at ion D e s cript ion Outpu t s

Short - t erm

T raining .

·T raining . for resident s and employ ee, part - tim e

cour ses
13,322 per .

T ech . Guidance ·A dvices & cooperat ion in the product ion proces s 2,555 ea .

OJT Contract
·Contract for on - the- job training for student s in the

companies
23 clg .

BI Center
·E stablishm ent of bu sines s in cub ator in ev ery

college
23 clg

Computer N/ W ·Inform ation ex ch ang e net - w ork w ith companies 19 clg .
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Ⅲ . The Essentials of V TI M anagem ent

1. Proper Curriculu m D evelop ment

To m anage VTI, w e shou ld have some specialized and

professional knowledge concerned with training as w ell as the

general activities discussed in chapter II. As the above mentioned,

VTI' s first function should be manpower training in order to

satisfy the demands of industry . To adapt to this demand, we

have to have a w ell designed training curriculum . To accomplish

this task, analyzing real technology and the production process in

the companies becomes essential. There are many methodologies in

the job/ task analysis and will be explained in the body of this

text .

1-1. Job/ Task Analy sis

□ Observation Meth od

Inform al observation will be an essential component of alm ost

any stu dy . It will u sually be incorporated with any of the other

techniques described to ensure that reality is maintained . In

observing any job, we rapidly establish some param eters

concerning the component tasks. More formal observation m ethods

such as task analysis, m ethod study and w ork measurement, can

provide accurate information . They are particularly useful for

stu dying "operator " jobs. While a description of the execution of a

task will include information about the training requirements for

that task as well as other information . Although task analysis is

popu lar becau se of its low cost, speed and apparent simplicity, it
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is a much more complex m ethod than researchers realize.

□ Interv iew Meth od

Interview s are the most easily applied job/ task analysis. The

inform al, unstructured one-to-one interview is useful for obtaining

inform ation quickly and inexpensively, provided that the

interview ees are few in number and readily accessible. Formal,

structured interview s involving a large number of geographically

dispersed respondents, can be expensive and time-consuming.

Telephone interviewing may be a less expensive alternative, but

requires special interviewer skills. The main problem s with this

approach :

o Generation of opinion rather than fact

o Lack of consistency when applied to larger popu lations.

□ Questionnaire-based Meth od

Survey methods for research are comm only used in job

analysis. They are used to collect qu antitative data on jobs. When

using questionnaire-based methods, you will need to :

o Define the population

o Select the sample

o Develop data collection instruments

o Collect data

o Process and analyze the data

Questionnaire based methods, like other methods, have a number

of strength and w eaknesses. A single study may therefore combine

tw o or more m ethods to yield optimum results . For example, a
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survey conducted by m ail may be integrated with a set of

interview s. The interview s could be used to refine the mail

questionnaire in a pre-test phase, and/ or the interviews could be

used to supplement the qu antitative data from the mail su rvey' s

qualitative data.

□ COD AP Meth od

CODAP stands for Comprehensive Occupational Data Analysis

Program s. Although CODAP refers specifically to a suite of fifty

computer programs, the term is also u sed to describe the

associated data gathering method . The CODAP method involves :

o Constructing an inventory of all the tasks likely to be

undertaken in the job

o Developing a qu estionnaire which incorporates the task

inventory

o Surveying a sample of the job incumbents

o Analyzing the data using the CODAP program s

o Reporting the results.

CODAP studies may vary considerably in size, but compared to

other methods, CODAP generally requires a moderate to large

amount of time and resources. The most time-consuming stages of

a CODAP study include the developm ent of the task inventory

and the administration of surveys.

□ D elphi Meth od

This technique forms a bridge betw een survey techniques and

group process methods. The Delphi method assumes that society is
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directed towards goals and that these goals are determined by the

actions of various interested groups. The methodology employed

by this technique is based on an examination of future trends.

Then a selected panel of experts using a series of qu estionnaires,

create a picture that can be used to form information patterns of

likely or desirable fu ture events. In addition, results of previous

surveys are given to the panel for reaction and refinem ent .

This type of survey from the beginning process can be

accomplished in as little as forty-five days. Group size m ay vary

betw een ten and thirty but if the responses of sub-groups are

identified, then in theory, inform ation from large group sizes

should be easily obtainable.

□ Brainstorm ing

This is a techniqu e of small group discussion designed to
encourage the generation of an unrestricted flow of ideas. Often
certain m embers of a group lack the confidence to put forw ard
good ideas whereas m ore confident members are able to impose
their point of view irrespective of value. Brainstorming is a process
which encourages group participation, but it does require a
chairperson that is an expert in the particular field . However, the
chairperson should be someone skilled in the technique of
brainstorming. This technique w orks most effectively with a group
of 5 to 12 people and is ideally suited to consideration of issues
like job performance, job design deficiencies, quality control and
problems solving.
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□ D ACUM Method

DACUM is an acronym for Design A Curriculum . This is

another group centered approach which uses brainstorming to

produce a set of behavioral objectives plus skill inventory for a

given job or range of jobs. It works best with a group 8 to 14

participants, producing initial information in one to three days. A

DACUM conference u sually consists of five phases :

o Introduction and orientation

o Clarification of the jobs to be analyzed

o Identification of general areas of competence

o Identification of tasks within each job

o Analysis of data

Participants should be carefu lly selected on the basis of their

occupational knowledge, creativity, indu stry background and

availability for the duration of the process. DACUM's success relies

on the ability of the group members to generate new ideas

creatively . All competencies identified are written on index cards

by the recorder and placed in sequence on a w all facing the

group . During the analysis stage the contributions are given to tw o

or three teaching specialists for comments and an estimate of the

instruction time requ ired to cover each subject . The competencies

are then regrouped into the order that they w ou ld norm ally be

found in a job situation . Finally a draft sequ ence of topics is

developed and submitted to the training provider . The main

advantages of DACUM are :

o Speed of initial inform ation gathering

o Group discussion is more likely to achieve consensu s

o There is more control over input than in a qu estionnaire
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approach

o Outcomes are behavior-orientated rather than information

-oriented

o Issues are assessed and analyzed at the discretion of the

participants, rather than a researcher

o Positive feedback is provided to participants who can

see how their input is utilized throughout the process

1-2. Training N eeds Analy sis an d Curriculu m D esign

The purpose of the job/ task analysis is to realize the w orking

contents in the companies. Therefore all the results of job/ task

analysis are not adaptable for a proper curricu lum because some

contents of the work may not related to teaching subjects. Training

N eeds Analysis (TNA) is an another analyzing techniqu e concerned

with finding of competency produced in the results of job/ task

analysis, while job/ task analysis is related to job, duties and tasks.

TNA specialists, researchers and teachers have to find

competencies from the results of the job/ task analysis. After which,

the contents are placed into the TNA sheet(see Appendix) which is

formed of name of task, related knowledge, skill, safety and

environment .
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Job/ Task Analy sis : Job, Duties, Tasks,

Task Elements

TN A : Results of J/ T Analysis

TNA

(Fig .3) TN A Process

All the contents of cu rriculum can be produced from the

TNA results. In this process the teaching contents such as the

teaching subjects is emphasized, while a competency is shown in

the TNA. In this case w e have to consider a designing system atic

diagram for the teaching subjects as shown in the Appendix,

because every subject has a systematic relation and subject ladder,

especially in case of the technical subjects.

