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Introduction

This report provides background on Mitsubishi Motors Australia Ltd., the Vehicle Industry Certificate and the Onkaparinga Consultancy Service. This is to give the reader an overview of the context in which language and literacy support was provided for vocational training at Mitsubishi Motors.

Overall the strategies and methodologies used to integrate language and literacy support with the Mitsubishi Vehicles Industry Certificate were considered successful by the company over the four years of delivery to existing employees.

The Vehicle Industry Certificate

The Vehicle Industry Certificate (VIC) is a nationally developed certificate for production workers, initially accredited in 1990. It was jointly developed between vehicle manufacturers (Mitsubishi, Ford, Holden, and Toyota), TAFE and the AMWU-Vehicle division.

The VIC is designed to achieve Australian Standards Framework (AQF) Levels 1-2. The VIC has a nominal 400 hours of training. Training is divided across three areas:

· Skills (200 hours)

· Core knowledge (140 hours)

· Elective knowledge (60 hours)

The Knowledge modules of the Mitsubishi VIC are:

· Quality

· Safety

· Cost

· Delivery

· Employee Relations/Teamwork

· Computing

· Problem Solving

This research project focuses on the language, literacy and numeracy support integrated with the delivery of the VIC knowledge sessions.

Mitsubishi Motors Australia Limited

Mitsubishi Motors Australia Limited (MMAL) is a major vehicle manufacturer situated in South Australia. MMAL has two plants. The Tonsley Park site includes the Assembly Plant which incorporates Body Build, Paint Shop, Trim and Chassis Areas, Stamping and Hardware Areas, Parts and Accessories, Shipping and Service Areas and the Tool Room. The Lonsdale site includes the Lonsdale Iron Foundry, Aluminium Diecasting Plant, Machine Shop, Engine Assembly Plant and Engine Development & Testing Laboratories.

Approximately 2600 production workers were enrolled in the VIC knowledge program across the two plants.

A pilot program was undertaken using VIC modules as a basis, and focussing on developing language and literacy through the training. Following this, Maths and Communications classes were conducted to provide language, literacy and numeracy skills the employees would need in the future VIC classes.

VIC training began in 1994. After a Training Needs Analysis was completed approximately 200 production workers joined VIC classes with educational support in language, literacy and numeracy in order to acquire further vocational knowledge in the VIC classes.

All sessions with the Language and Literacy Program were conducted by language and literacy practitioners from the Onkaparinga Consultancy Service.

Initially a block of 10-20 hours training, incorporating three mandatory safety lessons, was implemented. This was the starting point in the VIC training program in which participants in the Language and Literacy Program were given the time to develop language, literacy and numeracy skills and the confidence to take part in further VIC training.

Next the VIC sessions were delivered in modified form. These sessions met the same learning outcomes as the general MMAL VIC training, but were modified to address learning needs of program participants.

Some employees needed a still stronger support and emphasis in language and literacy and arrangements were made for these trainees to move more gradually through sessions.

Onkaparinga Consultancy Service

Onkaparinga Consultancy Service (OCS) is an arm of the Onkaparinga Institute of Training and Further Education (TAFE). This Service is made up of lecturers and consultants drawn from different program areas within the Institute. The Service has successfully managed and implemented a series of industry based training projects in its six year history from 1991. Several lecturers in OCS customised the generic VIC modules to meet MMAL production needs. The lecturers who integrated language, literacy and numeracy support with the VIC, modified the sessions according to the needs of the people in each group.

Rationale for the project

When any group of educators work on an industry project they take into consideration the industry, the employers, the learners, and their own skills and resources. This inevitably results in a program designed for quite specific contexts. The teachers working across the MMAL in the VIC were no different.

These teachers had regular meetings throughout the project. Strategies and methodologies were discussed in the early stages, but not collated. Meetings soon covered a broader range of subjects as the MMAL project expanded, and this information was not documented. The aim of this project was to pull together the strategies and processes educators found useful in delivering the VIC in this context.

This research is likely to be of interest to Onkaparinga educators working with the VIC in MMAL and in other companies, and to literacy and language teachers elsewhere who are interested in integrating support with vocational training. The information may be useful for other companies in the Vehicles Industry and for Mechanical Engineering and other programs within TAFE as well as for other training providers.

The Research Process

Fifteen (15) OCS lecturers who had taught VIC classes in the language and literacy program were invited to take part in the research process by providing information during a guided interview or group meeting.

Nine (9) people took part in 30-45 minute guided interviews, individually or with one other person. They spoke to Jane Bennett in an OCS meeting room. The information was summarised on paper, then each participant added or modified the information to clarify the meaning where necessary.

The participants were all teachers in the program. Some teachers had developed the customised VIC for MMAL.

The two questions in the guided interview were:

· Which were the most successful strategies and methodologies you used in the VIC classes you conducted? and

· What were the most positive outcomes for the employees?

