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Abstract The purpose of this study is to derive obstacle factors to 'high value vocational training' and to suggest
development strategies. The training aims to solve the quantitative and qualitative problems of female employment
by providing professional training in high value areas such as ICT, SW and knowledge service. To verify the training
to meet these objectives, 48 processes operated in 2018 were analyzed and field monitoring was conducted. As a
result of the analysis, problems were identified and improvements were derived in terms of learners management,
training course design, field practice operation, and performance evaluation. Based on these results, researchers
suggested four ways to develop high value vocational training. First, select learners based on combined talent and
second, strengthen the project of linking enterprises and structured field practices. Third, establish a performance
evaluation system of its own and manage performance and fourth, expand support for excellent training courses and
provide consulting for course development. The results of this study are expected to be used as a reference for
establishing policies for high value occupational training. In the future, quantitative research should be conducted
to clarify the performance and problems.
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Table 1. Training Type (%)
General course 229
Professional skills acquisition course 56.3
Enterprise customized course 6.3
Entrepreneurship course 10.4
etc 42
Z FTAATERE Fd BTACZ Ha 10041l A
Hof 436AH 02 FAHNCH, AZF AL HEAe
164217, EEX—HE T4 B AFsE 9817 A%
& 16~ 2 YEFGTHTable 2 #31). o] 23 AFS
A= EEE}E THH @A Fol AA FHe
R1%5 AAFTHE HellA 7]E AQER xpdsty
= 548 Rk
Table 2. Total training time and composition
(hours)
Vocational
Major courses | Project Lessons| Field practice Foundation
Course
164 48 39 16
3.2.2 ShAt A
sk 2u AAES B3 2000 1010, 214
AE A2 179 A 17138 22 FddAel utet 3
A AdEge] 2 &Fo]7h itk A= = Table 3114
B vk} o] 20u)7F 36.8% = 71 ko n&dd
Holl A AoJah= Q07364 S ol & 476%°] AT
Table 3. Learner’s age (%)

20725 | 25730 | 30735 | 35740 | 40745 | 45750 50~

2 vehgon, ¥ Adas 4% T e
389%, FAHARE 201%E Yebstth T4 H A vl
20%7F dE ol tiEhs 2t 293 4dFY ol
718 dEoR RAE. S AT 2 AR ¥
Hpg ool ABAdE BA% A3 Table 49F 2th
Table 4. Major and Career (%)
. Related Unrelated
Major
48.3% 51.7%
Career Experienced Inexperienced
% 59%

3.2.3 ALFIPZEA] A Fe tigh Q1A o =L}

Table 5014 Henkel o] Fy7|do] uFI17HA|
AFE AT o] FE AA ¢ sk a7 SV
S%=E 7P =91, ‘FHr|He] 9% 3= 224%,
AL R Y AR A s e 134%E e
& E A3 4 7)ol disixe AFgA 2 g
FA] N L Hok Yol 435%% 71 = YEhkom,
ek 7k 232%, AQE Fol 174%

glom, 34718 e vl el
e S0 666 H9E9 Al s
Pt 01‘:. Ae A
1233 QT Fe7)e] URel )
4 A7), £)el e AT 7E A= Table 63 2tk

Table 6. Ability to design and operate training
(%)

Course design Course operation
17 18.8 1.8 11.2 189 139 6.8 Very low 0 0
Low 0 2.8
_ Neutral 16.7 16.7
St A 4 A FARok] AP B4 i 7 604
A3} A2k H)&-L 483%, Bl FAFe] H|E-S 51.7% Very high 167 114
Table 5. Reason & Benefit (%)
Training background Benefit
Increased demands of industry and learners 448 Increased satisfactions of industry and learners 435
Strengthening the capacity of training org. 24 Strengthening the capacity of training org. 232
Excellent instructors through budget support 134 Improving employment rate 174
etc 194 etc 159
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Table 8. GAP analysis of high—value occupational training

As is Problem To be
® In case of difficulty in | @ Difficulty in finding a job in lack of | ® Find out the job competency required for a
recruitment,  learners  are basic skills job
Leamer selected by focusing on | ® inefficiency in training operaton | ® Establish a  system of selection for
recruitment and attitudes rather than due to too much effort to manage leamers who have the knowledge, skils,
selection knowledge or skills learners for preventing drop-out attitudes or potential to be able to match
their job
® Design the curriculum by an | ® Not including the essential content | ® Designs and operates training courses by
external instructor of education in the curriculum actively reflecting industrial demands
) ® Not conducting a needs | ® Reducing the satisfaction of the | ® Company customized and long-term
Design of analysis, or conducting in a industry due to design of in-depth training to suit the purpose of high
training perfunctory manner curriculum  that are far from the value job training
course ® Not reflecting needs analysis site’s demands ® Benchmark training design standards, such
results in the training course as NCS, for systematic design of
design curriculum
o Difficulty in finding field | ® Learners are burdened with field | ® Maintain 10% or more of the total program
practice sites practice and express complaints as field practice and project classes
® |ncorrectly  conducted by after the practice ® FEstablish a field practice process and
Field practice leaving field practice to other | ® Decrease in leamners satisfaction have sufficient discussion and consensus
training agency and wilingness to get a job by participating practice agency from the
® Lack of control over field planning stage
practice management
® The burden of getting a | ® Without a performance evaluation, | ® Performance evaluation based on the
performance appraisal  with it is difficult to achieve results employment rate  of full-time and
the completion rate and high-income freelancers
related employment rate ® Maximize performance and enhance
Performance professionalism by  establishing  the
Management performance management system of the
training institute itself
® Reliable business support for  high
performing institutes
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