A curriculum should be modified annually or every 3 years,

as to comply with the rapidly changing technology/ methodology.

It is not necessary to perform the job/ task analysis whenever we

w ant to m odify the curriculum . Because all the analyzing activities

cause high cost and all the technical contents m ay not be changed .

Therefore, when we w ant to modify the curriculum it will be a

good w ay utilizing this type of task-force including some industrial

specialists.

- 109 -



2. Evaluation

2-1. Training Institutions

N ow adays various types of evaluation are performed regularly as

w ell as irregularly . Example, if a man gets a medical examination

it comm only in spite of his healthy body. In some w ays, a

training institu tion is the same as human' s body, it lives and acts,

therefore it is necessary to get an evaluation in order to find and

analyze some strength and w eakness of the institu tion . If w e

w ould like to make a perfect and correct evaluation w e have to

develop a proper evaluation index as shown in <Table 3>,

developed and used in KOPO.
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Table 3. A n Evaluation Index f or the Poly technic Colleges

E v alu at ion
A re a

D e s c ription S c ore

T otal 330

Ev alu at ion
for

Edu cat ion
an d

T rainin g

Sub T otal 160
·Appropriat enes s an d effect iv en ess of curriculum 5
·A cquisit ion rat io of n at ional qualification cert ificate 30
·Recruitm ent rat io of student s 30
·Output of professor s ' r esearch 5
·Output of professor s ' field - study 5
·T raining ratio of stu dent s 25
·Output of guidance of student s ' per son ality and

m orality
5

·Company ' s dem an d for gradu at es 5
·Employm ent rat io of graduates 15
·W ag e of graduates 15
·An aly sis of employment con dit ion 5
·Support ing result s for re- employment of graduat es 5
·Con dit ion of trainin g equipm ent s 10

Ev alu at ion
for

M anagem ent

Sub T otal 70
·Output of scholar ship 10
·Output of implementat ion of long - t erm dev elopm ent

plan
5

·Output of fund raisin g 5
·Output of gaining bu sin ess 5
·Computerizin g rat io 5
·Computer ut ilizin g statu s 10
·M an aging st atu s of facilities 15
·Output of budget frug ality 10
·T ran sparency of bu dg et ut ilizat ion 5

Ev alu at ion
for the Roles
in the Region

Sub T otal 50
·A ction output of cooperat ion committ ee 10
·Output of technical guidance 20
·Dev otion output for region al society 20

Ev alu at ion
of

Cu stom er s

Sub T otal 50
·Ev aluation of student s 10
·Ev aluation of graduat es 10
·Ev aluation of parent s 5
·Ev aluation of companies 20
·Ev aluation of cooperat iv e companies 5

Ev aluat ion for special r esult s (±25)
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This evaluation index is formed of five sectors, i .e., education

and training, management, roles in the regional society, customer

and optional evaluation, and which is constructed of the essential

roles concerned with polytechnic colleges' main functions. This

evaluation is performed in the statistical and visiting analysis for

the last year's outpu ts of a college. A result of the evaluation is

utilized in a decision of support am ount for the college from the

KOPO's budget . This like evaluation system cause some

competitive relation among 23 colleges and throu gh this

mechanism every colleges can create new ideas and best w ays to

develop for the future.

2-2. Training Instructors

It is said that all kinds of the success or failure of the VTIs

depend on the abilities and the attitudes of the training instructors.

It m eans that a in structor' s role is critical in VTI, therefore a

manager of VTI has various concerns how he/ she supports the

development of the instructors' competencies.

To achieve a successful training every instructors should have the

best attitude as well as the knowledge and experience. Inspired

lectures, moderated behavior and a love for the stu dents are

essential attitu de traits . As w e can see <Table 4> w as designed to

reflect the above factors concerning instructors' quality, and is

currently u tilized in the polytechnic colleges. A result of the

evaluation is influenced to decide the wage and the promotion of

the professor . If a college professor marks below 60%, he/ she can

not make a contract for the re-employment with the KOPO.
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Table 4. A n Evaluation Index f or the Instructors

E v alu ation

A re a
D e s c ription S c ore

T otal 100

Education
and Guidan ce
for Student s

Sub T otal 50

·Student s ' ev aluat ion for the lecture 10

·Lecture h our s 5

·Deputy director ' s ev aluat ion 5

·Recruitm ent rat io of student s 5

·T rainin g rat io of stu dent s 7

·A cquisit ion rat io of nat ion al qualificat ion cert ificat e 10

·Employment ratio of gradu at es 8

Profes sor ' s
Competen cy
Dev elopm ent

Sub T otal 25

·Output of the professor ' s r esearch an d creat iv e

act ivity
20

·Output of the profes sor ' s field- stu dy 5

Contribut ion
for th e Colleg e

Sub T otal 25

·Contribution for a dev elopm ent of the college 10

·Output of cooperation w ith companies 8

·Output of out - side act iv it ies 7

Posit iv e Point s ·Gaining bu sin ess , Lan gu age , prize, etc . (+10)

Neg ativ e Point s ·Skipped lecture, punishm ent , et c. (- 10)
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App en dix 1. <Task Sheet>

N am e of Task : Autom atic Programming N o. of Task : C-3

Com p etency

Descrip tion Level I(1 yr . trg .) Level II(2 yr s. trg .)

Related

Kn ow led ge

M athem atics
- Rectan gu lar coord in ates

- Trigon om etry

- Polar coord in ates

- Trigon om etry

Theory

- MS-DOS, Win d ow s

- Sim u lation

- 2D Modelin g

- CN C

- MS-DOS, Win d ow s

- Sim u lation

- 2D, 3D M odelin g

- DN C, CAD/ CAM

Lan gu age

- CAD/ CAM

- Postp rocessin g

- Sim u lation

- CAD/ CAM

- Postp rocessin g

- Sim u lation

- CL file

Skill

- In stallin g CAM S/ W

- Data in p u t an d ou tp u t

- 2D m odelin g

- In stallin g CAM S/ W

- D ata inp u t an d ou tp u t

- 2D, 3D m odelin g

- M odel sim u latin g

- Calcu latin g cu ttin g con d .

- Produ cin g CL file an d

N C d ata

- Confirmin g ou tp u t d ata

- DN C controllin g

- Sam p le cu ttin g an d

m odifyin g

Safety an d

Environ m ent

- Main tain in g CAD/ CAM

- Classification an d

Cu stody of d ata

- Main tainin g CAD/ CAM

system an d S/ W

- Classification an d

Cu stody of d ata
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App endix 2. <TN A Sh eet>

N am e of Task : Autom atic Programming N o. of Task : C-3

Industrial N eeds

Beginning A w orker should 1-2

Over 3 yrs exper . A w orker should 1-9

Task Elements

1. Acquiring drafting sheets and programs

2. Modeling (2D, 3D)

3. Model Surfacing

4. Simulating

5. Input cu tting conditions

6. Input tool path and cu tting data

7. Confirmation cutting data

8. Examining program resu lts

9. Sample cutting and modifying

Equip ments Materials

1. CAD/ CAM System

2. Over 8M Ram and Sub-monitor

3. Omega S/ W etc.

1. Drafting Sheets
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App endix 3. < A Sy stem atic D iagram for th e Teaching Subjects >

- Department of Machinery (2 yr course) -

: Theory or Practice : Theory an d Practice

1 - 1

Machin e Elem ent

Electronics

Electricity M achinin g

Math em atics

Physics

Com p u ter

1 - 2

Mech anics CN C 1

Mou ld

Draw in g H ydrau lic-Pn eu m atic

CAD / CAM

1 - 3

Design CN C II Au tom atic Control

CAD

1 - 4

Precise Measu rem en t

Gradu ation Project

OJT
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Vocational Qualification System Vocational Qualification System 
in Koreain Korea
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슬라이드 2 

1. 1. Structure of Korean Qualification SystemStructure of Korean Qualification System

Qualifications in KoreaQualifications in Korea

National QualificationsNational Qualifications Private QualificationsPrivate Qualifications

National Technical National Technical 
QualificationsQualifications

-National Technical 
Qualification Act

-25 Technical /service 
Categories

-590 items
(professional engineer,

engineer, etc.)