Strategies

The term “strategies” is taken here to mean parts of a plan for success which include activities in the classroom and company wide. The term “methodologies” is used here to refer to classroom based teaching methods used by the participants in this research. These are the methodologies used by the participants and identified as their most successful classroom teaching methods.

Participants identified four strategies which they believed played a major part in the success of classes, and of the project in general.

Consultation

Teachers spent time on the MMAL shop floor to familiarise themselves with the physical surroundings and working culture in order to have a better understanding of the employees’ work environment. Those who were writers worked with production people and reference groups from production, the Union, and Human Resource Development.

Teachers liaised with Supervisors in order to relate the training to individual needs on the job. Teachers aimed to communicate regularly with Supervisors in order to gain their support for activities outside the classroom and for information on problems, improvements and processes that the training could be linked to.

Customisation

Teachers tied the training to the employees’ work by using work-based problem solving and discussing potential improvements.

Teachers customised each session of the VIC to meet the language and literacy needs of the trainees and to make activities relevant to each person’s work area. Teachers also used activities from the VIC which has been customised generally to the shop floor, for example:

1. Find out the names of the work area Safety Representative and a person who was on the Safety Committee.
In class employees practised questions and clarifying statements for the Supervisor.

2. Learn the emergency telephone number.
In language and literacy support classes, employees also practiced skills in how to use the number. For example, by role playing asking and answering questions when using the emergency telephone number. This provided the underpinning skills to use the emergency number and to know what to say next as well as responding to questions that may be asked.

3. Use accident reporting forms.
Employees filled in forms and listened for the detail in report forms as the teacher read the information.

Teachers brought in vehicle parts and talked about the quality checks and discussed the needs of the internal customer wants. Employees developed vocabulary, for example burrs, scratches, pimples on panels, and read check sheets related to quality assurance. Teachers took their classes to look at notice-boards to interpret quality charts and other information, and discuss it.

Teachers invited Mitsubishi employees to speak to a class, for example a Safety Representative or a Shop Steward. In this way employees could gather information and practise forming questions.

Comprehensiveness

Onkaparinga educators from different areas within Mitsubishi met regularly to pool resources, discuss issues and provide each other with support. Teachers reported significant issues to Mitsubishi so that they could be discussed at Human Resource level.

Teachers liaised with Supervisors, Human Resources personnel and MMAL VIC trainers regularly to discuss issues with the training of individual employees or groups. This was to blend the training with MMAL work processes rather than have the training as an isolated experience.

Integration

The writers integrated MMAL production examples with VIC material.

The teachers integrated language, literacy and numeracy support with VIC content and with relevant production information.

The teachers provided an integrated program designed to meet the needs of the employee, the company, the work area, and the VIC learning outcomes.

The teachers integrated their training role with that of industry consultant, training facilitator and TAFE representative.

Methodologies

The term “methodologies” is used here to refer to classroom based teaching methods used by the participants in this research. These are the methodologies used by the participants and identified as their most successful classroom teaching method.

Onkaparinga Maths teachers did not differentiate between the strategies and methodologies they used during 20 hour maths courses and those used during 2 hour VIC sessions. Most Onkaparinga Communications teachers provided information with a similar blending of strategies and methodologies.

I. Provide activities to achieve success and increase confidence

· Welcome employees warmly to the classroom.

· Progress in a way that facilitates a comfortable, warm learning environment.

· Use an informal approach.

· Ensure employees have fun learning together.

· Assure employees that the teacher and the participants are there to share their knowledge in a 2-way learning process.

· Demonstrate enthusiasm for the topic and thus generate an interest among the employees.

· Provide addition, subtraction, multiplication and division work sheets which ensure individual success and show teacher and employee where to focus skill development.

· Encourage employees to acknowledge their own existing skills and to regard the current training as filling the gaps or making the links.

· Follow individual progression throughout each course or session.

· Encourage employees to share doubts and bad experiences such as Maths school experiences – in discussion or in written form to be revisited at the end of the course so employees have a chance to see how their outlook has changed during the course.

· Test the same maths competencies in session 1 and at the end of the course to compare results and experience changes in skill building.

· Use activities which encourage people to talk and joke about numbers to introduce fun into maths.

· Respect employees’ methods for operations like subtraction, not changing employees’ methods if the principle is sound.

· Discuss and clarify with employees who the stakeholders are in the training – employees and/or the company and/or TAFE.

· Point out to employees that the teachers are not experts and will ask employees for input on their jobs. Help employees understand that the teacher does not know everything.

· Encourage a collaborative approach to learning. Encourage employees to help each other with maths processes and work sheets and share ideas and experiences throughout all classes.

· Develop an atmosphere where employees who have learned new maths skills speak about these concepts to others who have not yet grasped them.

· Maintain confidentiality at all times.

II. Provide relevance

· Let groups know the bigger picture of the VIC and the benefits of the current training in relation to future sessions.

· Bring the vocabulary to life e.g. coach means to guide and it also means the bus to Victor Harbor.