Pure Private Pure Private 
QualificationsQualifications

-no legal basis

-accurate name of 
items or number of 
items undetermined

Authorized Private Authorized Private 
QualificationsQualifications

- Basic Act on 
Qualification

- Authorized 28
Qualification items 
in 2001

National QualificationNational Qualification
of Nonof Non--Technical Technical 

CategoriesCategories

-Separate acts under 
related ministries

-120 occupational fields
(lawyer, accountant,
Patent attorney, etc.)
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슬라이드 3 

2. 2. Enactment of National Technical QualificationEnactment of National Technical Qualification

•• Referencing to this classification, technical qualification for engineers(technology) and 

craftsmen(skill)  were introduced. 

•• Human resources in the science and technology field were classified into

three categories:

•• The former consists of 3 grades, such as Professional Engineer, ClassⅠ, Ⅱ

Engineer, the latter comprises of 4 grades, such as Master Craftsman, Class Ⅰ,

Ⅱ Craftsman and Assistant Craftsman.  

① scientists(the so-called brain power)

② on-site technicians, who are in charge of technical matters in the actual workplace

③ craftsmen, whose main duties are manufacturing, assembling,operating, repairing

and maintenance

•• First, the lack of coherence among the technical qualifications issued by various

government m inistries and laws 

•• Second, the criteria for national technical qualification are much too complicated

and unbalanced 

•• Th ird , the various qualifications authorized by different sources, many of them

overlapp ing in their content, are not being accorded inter-changeability

•• Fourth , the near absence of p referential treatment for certificate holders has

worked to deter the incentives of workers to  acquire technical skills

•• Fifth , due to the unorganized system of qualification, it has been im possib le to

keep technical education and vocational tra ining in line w ith the needs of the

industry

2. 2. Enactment of National Technical QualificationEnactment of National Technical Qualification

슬라이드 4 

Background(Dec. 1973)Background(Dec. 1973)

Basic PrincipleBasic Principle
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슬라이드 5 

2. Enactment of National Technical Qualification

•• First, individual skills and capabilities should be evaluated according to standard

criteria, making possible the supplying of skilled workers as well as providing a

direction for human resources development institutions.

•• Second, the qualification system must provide a link between the supply and

demand of skilled workers, facilitating the smooth flow of  labor. 

•• Fourth, qualified and skilled workers can be secured and further utilized,

contributing to increased productivity and industrial development.

•• Third, it acts as a guideline regarding employment, pay, promotion to individuals

and standards for human resources management, especially in an industrial

society.

슬라이드 6 

FunctionFunction

Establishment Direction of Qualification ItemsEstablishment Direction of Qualification Items

2. 2. Enactment of National Technical QualificationEnactment of National Technical Qualification

• At the time of the enactment of the NTQ Act, the main consideration was given to 

skills related to heavy industry, such as machinery, metal, an chemical engineering,

since the basic principle was economic development through the support of heavy

industry. 
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슬라이드 7 

3. 3. Structure of National Technical Qualification SystemStructure of National Technical Qualification System

National National 
TechnicalTechnical

QualificationQualification

Technical Technical 
GroupGroup

Service Service 
GroupGroup

ProfessionalProfessional
EngineerEngineer

EngineerEngineer

IndustrialIndustrial
EngineerEngineer

CraftsmanCraftsman

MasterMaster
CraftsmanCraftsman

BusinessBusiness
ManagementManagement

ProfessionalProfessional
BusinessBusiness

Other Other 
ServicesServices

Class IIClass II

Class IIIClass III

Class IClass I

Class IIClass II

MasterMaster
CraftsmanCraftsman

IndustrialIndustrial
EngineerEngineer

CraftsmanCraftsman

Class  IClass  I

Classification of National Technical QualificationClassification of National Technical Qualification
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99

55

11

22

1414

99

44

33

33

99

44

33

22

33

99

22

--

--

--

11

66

44

22

33

66

3030

1616

88

1111

3939

11. 11. TextilesTextiles

12. Mining12. Mining

13. Information Processing13. Information Processing

14. Land Development14. Land Development

15. Agriculture and      15. Agriculture and      

ForestryForestry

77

44

44

1010

1717

77

11

11

44

77

44

11

11

44

33

11

--

11

--

22

11

33

22

1111

44

2020

99

99

2929

3333

6. 6. CommunicationCommunication

7. 7. ShipbuildingsShipbuildings

8. Aeronautics8. Aeronautics

9. Civil Engineering9. Civil Engineering

10. Construction10. Construction

5252

1919

55

44

33

3131

1010

55

44

33

1515

77

44

44

33

1010

66

11

22

11

1010

66

55

55

33

118118

4848

2020

1919

1313

1. 1. MachineryMachinery

2. Metal2. Metal

3. Chemical Engineering3. Chemical Engineering

and Ceramicsand Ceramics

4. Electricity4. Electricity

5. Electronics5. Electronics

CraftsmanCraftsman
Industrial Industrial 
EngineerEngineer

EngineerEngineer
Master Master 

CraftsmanCraftsman
Professional Professional 

EngineerEngineerTotalTotal

GradeGrade

Occupation CategoryOccupation Category

3. 3. Structure of National Technical Qualification SystemStructure of National Technical Qualification System

((ContinuedContinued…… ))

Number of Qualification Items in Technical Group of NTQSNumber of Qualification Items in Technical Group of NTQS
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19319313113110010029299797550550TotalTotal

1414

--

1717

88

11

44

1111

11

--

--

--

11

66

11

--

3939

33

2222

21. 21. Applied IndustryApplied Industry

22. Transportation22. Transportation

23. Pottery23. Pottery

33

11

--

1414

11

55

22

11

55

44

88

22

22

55

44

--

--

--

11

--

44

11

33

77

44

2020

66

66

1919

1313

16. 16. Ocean and FisheriesOcean and Fisheries

17. Industrial Design17. Industrial Design

18. Energy18. Energy

19. Safety Management19. Safety Management

20. 20. EnviromentEnviroment

CraftsmanCraftsman
Industrial Industrial 
EngineerEngineer

EngineerEngineer
Master Master 

CraftsmanCraftsman
Professional Professional 

EngineerEngineer
TotalTotal

GradeGrade

Occupation CategoryOccupation Category

3. 3. Structure of National Technical Qualification SystemStructure of National Technical Qualification System

Number of Qualification Items in Technical Group of NTQSNumber of Qualification Items in Technical Group of NTQS

슬라이드 10 

3. 3. Structure of National Technical Qualification SystemStructure of National Technical Qualification System

2211--2 2 geupgeupElectronic CommerceElectronic Commerce

2211--2 2 geupgeupJob CounselorJob Counselor

2424TotalTotal

3311--3 3 geupgeupComputer AccountingComputer Accounting

Professional Professional 

BusinessBusiness 2211--2 2 geupgeupSocial Survey AnalystSocial Survey Analyst

3311--3 3 geupgeupComputer ApplicabilityComputer Applicability

BusinessBusiness

ManagementManagement

3311--3 3 geupgeupWord ProcessingWord Processing

3311--3 3 geupgeupKorean ShorthandKorean Shorthand

3311--3 3 geupgeupEnglish ShorthandEnglish Shorthand

3311--3 3 geupgeupSecretarial WorkSecretarial Work

NumberNumberClassClassItemItem
OccupationOccupation

categorycategory

Number of Qualification items in Service Group of NTQSNumber of Qualification items in Service Group of NTQS

•• ““geupgeup”” : stands for the meaning of : stands for the meaning of ““gradegrade”” in Koreanin Korean
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슬라이드 11 

3. 3. Structure of National Technical Qualification SystemStructure of National Technical Qualification System

Number of Qualification items in Service Group(other services) oNumber of Qualification items in Service Group(other services) of NTQSf NTQS

161611111144TotalTotal

55

BarberBarber

BeauticianBeautician

LaundryLaundry

BarberBarber

BeauticianBeautician
SanitationSanitation

1111

Korean CookingKorean Cooking

Western CookingWestern Cooking

Chinese CookingChinese Cooking

Japanese CookingJapanese Cooking

Swelfish Swelfish CookingCooking

Confectionary CookingConfectionary Cooking

PastryPastry

BartenderBartender

CookingCooking
CookingCooking

BakingBaking
FoodsFoods

NumberNumberCraftsmanCraftsman
Industrial Industrial 
EngineerEngineer

Master Master 

CraftsmanCraftsman

GradeGrade

Occupation CategoryOccupation Category
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3. 3. Structure of National Technical Qualification SystemStructure of National Technical Qualification System

Certification Criteria in NTQS according to GradeCertification Criteria in NTQS according to Grade

Whether or not the applicant has the ability to carry out skilleWhether or not the applicant has the ability to carry out skilled tasks such d tasks such 

as design, base construction, and analysis based on engineering as design, base construction, and analysis based on engineering 

knowledge.knowledge.

EngineerEngineer

Whether or not the applicant has the ability to carry out multiWhether or not the applicant has the ability to carry out multi--skill tasks skill tasks 

based on basic technical knowledge or experiencebased on basic technical knowledge or experience
Industrial EngineerIndustrial Engineer

Whether or not the applicant has the ability to carry out task mWhether or not the applicant has the ability to carry out task management anagement 

duties such as produce, manufacture, operate, repair, and inspecduties such as produce, manufacture, operate, repair, and inspectt
CraftsmanCraftsman

Whether or not the applicant has plenty of experience and skillsWhether or not the applicant has plenty of experience and skills in order to in order to 

supervise, guide other workers, carry out onsupervise, guide other workers, carry out on--site training, and act as a site training, and act as a 

link between the  management and production workerslink between the  management and production workers

Master  CraftsmanMaster  Craftsman

Whether or not the applicant has the ability to plan, research, Whether or not the applicant has the ability to plan, research, design, design, 

analyze, test, operate, construct, evaluate or guide and supervianalyze, test, operate, construct, evaluate or guide and supervise these se these 

activities based on a high level of expert knowledge and field eactivities based on a high level of expert knowledge and field experiencexperience

Professional Engineer Professional Engineer 

Certification CriteriaCertification CriteriaGradeGrade
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3. 3. Structure of National Technical Qualification SystemStructure of National Technical Qualification System

Example of Example of Certification Criteria for Business Management (Service Group)Certification Criteria for Business Management (Service Group)

Possessing intermediatePossessing intermediate--level computer skills and the ability to carry out level computer skills and the ability to carry out 

related duties with efficiency and accuracyrelated duties with efficiency and accuracy

2 2 
geupgeup

Possessing expertPossessing expert--level computer skills and the ability to carry out related level computer skills and the ability to carry out related 

duties with efficiency and accuracyduties with efficiency and accuracy

11
geupgeup

ComputerComputer

ApplicabilityApplicability

AndAnd

AccountingAccounting
Possessing beginnerPossessing beginner--level computer skills and the ability to carry out related level computer skills and the ability to carry out related 

duties with efficiency and accuracyduties with efficiency and accuracy

3 3 
geupgeup

WordWord

ProcessingProcessing

Possessing expertPossessing expert--level word processing skills and the ability to carry out level word processing skills and the ability to carry out 

related duties with efficiency and accuracyrelated duties with efficiency and accuracy

1 1 
geupgeup

Possessing intermediatePossessing intermediate--level word processing skills and the ability to carry level word processing skills and the ability to carry 

out related duties with efficiency and accuracyout related duties with efficiency and accuracy

2 2 
geupgeup

Possessing beginnerPossessing beginner--level word processing skills and the ability to carry out level word processing skills and the ability to carry out 

related duties with efficiency and accuracy related duties with efficiency and accuracy 

3 3 
geupgeup

Certification CriteriaCertification CriteriaGradeGradeNameName
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3. 3. Structure of National Technical Qualification SystemStructure of National Technical Qualification System

Eligibility for National Technical QualificationEligibility for National Technical Qualification

-- EngineerEngineer＋＋4 years4 years**

-- University graduateUniversity graduate

＋＋7 years7 years**

-- Practical Experience ;Practical Experience ;

11 years11 years

ProfessionalProfessional
EngineerEngineer

Master Master 
CraftsmanCraftsman

-- Industrial EngineerIndustrial Engineer

＋＋6 years6 years**

-- CraftsmanCraftsman＋＋8 years8 years**

-- Practical Experience ;Practical Experience ;

11 years11 years

EngineerEngineer

-- Industrial EngineerIndustrial Engineer

＋＋1 year1 year**

-- University graduateUniversity graduate

-- Practical Experience ;Practical Experience ;

4 years4 years

-- CraftsmanCraftsman＋＋1 year1 year**

-- Junior College graduate Junior College graduate 

-- Practical Experience ;Practical Experience ;

2 years2 years

Industrial Industrial 
EngineerEngineer

CraftsmanCraftsman No LimitationNo Limitation

* : * : period of practical experienceperiod of practical experience
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3. 3. Structure of National Technical Qualification SystemStructure of National Technical Qualification System

Testing Procedures for Technical GroupTesting Procedures for Technical Group

InterviewInterviewShort answers or essay Short answers or essay 
Professional Professional 

EngineerEngineer

Practical exam.+Practical exam.+

Written exam.Written exam.

Multiple choice Multiple choice 

(1 answer out of 4 choices)(1 answer out of 4 choices)

Master Master 
CraftsmanCraftsman

Practical exam.+Practical exam.+

Written exam.Written exam.