· Encourage the group to learn from each other about different work areas.

· Meet the employees’ perceived need, for example spelling, grammar, as well as VIC requirements.

· Offer alternatives for written assessment activities such as oral response to the questions or demonstration of a skill.

· Explain definitions of words simply, using analogies from everyday life. Relate to familiar things then bring it back to the work situation, for example common and special causes of variation in quality related to the variations in the drive to work every day for example the time taken each day varies because of weather conditions, red lights etc. (common variation) and occasional events which cause variation in the time taken for example, flat tyre, boiling radiator etc. (special variation).

· Draw on employees’ experience and encourage them to talk about it, for example their experience of Chrysler days.

· Point out the relevance of the VIC to employees’ work situation on company policies, for example the continuous improvement of quality.

· Use practical examples relating where possible to employees’ jobs and company processes, for example time sheets, check sheets, graphs, adult apprenticeship and crane chasing assessments and pay slips showing leave-loading.

· Draw links between mathematical skill development and the VIC for example in graphs and charts and costings for improvements.

· Talk to each employees’ Supervisor to determine specific problems and collect pertinent materials.

· Start at the current skill level of each employee and build on from there.

· Where possible negotiate course content with employees so that session times and resources are used to meet the needs defined by the employees.

III. Provide opportunities for skill development

· Provide lots of opportunities for employees to talk to each other.

· Give information in one way then another way – reframing all the time. Changing methodologies as needed.

· Affirm employees’ knowledge and skills on an ongoing basis.

· Act out concepts and involve everyone in experiential learning, for example tying a safety danger tag onto the whiteboard or a kettle.

· Model communication strategies for example instead of yelling, be patient and try out new behaviours on the job.

· Develop simple worksheets from VIC notes for example words with a gap or words with a letter missing.

· Deal with vocabulary misunderstandings, for example monitor and thermometer.

· Offer small chunks of information and check understanding regularly.

· Give practical realistic situations and role-plays to impress quality processes on employees.

· Provide practice in basic operations important for parts of the VIC, in particular the quality module.

· Balance individual work to meet individual needs and abilities and group work.

· Develop calculator skills to back up skills for the VIC and to provide skill – building in estimation, a useful skill for the shop floor.

· Encourage employees to work as a group and help each other and share difficulties when using graphs, metric measurement and verniers, micrometers and other gauges.

· Work on a new concept and revise it a number of times.

· Be over prepared with masses of material and photocopies.

· Provide normative and summative evaluation through checklists based on initial pre-test of concepts, with progress validated by the employee as the course progresses and at the end.

· Provide informal evaluation by giving and receiving feedback during the course.

· Talk to supervisors, trainers, managers, shop stewards in addition to shop floor people, for example to model the use of plain English.

Outcomes

The research participants reflected on the most positive outcomes of their teaching. Sometimes the greatest gains were for employees in non-assessed outcomes. The following capture these outcomes under the headings communication skills and confidence and skills development applicable to the job and further training.

Communication skills and confidence

· Employees met others from VIC classes to talk to in smoko and lunch breaks.

· Employees saw themselves as belonging to a learning culture. They enjoyed joking with the teacher.

· Employees gained confidence to take a more active part in a career pathway.

· Employees enrolled in Certificate of Preparatory Education at TAFE, and general VIC and other training at MMAL.

· Employees took part in more involved discussions than on the shop floor.

· At the end of the VIC employees were better prepared to socialise, be assertive and communicate clearly than in early sessions.

· Employees learned to communicate in ways that gave them positive responses on the shop floor.

· Employees were fired with enthusiasm about some things such as quality.

· Employees gained a greater awareness that they can make a difference in their work life.

· Employees had renewed confidence to tackle shop floor tasks like graphs, measurement and using gauges.

Skill development applicable to the job and further training

· Employees learned about company policies and philosophies that were previously unclear.

· Employees completed the VIC.

· Employees integrated information from cost, safety, quality, problem-solving, employee relations/teamwork to their job situation.

· Employees were able to take part in more involved and spirited discussions as VIC training continued.

· Employee skills increased to tackle maths tasks in further training such as in the VIC and TAFE courses and to access resources in books.

· Employees gained skills in measuring, gauging and adjusting machines to bring parts back into tolerance.

· Employees gained a broader understanding of other people’s jobs.

· Employees experienced a non-competitive approach and encouragement of a team effort in the classroom. This led to employees helping each other out on the job.

· Employees discovered through VIC training that education can be relevant to the workplace.

· Employees gained confidence to critically appraise and question processes relevant to their jobs.

Summary

Training in the Vehicle Industry Certificate continues at Mitsubishi Motors Australia Ltd. The successful strategies and methodologies outlined in this report continue to be used by teachers in the project.

There were many similarities between teaching methods and outcomes identified by the Maths and Communication teachers who took part in this research. The differences appear to be due more to content differences than to variation in teaching styles.
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