Multiple choice Multiple choice 

(1 answer out of 4 choices)(1 answer out of 4 choices)
EngineerEngineer

Practical Exam. or InterviewPractical Exam. or InterviewWritten Exam.Written Exam.

Practical exam.+Practical exam.+

Written exam.Written exam.

Multiple choice Multiple choice 

(1 answer out of 4 choices)(1 answer out of 4 choices)

Industrial Industrial 
EngineerEngineer

Practical exam.Practical exam.
Multiple choice Multiple choice 

(1 answer out of 4 choices)(1 answer out of 4 choices)
CraftsmanCraftsman

Testing ProcedureTesting ProcedureQualification Qualification 
TypeType

슬라이드 16 

3. 3. Structure of National Technical Qualification SystemStructure of National Technical Qualification System

Testing Procedures of Business Management Field(Service Group)Testing Procedures of Business Management Field(Service Group)

Testing ProcedureTesting ProcedureQualification itemQualification item

Written exam. Written exam. →→ Practical exam.Practical exam.Job counselorJob counselor

Written exam. Written exam. →→ Practical exam.Practical exam.Computer accountingComputer accounting

Written exam. Written exam. →→ Practical exam.Practical exam.Social survey marketSocial survey market

Written exam. Written exam. →→ Practical exam.Practical exam.Electric commerceElectric commerce

Written exam. Written exam. →→ Practical exam.Practical exam.SecretarySecretary

Written exam. Written exam. →→ Practical exam.Practical exam.Word ProcessingWord Processing

Practical exam.Practical exam.ShorthandShorthand

Written exam. Written exam. →→ Practical exam.Practical exam.Computer applicabilityComputer applicability
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4. 4. Administration of CertificationAdministration of Certification

Operating System of NTQSOperating System of NTQS

Ministry of Labor  Ministry of Labor  

Overall Management of Qualification SystemOverall Management of Qualification System

-- Operation of NTQS Review CommissionOperation of NTQS Review Commission
-- Making Plans for administration ofMaking Plans for administration of

qualification exam.qualification exam.
-- Administration of laws and qualificationAdministration of laws and qualification

systemsystem

15 15 Ministries in Government Ministries in Government 

Utilization of Qualification AcquirersUtilization of Qualification Acquirers

-- Application of qualification Application of qualification -- related lawsrelated laws
-- Implementation of disciplinary actionImplementation of disciplinary action

(for example, the cancellation of (for example, the cancellation of 
qualification)qualification)

Administrative InstitutionAdministrative Institution
(HRD Korea, KCCI)(HRD Korea, KCCI)

Implementation and Administration Implementation and Administration 
of Qualification Testingof Qualification Testing

-- Formulation of Exam. QuestionFormulation of Exam. Question
-- Implementation of examsImplementation of exams
-- Registration and its maintenanceRegistration and its maintenance

 
슬라이드 18 

4. 4. Administration of CertificationAdministration of Certification

The Ministry of Labor is the main authority that deals with the The Ministry of Labor is the main authority that deals with the NTQS and directs policy NTQS and directs policy 

regarding its operation and adjustments among various authoritieregarding its operation and adjustments among various authoritiess. . 

• creating and abolishing qualification categories and exam. subjects,deciding on the

application requirements,

• deciding on various standards, such as certification fees

• confirming administration plans of the qualification exams

• operating and finding ways to improve the NTQS, such as promoting preferential 

treatment for certificate holders, improving the qualification administration system.

 

Function on the Ministry of Function on the Ministry of LabourLabour
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4. 4. Administration of CertificationAdministration of Certification

Implementation Flowchart of TestingImplementation Flowchart of Testing

Planning of qualification exam. (Authorized by Minister of Planning of qualification exam. (Authorized by Minister of LabourLabour))

Public announcementPublic announcement

Distribution and collection of exam. applicationsDistribution and collection of exam. applications

Formulation of exam.questionsFormulation of exam.questions

Printing of exam. questionsPrinting of exam. questions

Written testWritten test

Securing exam. venueSecuring exam. venue

Appointment of exam. Appointment of exam. 
supervisorssupervisors

Exam.Exam.

GradingGrading

Announcement of Announcement of 
qualifiersqualifiers

Practical testPractical test

Securing exam.venueSecuring exam.venue

Registration of practical Registration of practical 
exam. applicantsexam. applicants

Appointment of exam.Appointment of exam.
supervisorssupervisors

Purchase of material Purchase of material 
necessary for certificationnecessary for certification

Exam.Exam.

GradingGrading

Announcement of qualifiersAnnouncement of qualifiers

RegistrationRegistration

RegistrationRegistration

Item BankItem Bank
(Excluding Professional (Excluding Professional 

Engineer)Engineer)
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15.5815.58594,205594,2053,812,9633,812,963EngineerEngineer

23.3223.324,7754,77520,48020,480Master craftsmanMaster craftsman

14.0814.08727,519727,5195,166,8765,166,876Industrial engineerIndustrial engineer

11.0311.0321,77921,779197,407197,407
Professional Professional 

engineerengineer

17.3317.335,905,6985,905,69829,339,55929,339,559TotalTotal

22.6322.634,557,4204,557,42020,141,83320,141,833CraftsmanCraftsman

Average pass rate(%)Average pass rate(%)No. Of successful candidate(persons)No. Of successful candidate(persons)No. of candidate(persons)No. of candidate(persons)Qualification gradeQualification grade

5. 5. Analysis on Test Results of National Technical QualificationAnalysis on Test Results of National Technical Qualification

Total Number of Candidate and Successful Candidate, and Average Total Number of Candidate and Successful Candidate, and Average Pass RatePass Rate

According to National Qualification Grade from 1974 to 2000According to National Qualification Grade from 1974 to 2000
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((ContinuedContinued…… ))

5. 5. Analysis on Test Results of National Technical QualificationAnalysis on Test Results of National Technical Qualification

Total Number of Candidate and Successful Candidate according to Total Number of Candidate and Successful Candidate according to Occupational Field from 1974 to 2000Occupational Field from 1974 to 2000

49.52%12.84%16.51%50.00%43.32%71,50810,4656,5553506144,41481,47739,70661,168
Agriculture & 

forestry

37.71%15.18%14.44%-13.22%20,06120,48020,025-673503,203134,899138,697-5,090
Land 

development

58.60%23.67%24.48%-34.80%7,7723,2202,368-7913,26313,6059,675-227Ocean & fishing

13.86%13.96%18.30%-11.41%241,923102,73385,346-5481,745,750736,142446,453-4,801
Information 
processing

22.54%10.34%9.32%100.00%22.46%33,7112,1883,1442168149,58821,15233,7242748Mining resource

11.15%12.08%12.62%-21.74%18,9071,015116-5169,5538,404919-23
Industrial 
design

49.39%21.59%15.27%68.97%36.36%35,1112,347481206471,09510,8693,15029176Textile

29.67%11.48%13.31%23.21%9.52%192,75852,90973,293395,889649,715461,020550,73616861,829Architecture

24.69%13.09%16.77%-9.72%110,38626,26461,169-6,833447,103200,633364,821-70,292
Civil 

engineering

24.73%7.82%19.56%3.23%43.59%30,932679408134125,0838,6842,0863178Aviation

46.25%15.65%17.40%-43.12%6,585605687-14114,2373,8653,948-327Shipbuilding

27.54%13.75%12.65%11.11%9.78%540,09572,05019,18992861,960,923524,056151,746812,923Communication

27.89%13.25%15.28%15.72%16.78%376,54612,5915,3891191211,350,18695,04435,265757721Electronics

27.19%11.72%14.09%25.72%6.40%3,303,24177,35169,0694768111,115,258660,183490,1511,85112,680Eletricity

19.59%17.80%13.05%22.13%26.81%149,3955,0404,18754426762,49828,31232,0862441,589
Cheical 

engineering and 
ceramics

25.26%15.39%19.84%27.49%30.86%83,27910,05511,49730930266329,64865,34257,9451,124862Metal

21.93%16.42%15.21%24.86%16.73%1,449,917155,82341,7073,2951,8106,612,915949,010274,15313,25410,818machinery

CraftsmanIndustrial 
engineerEngineerMaster 

craftsman
Professiona
l engineerCrafts-manIndstrial

engineerEngineerMaster 
craftsman

Professional 
EngineerCraftsmanIndustrial 

engineerEngineer
Master

Craftsman
Professional
Eengineer

Pass rateNo. of successful candidate(persons)No. of candidate(persons)
Occupation 

field
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5. 5. Analysis on Test Results of National Technical QualificationAnalysis on Test Results of National Technical Qualification

Total Number of Candidate and Successful Candidate according to Total Number of Candidate and Successful Candidate according to Occupational Field from 1974 to 2000Occupational Field from 1974 to 2000

22.63%14.08%15.58%23.32%11.03%4,557,420727,519
594,20

5
4,77521,77920,141,8335,166,8763,812,96320,480197,407Total

19.70%9.22%-10.15%-21,18738-48-107,525412-473-Sanitation

23.48%6.72%-9.44%-689,401276-152-2,936,5724,108-1,611-Foods

33.33%24.57%-10.40%-48,313789-13-144,9393,211-125-Pottery

-1.43%11.79%-16.38-41,253-219-28010,625-1.337Transportation

12.08%18.01%20.82%-25.3371,72322,65323,120-685593,679125,787111,057-12.704
Applied 
industry

23.19%15.62%13.73%-10.629,52044,85537,165-56241,044287,142270,589-5.290Enviroment

7.48%13.97%16.58%32.46%9.9845,149102,504
119,28

3
2351,252603,642733,590719,55372412.544

Safety 
management

-6.06%19.08%-33.98-5858,754-401-9,64945,879-1.180Energy

Craftsman
Industrial 
engineerEngineer

Master 
craftsman

Pro-
fessional
engineer

Craftsman
Industrial 
engineerEngineer

Master 
Crafts-

man

Pro-
fessional
Engineer

Craftsman
Industrial 
engineerEngineer

Master
Craftsman

Professional
Eengineer

Pass rateNo. of successful candidate(persons)No. of candidate(persons)
Occupation 

field
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6. 6. Credit Bank System for Holders of National Technical QualificatiCredit Bank System for Holders of National Technical Qualificationon

1. Background and Outline

• Credit bank system is one of the ways to fulfill the desires of people who   pursue 

lifelong education.

• In a credit bank system, credits obtained through earning certificates recognized by the

government. 

• The credits secured via these channels also can be accumulated for an academic 

credential and a diploma.

•• The credit bank system was stipulated in「the Act on the Recognition of Credits」

, established in 1998.

 

Credit bank systemCredit bank system
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6. 6. Credit Bank System for Holders of National Technical QualificatiCredit Bank System for Holders of National Technical Qualificationon

2. 2. Credit Recognition for Technical GroupCredit Recognition for Technical Group

• Professional Engineers are given 45 credits..

• Master Craftsmen are given 39 credits.

• Engineers (formerly Class I Engineers) are given 30 credits.

• Industrial Engineers (formerly Class II Engineers, Multi-skilled   Engineers, Class I 

Craftsmen) are given 24 credits.

3. 3. Credit Recognition for Service GroupCredit Recognition for Service Group

• Level 1 Word Processing is given 12 credits.

• Level 2 Secretarial Work is given 4 credits.
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6. 6. Credit Bank System for Holders of National Technical QualificatiCredit Bank System for Holders of National Technical Qualificationon

Number of Degrees Awarded by Credit BankNumber of Degrees Awarded by Credit Bank

650650

539539

111111

2000. 2.2000. 2.

6,2966,2963,5133,5131,7291,7293703703434TotalTotal

3,6133,6132,5712,57126726722722799TwoTwo--years associate Bacheloryears associate Bachelor’’s degrees degree

2,6832,6839429421,4621,4621431432525BachelorBachelor’’s Degrees Degree

TotalTotal2001. 8.2001. 8.2001. 1.2001. 1.2000. 8.2000. 8.1999. 8.1999. 8.

Source : Korean Educational Development Institution(2001). internal data
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7. 7. Authorization of Private Qualification by the GovernmentAuthorization of Private Qualification by the Government

• Private qualification refers to a system of qualification administered and operated by the

private sector, including non-governmental private organizations and individuals.

• In order to activate the private qualification system, the Korean government enacted the

「Basic Qualification Act」on March 27, 1997. 

• The task of evaluating applications of private qualifications for government authorization 

which started in full-scale in 1999 was undertaken by the Korea Research Institute of 

Vocational Education and Training(KRIVET). 

 

Definition of Private QualificationDefinition of Private Qualification

National Authorization System of Private QualificationNational Authorization System of Private Qualification
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7. 7. Authorization of Private Qualification by the GovernmentAuthorization of Private Qualification by the Government

• First, an individual must have the appropriate skills that are in accordance with the

fundamental directives of the qualification system as layed out in「Basic Qualification

Act」

• Second, a person must also have had three or more qualification credentials that have 

been in effect for at least one year to this date. 

• Third, Certificates from those private qualification applicants with the organized operations

in the considerable level are recognized. 

• Fourth, In the case of the presence of a similar national qualification, the certification 

standards, subjects, and eligibility of the private qualification must be identical or at a

similar level to those of the national qualification.

 

National Authorization Standards for Private Qualification

Preferential Treatment for Workers with Authorized Private Qualification

Execution Results of Authorization on Private Qualification 
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7. 7. Authorization of Private Qualification by the GovernmentAuthorization of Private Qualification by the Government

• As provided for by the law stipulating the details of national qualification, workers  with 

authorized private certificate are to receive the same treatment as workers  with national

one. 

• 7 ministries had authorized 28 qualification items of about more 200 items of  private 

qualification in 2000. 

• Government had put the expiry date to all authorized private qualification in the range of

2∼5 years. Each authorized private institute being like to extend expiry date should take the

recertification within these date.

• In 2002 government is in the process of examining more 200 private qualification  items 

which want to get authorization from government. At the end of 2002 government is going

to issue the certificate of authorization to private qualification institute which can satisfy the 

criteria for the authorization of private qualification institute.   

• As of Feb. 2002, up to 35 private qualification in 8 categories received government 

recognition

 

 - 130 -



슬라이드 29 

8. 8. APEC EngineerAPEC Engineer

• Under the leadership of the IEAust(Institute of Engineers, Australia), APEC HRDWG is 

working on measures to mutually recognize engineers of the APEC member countries. 

•• 'The APEC Engineer project' dates back to May 1996 when the 1st APEC HRD Steering 

Committee was held in Sydney.

• As of October 2001, formal members of the APEC Engineer Coordination Committee are 

10 in total including Korea, Australia, Japan, Canada, Hong Kong, Malaysia, U.S., Indonesia,

the Philippines, and Thailand. 

• The current scope of the APEC Engineer Project covers 11 engineering disciplines such as

civil, structure, geotechnical, electrical, mechanical, environmental, mining, industrial, 

chemical, information technology, and biotechnology. The scope is expected to expand to 

cover more engineering disciplines.

 

BackgroundBackground

Criteria for APEC EngineerCriteria for APEC Engineer
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8. 8. APEC EngineerAPEC Engineer

According to the SEA(Substantial Equivalence Agreement), engineeAccording to the SEA(Substantial Equivalence Agreement), engineers who have finished thers who have finished the

registration can start their practice in any country within APECregistration can start their practice in any country within APEC. The following is the detailed . The following is the detailed 

qualifications to be registered as "APEC Engineer".qualifications to be registered as "APEC Engineer".

• First, the candidate should be a graduate of educational courses in engineering at 

recognized programs. 

• Second, the candidate should prove he has enough field experience to work independently 

• Third, the candidate should have at least 7 years of field experience after college

graduation 

• Fourth, the candidate should have at least 2 years of working in responsible engineering 

positions out of 7 years.

• Fifth, the candidate should have been receiving quality training for continuing professional 

development. 
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8. 8. APEC EngineerAPEC Engineer

Activity by/through independent Activity by/through independent Authorised Authorised 
Body for APEC Engineer RegisterBody for APEC Engineer Register

Accreditation/Recognition of Engineer Accreditation/Recognition of Engineer 
programprogram

Qualifying Experience Individual Qualifying Experience Individual 
Assessments Established by Home Assessments Established by Home 

EconomyEconomy

Individual AssessmentsIndividual Assessments

Individual AssessmentsIndividual Assessments

Assessment of Continued Practice and Assessment of Continued Practice and 
Continuing Professional EducationContinuing Professional Education

Mutual Recognition of Engineering Mutual Recognition of Engineering 
Education and Advanced Level ExperienceEducation and Advanced Level Experience

APEC Engineer Registry(Monitoring APEC Engineer Registry(Monitoring 
Committee, Independent Committee, Independent Authorised Authorised 

Designated Professional Body)Designated Professional Body)

Completed an Accredited/Completed an Accredited/Recognised Recognised 
Engineering ProgramEngineering Program

Eligible for Independent practiceEligible for Independent practice

Total of at least 7 years practical Total of at least 7 years practical 
experience since graduationexperience since graduation

2 2 years years Resposible Resposible Charge of Significant Charge of Significant 
Engineering Work(in the course of 7 yrs Engineering Work(in the course of 7 yrs 

practical experience)practical experience)

Continuing Professional Development at Continuing Professional Development at 
Satisfactory LevelSatisfactory Level

APEC EngineerAPEC Engineer

Secondary Education Diploma

 

Substantial Equivalence Framework(SEF)Substantial Equivalence Framework(SEF)

Mutual Exemption AgreementMutual Exemption Agreement
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8. 8. APEC EngineerAPEC Engineer

• Once the SEA gets settled down, it would be necessary to establish the MEA(Mutual 

Exemption Agreement). 

• As the MEA is more related to the actual practice by engineers in the foreign countries, 

the MEA will require tedious negotiations and compromises among member countries. 

• At the moment, in principle, Australia and Singapore agreed to allow APEC Engineers to 

practice in their territories by signing the Free Trade Agreement. 

• In addition, Australia and Japan are engaged in the discussion on the bilateral agreement

in civil and structure engineering. 

• Likewise, Korea has already started discussion on the bilateral agreement with Japan in civil

and structure engineering. 
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8. 8. APEC EngineerAPEC Engineer

Adjustments As Required by Adjustments As Required by 
Host JurisdictionHost Jurisdiction

Code knowledgeCode knowledge

Law/Ethics of JurisdictionLaw/Ethics of Jurisdiction

Customs & PracticesCustoms & Practices

Liability ProtectionLiability Protection

Host Jurisdiction Permit Host Jurisdiction Permit 
to Practiceto Practice

(Sponsored)(Sponsored)

Host Jurisdiction Permit Host Jurisdiction Permit 
(License) to Practice(License) to Practice

(Independent)(Independent)

APEC Engineer

 

Mutual Equivalence Framework(MEF)Mutual Equivalence Framework(MEF)

Results on Selection of APEC EngineerResults on Selection of APEC Engineer
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8. 8. APEC EngineerAPEC Engineer

• Korea had established Korea APEC Engineer Monitoring Committee and APEC Engineer

Register. These organizations are essential to conducting works in relation to the APEC

Engineer. 

• As of October 2001, the number of APEC Engineer registration in Korea have reached to 

146 persons already.

• In the near future, 828 persons will be qualified as APEC Engineer as soon as completing  

「Continuing Professional Development(CPD) 」 which is required by APEC Coordinating 

Committee mandatorily in order to become APEC Engineer in each member economy. 
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8. 8. APEC EngineerAPEC Engineer

• In the future, mutual recognition of professional engineers is expected to accelerate within

the frameworks of the WTO and the GATS. Korean government has pursued a policy of

active participation in the APEC.

• For Korea, export industry is essential for its survival and is the only solution through which 

we can cope with economic difficulties. In order to export goods and plants that are 

globally competitive and to maintain a stable level in winning overseas construction

projects, it is critical to ensure globally recognized qualifications of the Korean engineers.  

• In this context, it is necessary to develop a national skill standard system enacting the skill

standard. 

• Once the system is established, it is also necessary to upgrade requirements for the 

examination as well as the contents, levels, and forms of the qualification examination to 

those of the advanced countries. 

• In addition, it is important to improve the quality of engineering education in Korea to the 

world class through more accreditation. For this purpose, it is necessary to accelerate 

some of the activities that have already started in a very systematic way.  

 

Future DirectionsFuture Directions

Mutual Recognition of IT Qualifications between Korea and Japan Mutual Recognition of IT Qualifications between Korea and Japan 
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9. 9. IT QualificationIT Qualification

• In September 2000, the two leaders of Korea and Japan adopted a "Declaration on IT

Cooperation Initiative," in which they agreed on 8 agenda including cooperations on 

e-commerce and exchange of IT manpower. 

• As of July 2001, based on one of the 8 cooperation agenda, "Cooperation on Promoting IT 

Manpower Exchange," the two countries are working on measures to mutually recognize 

IT qualifications. 

• In April 2001, the Korean delegation visited the JITEC(Japan Information Technology 

Engineers Examination Center), a prime organization administering national IT examinations,

and had working-level discussions with its Japanese counterparts on how to pursue mutual

recognition of IT qualifications. 
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9. 9. IT QualificationIT Qualification

• First, it is the first event in the history of Korea that Korea's national qualifications are 

officially recognized based on the mutual recognition agreement. 

• Second, given that this agreement is with Japan, one of the most advanced countries, 

the contents of the agreement will positively affect agreements on mutual recognition of 

qualifications Korea will sign in the future. 

• Third, the mutual recognition of qualifications with Japan, who has already restructured 

its IT qualifications system and standards to be aligned with the internal standards, 

will provide an opportunity for Korea to better position its national qualifications system 

in the international society and to even export its qualification system to the third world 

countries. 

• Fourth, it will lay the foundation for the proper treatment of the Korean IT engineers when

they are exported. On the other hand, it will also help Korea develop national standards 

that can attract foreign talents who can support Korea's development of the high tech

industries. 

 

The Significance on Mutual Recognition of IT Qualifications betwThe Significance on Mutual Recognition of IT Qualifications between Korea and Japaneen Korea and Japan
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10. 10. Current Focuses on National Qualification SystemCurrent Focuses on National Qualification System

• Delegating the authority for implementation of national technical qualification to private 

institutes

1. 1. Reforming national qualification systemReforming national qualification system

• Integrating and modifying technical qualification items based on demands of industries

• Developing new qualification items, especially in the area of ICT industry

2. Activating private qualification market

• Expanding the authorization of a private qualifications

• Supporting a in-firm qualification system by the Ministry of Labor

• Integrating between technical qualifications and academic degrees
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3. 3. Strengthening linkage between vocational education  Strengthening linkage between vocational education  

& training and qualification system& training and qualification system

• Improving compatibility of the separated national standard such as vocational

education curriculum, training standards, and qualification exam, criteria

• Developing national skill (competency) standards based on the long-term project

4. 4. Recognizing assessment results on competencesRecognizing assessment results on competences

• Expanding a credit bank system to certificate holders of national qualification of

non-technical categories

• Planning the accreditation & recognition of key skills

• Recognizing an apprenticeship as an academic career, especially in the area of

traditional arts and culture

10. 10. Current Focuses on National Qualification SystemCurrent Focuses on National Qualification System
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5. 5. Strengthening international transferabilityStrengthening international transferability

• Participating APEC Engineer Project in 11 disciplines

• Preparing mutual recognition with Asian countries in the field of ICT industry, etc

10. 10. Current Focuses on National Qualification SystemCurrent Focuses on National Qualification System

 

 - 136 -



슬라이드 41 

11. 11. Further ConsiderationsFurther Considerations

1. 1. Definitions of QualificationDefinitions of Qualification

• The requirements for an individual to enter, or progress within an occupation and/or 

• An official record(certificate, diploma) of achievement which recognizes successful

completion of education and training, or satisfactory performance in a test or examination

2. 2. Definition of CertificationDefinition of Certification

• The process of issuing certificates or diplomas which formally recognize the

achievements of an individual

• To empower qualification holders to conduct their roles
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11. 11. Further ConsiderationsFurther Considerations

4. 4. Definitions of Vocational QualificationDefinitions of Vocational Qualification

• Qualifications directly connecting to select jobs and giving impacts to increase salary

and promote etc. in workplace 

• To be influenced by assessment and evaluation systems

3. 3. Interrelationships of Qualification SystemInterrelationships of Qualification System

• To link countries’ historical, economic and industrial development, their culture and

education and training systems

• To be bridge to link between education and training system and labour market through

screening whether people have capabilities or not, based on standard
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11. 11. Further ConsiderationsFurther Considerations

5. 5. FirmsFirms’’ Position on Vocational QualificationPosition on Vocational Qualification

• They are not only consumers of vocational qualifications produced elsewhere  but also

sites for the  production of knowledge, Know-How and developments of learning

situations

• Vocational qualification must correspond to their current needs and these requirements

are likely to be changing rapidly as results of new technologies
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6. 6. Difficulties of Assessment  based on workplace skillsDifficulties of Assessment  based on workplace skills

• Where assessment is based on skills and knowledge acquired in education and training

institutes, quality assurance and the maintenance of standard over time is easier to manage

• Where some or all assessment is based on learning taking place on the jobs, relevance

with workplace skills is easier to achieve but there is inevitably some loss of reliability on

results of assessment, and quality assurance is more difficult and costly

• It is important to make realistic balance between relevant workplace skills on the one

hand, and reliability and adequate quality assurance of assessment on the other

11. 11. Further ConsiderationsFurther Considerations
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11. 11. Further ConsiderationsFurther Considerations

7. 7. Educational and Training institutesEducational and Training institutes’’ Position on Vocational QualificationPosition on Vocational Qualification

• They have concentrated on providing transferable general skills instead of workplace

specific skills under considerations that specific skills are difficult to reconcile with the

requirements for the preparation of young people to seek jobs

• They are likely to have autonomy to give certificates to their students based on their

achievements in education and training institutes
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8. 8. Paradox of Vocational QualificationParadox of Vocational Qualification

• Recognition on capabilities of vocational certificate holders 

- Encouragement on lifelong learning

- Facilitation on seeking jobs or transformation from one jobs to another

• Discrimination between people of whether they success to get vocational certificates or 

not

- Discouragement on lifelong learning

- Hindrance on seeking jobs or transforming from one jobs to another

11. 11. Further ConsiderationsFurther Considerations
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9. 9. Ways of Assessment and Learning to Harmonize with lifelong learnWays of Assessment and Learning to Harmonize with lifelong learninging

• Vocational Qualification based on the assessment of : 

- Candidates’ potential at present, not past knowledge, skills and competence

- Process-related knowledge, skills and competence(for example, learning to learn and 

take risks, and developing problem-solving skills, etc.) rather than contents-related 

ones because skills will change more quickly than in the past, people at all levels will

need to be adaptable and open to change

• Forms of learning and assessment accompanied by acquiring vocational certificates

should mainly adapt the self-directed learning and self-assessment method to encourage

lifelong learning. Assessment, in this context, has roles not to frustrate but to facilitate

lifelong learning. Certainly assessment should rely on national standard.

11. 11. Further ConsiderationsFurther Considerations
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10. 10. Future Roles of Vocational Qualification SystemFuture Roles of Vocational Qualification System

• Vocational Qualifications need to be built into ladders of occupational as well as

educational progression. This means that dental mechanics could become dentists, and

legal and accounting clerks could become lawyers and accounts

• To do these roles, vocational qualification system should be design to motivate young

people by making learning and assessment activities more like real work and less

like school 

• Vocational Qualification system, in this context, should have characteristics, showing

vertical relevance in each job and horizontal consistency on the level of carrying out

duties in various jobs

11. 11. Further ConsiderationsFurther Considerations
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11. 11. Recognition of NonRecognition of Non--formal Learning in terms of  Vocational Qualificationformal Learning in terms of  Vocational Qualification

• The results of learning processes, what we call competences, are partly tacit and

personal knowledge in their character. Competitiveness of companies and nations heavily

relies on intangible knowledge, skills and competences of individuals

• In some case people are not even aware of being in possession of a competence. This is

highly relevant to the task of identification, assessment  and recognition of non-formal

learning

• It is difficult to verbalize and delimit the single steps or rules intrinsic to a certain

competence

* The term of non-formal learning encompasses informal learning which can be described 
as unplanned learning in work situations and elsewhere, but also includes planned and 
explicit approaches to learning introduced in work organizations and elsewhere, not 
recognized within the formal education and training system

11. 11. Further ConsiderationsFurther Considerations
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